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Component 1

Introduction
Effective leadership is fundamental in the delivery of a safe, forward thinking, evidence-based paramedic care (Welsh Ambulance Service University NHS Trust, 2025). The Welsh Ambulance Service University NHS Trust (WAST) is consequently required to maintain existing standards of safety and patient care whilst simultaneously adapting to a change in patient demographic and their needs. Adapting to these changes requires organisational leadership from both a strategic level and from staff working on the front line. WAST’s current organisational strategic direction reflects the developing pressures, with plans addressing workforce, digital transformation, wellbeing and clinical strategy. The ‘WAST way’ specifically mentions leadership, and how leadership roles are found in all staff and at all levels (WAST, 2026). 
A simplistic approach would be to consider leadership and management as the same, the research is showing the distinct differences between them (Zaleznik,1981 & Northouse, 2022). Paramedics in leadership positions within the wider NHS are limited, with nurses and doctors comprising substantial amounts of the clinical leadership framework. Furthermore, while there are national advisors to the NHS in nursing, pharmacy and other allied health professionals (AHPs) paramedics markedly have no such representative (Eaton, 2023). By improving our leadership within WAST, we can play a pivotal role in the wider NHS (Phillips, 2024).
Leadership within a healthcare organisation such as WAST is a challenging concept, because of the size and complexity in which WAST operates. Reeves, Macmillan, and Van Soeran, (2010) suggest the difficulties of having leadership on different levels of a healthcare organisation. The Senior Paramedic (SP) role within WAST aims to provide a critical role in clinical leadership for staff within the operations directorate, whilst driving change as set out by ‘WAST way’ (WAST, 2026). 
The role of an SP plays a critical role in the delivery of WASTs strategic objectives. We play a role in both micro and macro leadership. Micro leadership would focus on our ability to mentor Newly Qualified Paramedics (NQP), influence improvements within our local teams and clinical leadership at high acuity incidents. Macro leadership would affect influence in policy changes nationally, patient safety strategy and actions in line with organisational plans (Osborn, 2002).
In the following essay I will critically analyse five leadership theories and will relate these specifically back to the role of SP, and throughout WAST. I will analyse how important Emotionally Intelligence is within each of these theories, and whether any single theory is suitable to describe leadership within a modern ambulance service. Alongside Emotional Intelligence I will critically analyse Transactional, Transformational, Servant and Situational leadership, specifically relating each theory back to the SP role. 
The SP is a position which requires leadership within a variety of different settings, and by critiquing these leadership theories, their effectiveness for this role can be evaluated. This essay will argue that no single leadership style will be suitable for all elements of this role. Although an elevated level of Emotional Intelligence, will run as a consistent theme in how effectively we can employ any of the other leadership theories. 
Emotional intelligence
Emotional Intelligence (EI), originating from Goleman (1998), maintains that high levels of EI are a defining factor in how effective any leadership style can be. As such it plays a vital role in understanding and critiquing any other leadership style. Goleman (1998) argues that whilst intelligence, and technical ability are key factors in becoming a leader, EI is what allows a leader to excel. Intelligence and technical knowledge are a baseline requirement, that all leaders should have as a given to enter a leadership role (Goleman, 1998). Studies have however shown links between high EI, and high intelligence (Macann et al., 2020). In the case of NHS leadership, particularly with the SP role, technical knowledge can refer to clinical knowledge and skills. Within my own organisation I can identify leaders with excellent clinical knowledge and skill, who lack the emotional intelligence to drive change within their own teams. Goleman (1998) defines Emotional intelligence as containing five main components:
1. Self-awareness allows leaders in healthcare to understand how their own emotions can dictate their decision making. It allows for leaders to be reflective and improve their own skill in a rapidly changing work environment.
2. Self-regulation is a particularly useful skill as a leader within the Emergency Services. An ability to control emotions during stressful, difficult periods empowers the people you are leading through a crisis. 
3. Motivation empowers improvements and fosters a positive work environment. Having your own internal motivation for working to a high set of standards, is an easily noticeable external trait and sets a standard for followers.
4. Empathy lets a leader not only understand a patient, but also their team   members. It permits for greater flexibility and understanding on an individual level, whilst tailoring your approach dependent upon situation.
5. Finally, social skills allow for SPs to foster real relations within both their team, and other departments. Having strong social skills make you approachable when times are tough and allows for clearer communication during high acuity incidents.
Making important decisions in high consequence situations can sometimes not allow for high EI communication. As previously discussed, high EI allows for leaders to excel, but it is also not a substitute for high IQ and high technical skill. Within the SP role, a high EI would not be a substitute for low level of clinical knowledge and skills. SP’s, particularly when providing high level clinical leadership at an emergency scene, often must make rapid decisions that would not consider things like empathy and self-awareness. As an SP, maintaining high-quality clinical care to patients potentially has the chance to disrupt working relationships with other team members. However, it has been suggested that excessive emphasis on maintaining relationships can slow down crucial high consequence decision making (Admired Leadership, 2026). Davis & Nicol (2016) also argue that having elevated levels of EI without a balance of intelligence can be detrimental. This can be particularly pertinent for the SP role in that by having excessive empathy, SPs can become overloaded with individual stressors from our teams, increasing the chances of burnout. There is debate about the overall validity of EI and the means of measurement. Antonakis (2009) and Dasborough et al. (2022) argue that whilst the study of EI has validity, applying a scoring tool and having quantifiable and measurable aims is unrealistic due to its subjective nature. 
Therefore, high EI is best positioned as a capability that enhances, rather than substitutes, other forms of leadership. Its importance to the SP role lies in allowing complicated topics to be communicated effectively, good workplace relationships to be fostered, and gain a real life understanding of the wants and needs within your team. SPs should be mindful of the benefits EI brings to their role and can engage in EI strategies to enhance leadership activities. 
Transactional 
Transactional leadership is based on an exchange between a leader and followers. Originated from Burns (1978), in which two separate ends of the leadership spectrum were Transactional and Transformational. Following on from Burns (1978), Bass (1985) expanded on the nature of this relationship, suggesting that good leaders often use both Transactional and Transformational styles of leadership, and they are not necessarily two ends of a spectrum. 
Transactional leadership can involve formal reward and punishment, but a transaction can involve something as simple as praise, recognition, or status (Bass, 1985). This can be particularly useful when applied to the context of WAST where large amounts of tasks are ruled by systems of governance. Tasks mostly appear arbitrary but simple systems of recognition can influence a team members compliance. 
Al-Rioub et al., (2024) found that within a nursing setting, certain wards benefitted from a transactional leadership style particularly within higher acuity wards, where timings and audit were of particular importance. Therefore, a strength of Transactional Leadership is through its clarity. Staff have a greater understanding of what is expected of them, and what standards they are meant to maintain (Al-Rioub et al, 2024) 
However, a transactional leadership style, whilst good at maintaining order, inhibits follower growth, and has an intrinsic limit on the potential growth of any team (Dong, 2024). Consequently, a transactional leadership style would not hold a high EI as one of its core principles (Antonakis, 2009). 
Further criticism of Transactional leadership is that it fails to allow for individualised concerns of followers and does not cater to real improvement and change. On an organisational level, salary is the most obvious method of transactional leadership. Olafsen et al., (2024) examined whether base pay levels where predictive of motivation within the workplace and concluded that whilst base pay plays a significant role, other factors are more important such as the role of their manager in encouraging an autonomous work environment. This argument is further supported by Smallman, (2015) who argues there is a limit to which pay can motivate a team. Instead, Smallman (2015) suggests the real things that facilitate improvement are flexibility, autonomy, mastery, gratitude, and conditions. Whilst SPs can contribute to all suggestions, the strength of the SP role is to facilitate both autonomy and mastery. 
Transactional leadership is therefore valuable for the SP role. It plays an important role in governance, accountability and patient safety. It is not however a leadership style that will drive continued change within an organisation that requires it. Consequently, a transactional leadership style works at its best when combined with different approaches that encourage change, autonomy and mastery. 
Transformational
Transformational leadership was previously felt to sit at the opposite end of the leadership spectrum to transactional leadership. Burns (1978) argued that a transformational leader aims for mutual progression of leader and follower, with the end goal of developing further leaders. Bass and Riggio (2006) argue that transformational leadership is not just about charisma but that it falls into the following four primary elements: idealised influence, inspirational motivation, intellectual stimulation and individualised consideration. 
Idealised influence depicts a transformational leader as someone who followers see as a worthy individual to follow. They have a level of knowledge and experience, whilst also consistently demonstrating integrity, and appropriately professional behaviours. It is however important that we do not assume that because someone is in a leadership position, they are automatically a good leader. 
Inspirational motivation involves communicating a meaningful vision which can be both corporate and personal. Whilst a SP has direct influence over local performance, they are also required to communicate national changes. Being able to communicate not only what is changing, but also why this is changing is vital to allow for follower buy in (Yukl, 2012). Followers must understand how this change will affect patient safety, culture or performance, and not see this as corporate change for the sake of corporate change. Yukl, (2012), argues that transparent, engaging communication is paramount in building commitment to change. 
 A transformational leader allows for followers to question the status quo. In an evidence-based health care setting, questioning practice is what drives change (Brown, C.A., Bannigan, K. and Gill, J.R, 2009). Having an empowered group of followers who contribute their own reading and intellect into clinical discussion pushes real transformation. A transformational leader would also not criticise if this challenged their method or ideas. For an SP this would involve both formal and informal clinical discussions, organising engaging training or providing staff with further clinical reading. 
Individualised consideration is where a leader considers the individual in their decision making. One follower may respond to criticism, whilst another responds to praise. A transformational leader is aware of their followers’ idiosyncrasies and can tailor his messaging and approach to that individual. This could manifest with the SP role particular with the way in which we would mentor an individual who was struggling with a specific part of their role. On the other hand, a more experienced member of staff may require more autonomy, or further responsibility to continue to feel engaged and valued (Yukl, 2020). 
Transformational leadership appears well suited to initiating change within an organisation on a micro and macro level, however some significant factors to consider. Yukl (1999) argues that transformational leadership is often vague and based on ideas. It can lack the specifics that are necessary in the real world, particularly within large organisations. Transformational leadership can also be viewed as a type of hero worship, where organisational change is dependent upon one character, without which it falls. Transformational leaders can offer up ideas that are unrealistic, without real thought for the practicality, or details (Tourish, 2013). This can be particularly problematic when dealing in high stress, acute environments.
Thus, transformational leadership is a style that can be well suited to some aspects of a SP. Bass and Riggio’s, (2006) four elements are all crucial to driving change. Transformational leadership appears closely linked with high EI leadership. Harms and Crede, (2010) found a positive link between transformational leadership and high EI. Transformational leaders allow followers to question practice, push change and lift followers with you. Coupled with a high level of EI, this could be very effective when applied in the context of the SP role. 
Servant leadership
Servant leadership was originally theorised by Greenleaf, (1970), who proposed that the traditional leadership systems of followers serving leaders was unnecessary and did not promote long term growth. Greenleaf (1970) theorised that this structure can be reversed and the real purpose of a leader is to serve the follower. which places significant emphasis on growth, comfort and needs of followers. Servant leaders are protectors of their followers and their organisation, both in the short and long term (van Dierendonck, 2011). Demeke et al., (2024) argues that within healthcare settings, there is an upswelling of servant leadership being successfully implemented. This is both conceptual and practical. Theoretically a leader must display certain qualities to truly serve their followers. They must be approachable, committed, honest and act with integrity. They must also take on some of the burden and take on a practical role within a team. This can take on many forms, but unlike other leadership styles, a servant leader can often take on the role of performing the more menial tasks. This allows their followers to perform the more detailed, interesting and motivational work (Demeke et al., 2024).
Within the role of SP servant leadership can take on many forms. Mentoring staff, synthesizing information, completing audits could all be considered elements of servant leadership. Studies have found that servant leaders have open, honest relationships with staff (Eva et al., 2019), which is particularly important when we are undertaking a pastoral role with staff. Ambulance staff are at a significantly increased risk of having poor mental health following exposure to trauma, shift work, and burnout (Wagner et al.,2020). Having these open and honest relationships can prove critical in times of extreme stress and burnout and allows for a follower to be more confident to approach their leader when they have concerns about institutional failing or dangerous practices. 
Servant leadership does however have some limitations as they can be seen as weak and easily influenced if they are unable to stick to their core principles (Liu, 2019). Effective leadership is also about being able to have difficult conversations, which is difficult in an entirely servant leadership model. 
Emotional intelligence is particularly important within the servant leadership model as you cannot serve a follower needs if you unaware of what those needs are. High EI servant leaders are aware of what is needed, and then how best to implement this (van Dierendonck, 2011). Arguably, SPs are in a strong position to both serve the teams they are assigned through servant leadership aspects, whilst also serving as dependable leaders when SPs display elevated levels of emotional intelligence and empathy to their staff. 
Situational
Situational leadership was first theorised by Blanchard and Hersey (1969), who argued there is no single leadership style that best suits all situations, but that the best leaders adapt their leadership style based upon what they are faced with. These have been placed these into four categories Directing; coaching; supporting and delegating (Appendix A). Followers are then split into a further four categories and the model can be used to determine which leadership style is most suitable.
Situational leadership theory is very relevant to the work of a SP, as the daily activities are so varied. To effectively lead a NQP through their preceptorship period, is a vastly different challenge to leading a high acuity incident. Even during ahigh acuity incident, there are times when different leadership styles can be employed. SPs may employ a transactional leadership style when paperwork needs completing, or a more servant or EI style when ensuring staff welfare. This encapsulates the main strengths of situational leadership, in that you can constantly be tailoring your approach to both the situation, and the person. Nonaillada and Armstrong (2022), found that good situational leaders were able to effectively manage staff in a variety of situations, even in situations they were unfamiliar with.
Situational leadership does however have limitations, as it relies on the leader accurately assessing what is required, and then being capable of implementing it. Arguably, oversimplifies leadership, and selecting one of four approaches does not account for the intricacies of working within the role of SP.
Despite these limitations the framework provided allows for a sizeable proportion of leadership decisions to fit. This however makes it too much of a one size fits all approach, and in real terms can be difficult to implement. It relies heavily on the leader to have an exceedingly high EI, and an extremely high level of expertise in their own area, which is unrealistic considering the different pressures currently experienced by WAST. 
Conclusion
Leadership within a modern ambulance service is more complex than the application of a single leadership theory. The SP role demonstrates this particularly well as the role demands leadership in the context of clinical, operational, pastoral and organisational areas, spanning both macro and micro leadership.
Transactional leadership allows us to ensure good compliance with drugs protocols, governance and specific patient safety directives. However, the focus on exchange means that it is unlikely to provide sufficient motivation when implementing meaningful change, or if an individual does not respond in that way. Transformational leadership provides us with significant opportunity for implementing real world change, and challenging existing dogma. It can however rely overly on an individual and may not be best suited when dealing in the real stressful, high acuity situations. 
Servant leadership provides a critical emphasis on staff wellbeing, learning, and development. This however cannot be the only style used within an SPs role were, difficult conversations must be had. An overemphasis on follower needs can also make a leader indecisive, which there is no room for in the high acuity situations SPs attend. Situational leadership allows for flexibility and recognises that no single style will suit all followers. It can however be restrictive and does not consider the complexities of leadership in a dynamic workplace such as the context of SPs. 
Emotional intelligence is critical across all these models. It cannot replace IQ or clinical excellence, but these should be expected for anyone in a leadership position. It enables leaders to understand both themselves and their followers and develop relationships with their followers.
Ultimately the future of prehospital care in Wales will rely on leaders who acknowledge that their leadership style needs to be flexible and consider a variety of leadership models. Senior Paramedics are uniquely positioned to both influence organisational change and ensure that change is implemented on a local level. By developing a flexible, emotionally intelligent leadership style SPs can ensure we are at the forefront of any such change whilst supporting our workforce.


Component 2

Introduction

Having critically analysed a variety of leadership theories, in the following essay I will now reflect on my own leadership style. To do this I will analyse and reflect upon a variety of sources. I have completed a variety of psychometric assessments, including DISC, Insights, and the NHS Health Leadership Model Self-Assessment Tool. This tool I have completed twice, once when interviewing for my current role, and again more recently. I will reflect upon any changes made to this over the last two years of leading. I will also analyse and reflect upon feedback from both managers, and followers. As well as this I will critically reflect upon an incident that I have been the leader in, as well as an ongoing project that I am involved in.  Throughout this I will link this back to my developing my interpersonal skills with staff, patients and stakeholders. This analysis will assist me in reflecting upon how my leadership styles impacts both colleagues, patients and stakeholders. This critical reflection will then go on to inform my Personal Development Plan (PDP).
Reflection is a vital tool in the development of any leader or clinician (WAST, 2025). It forms a vital part of HCPC Standards of Proficiency (HCPC, 2023). Without any form of reflection or learning, leadership would still be entrenched in the dogma of the Great Man Theory (Carlyle, 1841). Early beliefs that leaders are born, and that they all share similar traits such as charisma, courage and conviction, have largely been discounted, and a much more nuanced system of leadership theory has been developed (Northouse, 2022). I will be using the Gibbs reflective cycle to structure throughout this reflection (Appendix B). Gibbs is a widely used, structured and formulaic reflection tool (Gibbs, 1988). Despite this I will consider throughout that this formulaic system of reflections may hinder any complex reflective practices that are needed when reflecting on leadership practice (Rolfe, Freshwater and Jasper, 2001).
Though reflection is of vital importance, we run the risk of a self-reporting bias when only using a self-reflective model. As such it is equally important that reflections are tempered by feedback that is critically analysed. Feedback can be received from both manager, leaders and peers. As such I have a variety of feedback to reflect upon. 
As previously discussed, the role of Senior Paramedic (SP) within the Welsh Ambulance Service University Trust (WAST), requires a variety of nuanced leadership styles, depending upon the situation. Complementing this, a high level of EI is a common thread that runs through most of the successful leadership theory. Over the course of this reflective work, I will relate my reflection back to leadership theory, and how leadership theory will influence my current and future leadership style. 
Psychometric Assessment
The first psychometric assessment that I will reflect upon will be my DISC profile. A DISC profile is a self-assessment personality tool that measures four main components. These four components being Dominance, Influence, Steadiness and Conscientious. DISC profiles where originally developed by psychologist William Marston in 1928, and are a continually evolving psychometric test (Marston, 1928). They are a standard test type amongst multiple industries, particularly used during the formation of high-performance teams. They are not without their critics, with detractors arguing they can be overly simplistic, and can not possibly cover the complexities and nuances of human personality within four set profiles (TPP, 2026). 
My DISC profile scored 95% Steadiness, 89% Dominance, 89% Conscientious and 87% Influence. My DISC profile would describe me as stable, consistent and able to create harmony within a group. My weaknesses would lie in giving negative feedback, not giving my opinion readily enough and taking on the stress of others to much. These scores surprised me as they are not qualities or weaknesses, I would instinctively give myself. I would not naturally describe myself as dominant, and I also feel like I am able to give negative feedback where needed. If I was to evaluate the DISC profile, I would say that at first glance they are surprising, but when I reflect on my experiences as a leader I can understand them. Though I would not describe myself as stable and consistent, I think that in my role as an SP, these are qualities that I try to employ.  The report mentions that I am organised, and good at time keeping. Whilst these are certainly not typical of my private life, professionally these are both important to me. A Steadiness score is also typical of people who prefer team success over personal accolades (Angelika, Venthy & Angriyani, Dwi, 2024). I am very much someone who is uncomfortable with praise, so this would be appropriate. In terms of the main criticism throughout the report, that I can struggle to give negative feedback, on reflection this can at times be true. One incident in which I was giving a staff member feedback about poor performance at work is particularly pertinent. Whilst giving the feedback, I was continually having to go back to the reasons for the meeting. At the time I believed this was because the staff member was not understanding the criticism. In retrospect I believe I was not being clear in what the actual issue we were discussing was. Whilst I was comfortable giving the negative feedback, I was skirting the issue of what the tangible reason for the feedback was. My DISC profile also implies that I do not pick up on other people’s emotions as well as I thought I would. 
Going forward I feel the DISC profile has exposed some areas for development, but also emphasised some points about myself I would not have considered. I will take more pride in my organisational skills but also ensure that I put much greater thought into how I give negative feedback. There are various models to give feedback, Loyd, et al. (2016) describes using a BOOST pneumonic to deliver feedback. This consists of Balanced, Observed, Objective, Specific and Timely. This is something I can bring into my own practice immediately. My DISC profile would suggest I employ Servant leadership traits, with elements of a high EQ. One area of EQ it would suggest is low, is in my ability to pick up on the emotions of those around me. More study around giving feedback, and around how I can improve my EQ will be raised within my PDP.
Another psychometric personality assessment I have completed is an Insights Discovery Personal Profile (Appendix C). Studies of considerable size have evaluated the efficacy and accuracy of Insights and have found them to be both effectual and precise (Benton, Van Erkom Schurink and Desson, 2008). Having said this we always have to consider the potential for bias with any self reported study, as well as its limitations. Pittinger (2005) arguing that any Jung based assessments come with limitations. When you boil human personality down into four constituent part, in Jung’s case, thinking, feeling, intuition and sensation, this can be an oversimplification (Crellin, 2014). 
My Insights report describes me as a Conscious Supporting Coordinator and a Less Conscious Observing Coordinator. Interestingly lots of the more positive aspects of this personality trait, are similar to that of my DISC profile. I am described as having a systematic approach, calm, organised and having a focus on creating and maintaining harmony. Some of my weaknesses are described as a possibility to be overpowered by more vocal members, can look for flaws and a difficulty in saying no. Whilst at times difficult reading, in retrospect my Insights Report is at times unerringly accurate. Having a microscope placed over your own personality can make self-reflection difficult. It is easy to become closed to what is a detailed assessment of your own flaws. 
One particularly pertinent section is in the management style. I am described as “serving my team, rather than leading in a forthright manner” (Appendix C). This shows clear leanings towards a servant leadership style. I am also advised I may delay disciplinary matters, and am too understanding of team members who are not performing. This is all typical of a servant leader (Greenleaf, 1970). My insights profile also suggests I may have some strong aspects of transformational leadership. To motivate me I should be brought into the processes of change, and have my opinion sought on system change that will affect me (Appendix C). Another area of transformational leadership mentioned is in my lack of interest in jobs that I don’t deem to be worth investment in. I have been repeatedly asked to complete paperwork that is designed to hit Key Performance Indicators (KPI) (Appendix E). As I don’t see the benefit, this is a continued bone of contention with my immediate management. One way I can mitigate this in the future, is to make sure I gain a full understanding of the reasons behind these KPI’s. and how they benefit staff and patients. In the future I will also have to consider how this behaviour is viewed by both management and peers. My manager can often view this behaviour as insubordinate, my peers can also view this as idle. It can appear I am not doing work that they would be willing to do should they be put into the same position. This can also be confusing because I can also get frustrated with staff members who do not follow procedures that I deem necessary (Appendix C). 
My Insight report also offers some tangible tools in how to improve my interaction with others. My report mentions I can be closed and require lots of personal space. I am a fairly private person, who only really allows people access if I know them well enough. Going forward I can make more of an effort to be open with new colleagues. My Insight report also mentions my lack of willingness to engage when I am told directly to do something (Appendix C). As mentioned during the analysis of leadership style above, this is something that we can not get away from, and I will inevitably have to deal with. This would suggest I need to consider some elements of how well I employ Situational Leadership, particularly the Directing style. Although I believe myself to have a high EI, there are certainly elements of my Insite Report that would argue against this. A lack of awareness of others feelings, as well as an inability to see how my actions may affect others would suggest that I am lacking in empathy. 
Going forward I will consider the aspects of the insights report mentioned. I will consider how I deal with difficult conversations with staff members. As mentioned, it may be beneficial if I can make appropriate plans prior to the conversations happening. I will seek feedback from staff members where I have had these conversations, where appropriate. I will also share my report with my immediate managers, so they can gain a better understanding of how we can communicate. I will consider how my Blue Green personality type will possibly clash with opposite types, and consider this when communicating with them. This is particularly true of my manager, who is a more transactional leader. These factors will all be explored within my PDP.
I will now be reflecting on my Healthcare Leadership Model Self Assessment Reports. Having first completed this in October 2014, as part of the interview process it will give a valuable insight into how my leadership style may have changed over the course of the last two years.
As can be seen from Appendix H and Appendix H,, my self reported overview has changed quite considerably. I was surprised to find this as I do not feel like I am leading differently now to how I thought I led previously.  This does however give an interesting insight into our overall development as leaders. Whilst we can consciously improve and change there is also an ongoing change in our leadership behaviours and tactics that are more subtle. As Schon (1983) argues, successful leaders change and adapt to how the industry needs them. More recent research such as Lennsen et al., (2025) showed reflection as a key cornerstone in improving leadership within a healthcare setting.   
In this instance the main self-reported improvements are seen in inspiring a shared purpose, developing capability and influencing for results. What is interesting is that I saw far more decreases in my assessment. With lowered scores in connecting our service, holding to account, engaging the team and sharing the vision. I was initially dissatisfied to see this but on reflection it is explainable, and consistent with what we have previously discussed. As I have being acting as a leader I have become a more reflective person, and consequently more self-critical. I don’t believe these show that my skills have become less, more that I have become more aware of my strengths and weaknesses. One point raised in particular is my connecting our services score. Whilst I originally scored a four out of five this was reduced to a two in my later assessment. Whilst I originally felt capable of dealing with outside organisations, and felt like I was an able networker, this is something I have come to realise is not my strongpoint. As previously mentioned, I can become introverted in a group and can on occasion not speak up in a group of people I do not know. I also received a reduced score in holding to account, which is in line with what has previously been discussed, where I am at times not good at delivering negative feedback. As well as these reductions I also saw a reduction in Engaging the Team. This would at first seem surprising since I have largely demonstrated servant, and transformational leadership tendencies. I believe this can be explained by the way I engage with my team is different to what I had anticipated. Whilst I feel I can be engaging in a discussion and have a wide range of knowledge around a wide range of subjects, being engaging over digital media is something I am continually trying to improve on. Sending emails that are both read and understood is a challenge. And how we communicate with our staff is of relevance when an ambulance service is spread over such a distance, with limited face to face engagement (Nordby, 2015). 
The scores in which I have increased lend further evidence to the fact that I am acting as a servant leader. I scored as Exemplary in Developing Capability, which would fit with most leadership theory. Van Dierendonk (2011) argues that a key element of Servant Leadership is in its commitment to developing followers. This would again demonstrate a high level of EI, but with some obvious areas for improvement. 
Going forward I will aim to complete this survey in another two years to analyse if there are any further changes. I believe this has highlighted some further weaknesses in my leadership, namely in communication and in my ability to network amongst other services. Whilst not a primary function of my role, having good working relationships with local health boards, hospitals and other services are vital to creating organisational change. This will be evident within my PDP.
Finally, I have completed a Wong and Law Emotional Intelligence Scale (Appendix D). Wong and Law (2002) developed a 16-point self-reported assessment to asses EQ. I chose this one as it is designed specifically for performance and leadership settings. 
I scored sixty-four which would give me a high emotional intelligence score. I will refer to this throughout the following essay (Appendix G). 
Feedback
Over the course of taking on the role of leader over the last two years I have received a wide range of feedback. For this work I will reflect and analyse two items of feedback, one positive and one negative.
The first feedback I will reflect upon was some feedback I received from a member of staff.  The issue was raised privately about some ongoing negative behaviours displayed outside of an Accident and Emergency department. I had taken the staff member aside to discuss the issue, and I felt like she had understood and taken on board my advice. What unfortunately happened was that this behaviour was repeated in the following days. 
When I was giving the feedback, I was initially anxious. I had never delivered this type of feedback in a professional capacity; this also would not necessarily fall under my usual job role. When talking to the staff member I felt like she was being honest, and I began to have sympathy for some of her actions. I began to take her side and at times the discussion was deviated away from what the route cause of the conversation was. We engaged in some interesting clinical discussion, as a way of justifying her actions, and this went on for some time. 
Initially I felt like I had handled the feedback well. We both left the room with our working relationship still intact, and we had spoken for a considerable length of time. When I received the follow up email from the staff member who had complained I was initially surprised. I felt like the situation had been resolved, and I was disappointed to hear of these behaviours re-occurring. I was angry that my advice had not been taken on board, largely assuming that my advice had been ignored. I felt guilty that I hadn’t completed my assigned task sufficiently and was worried about how this would reflect on me amongst my peer group.
When studying this situation there is a considerable amount of learning that I can take into my future leadership practice. Whilst I had the discussion, it was unsuccessful. On reflection we spoke for a long time, but I was not clear enough about what the staff member had done, and what I wanted her to do in the future to rectify this. Upon hearing that my advice hadn’t been taken, my first instinct was to assume fault on the staff member. I did not immediately consider how I had delivered this. I should have considered using a reference point for feedback, such as our HCPC Standards for Proficiency (HCPC, 2023). This was also an example, as reflected in my Insights Profile, of where I took on a role that I was not accustomed to, out of a reluctance to say no. The reason I said yes is because I believed it would be in the staff members interest for me to perform this. What occurred was the staff member had to then be spoken to by a more senior manager, and the problem was exacerbated. 
In conclusion this example showed how I need to consider both my leadership and communications styles, particularly when delivering negative feedback. A consistent thread that ran though my psychometric tests was a prediction that I would struggle to deliver negative feedback, and in this instance, it was borne out. In the future I will employ a recognised feedback tool, such as BOOST, to structure these interactions (Lloyd et al., 2016). I will consider that my inherent dislike for these interactions does not mean that I am incapable of doing them, just that it will require further study. 
The other comment I have received was via the feedback mechanism from the production of ride-out reports. Normally these are anonymised and you never receive it, but in this instance the staff member chose to copy it and send it to me via email (Appendix I). 
The feedback received is from a longstanding member of staff, who has a reputation for being critical, particularly of management. As such I was hesitant to perform this ride-out. It was early in my inception of this role, and I was still finding my feet. I was nervous upon receiving the feedback as the staff member is known for also being honest in his comments. Upon receiving the feedback, I was proud of the comments, and felt vindicated in my new role. 
In evaluating this feedback, it is clear that on this day I worked with a high EQ. The staff member comments on my “naturally compassionate and caring personality” (Appendix I). Throughout the day I feel I displayed empathy and displayed active listening skills whilst my colleague described their own worries. The staff member further commented that I, “share knowledge rather than showcase it” (Appendix I). This demonstrates a high level of EI, particular within self-awareness (Golman, 1998). This staff member would not respond well to boastfulness, so giving him new information can be challenging. 
I feel this feedback showcases how my communication style further lends itself to a servant leadership style. I find it much easier delivering positive feedback and sharing my own knowledge and experiences. This can further my PDP by improving my EQ so that I can consistently demonstrate this level of EI.
Critical Reflection
As has been discussed reflection is a vital tool in developing as both a clinician and as a leader (Lenssen et al., 2008 and HCPC, 2013). I will again reflect upon two scenarios, one positive and one negative.
The first scenario is my ongoing commitment to creating a monthly newsletter which is sent out to staff members within my locality, as I feel this is demonstrative of my leadership style.. This covers things like new research, recommended podcast, training events locally, as well as a list of positive feedback from management and the public. 
When I first started collating the newsletter I felt a distinct sense of imposter syndrome, and was unsure whether my clinical knowledge was enough to be recommending learning to clinicians far more experienced than I am. I spent many hours collating the information, and read and proofread it multiple times before sending. My main hope from doing this was to inspire my colleagues to continue their own learning, and I hoped that the newsletter would become community led. I hoped future newsletters would be a collection of resources and congratulations sent to me by staff, as opposed to found by myself. As previously discussed, prehospital care is a rapidly evolving field, and staying on top of both organisational updates and research helps keeps staff engaged and motivated. 
This have proven to be an extremely well received, ongoing piece of work (Appendix F). It has allowed me to evolve clinically and has made sure that I am continuing in my own clinical learning. The consequence is that I have found by continuing this work, which still takes a considerable amount of time, I am rushing other tasks. I have also created an expectation for this work to be completed within the locality. As such it has become one of my higher priority items, when at times my manager can not see the relevance. This has created further clashes between my servant leadership style, and that of my manager’s more transactional style. 
If I was to consider this action alongside leadership styles this action would closely reflect with a transformational leader, with elements of servant leadership. The ongoing desire to lift up the rest of the team fits with both styles. By combing through research myself, I am also doing the mundane tasks to allow my staff to do the more interesting work. This is indicative of a servant leader (Greenleaf, 1977). This has also displayed some of the more negative aspect of servant leadership. In so much as I am now rooted into this activity, sometimes at the detriment of my other, more organisational focused work. This has also demonstrated how perhaps my EQ is not as high as my self-assessment would suggest. I began by having lots of community input, but that has since reduced. This would suggest I do not know my staff as well as I thought and should consider further ways to engage with them. 
To surmise my creation of a monthly newsletter is indicative of what has been discussed so far. It shows clear traits of both servant and transformational leadership, in both a positive and negative light. It has proven to be a successful method of communication to staff about clinical and training matters. Going forward I will try to further engage with staff to get back to it it being community led. These learning points will be explored with my PDP.
The other scenario I will reflect upon was one in which I feel I did not perform adequately as a leader. I attended a large-scale road traffic collision and was the first responder from any Emergency Service there. The incident itself involved a car leaving the highway, and rolling through multiple tents at a local campsite. There was numerous injured casualties, it was dark, wet and I was responding on my own.
As I approached the scene I was unsure of what I would find. I had responded to many road traffic collisions but this was the first one I had attended of such scale. I was nervous, and was trying to rehearse my actions prior to arriving. I was trying to remember my major incident training, as well as all of the clinical skills that I would need. There was a considerable amount of communication with the control room en route, which created further stress. 
On arrival I was able to give an initial handover to control, do an initial triage and begin treating some of the more wounded patients. My leadership became tested as more and more was asked of me, and more of my colleagues began to arrive on scene. I was initially in charge of delegating resources but as a Duty Operations Manager (DOM) arrived I was able to go back to treating patients. I was hesitant to relinquish control of the situation but felt it wise given the nature of the incident. As I was about to leave with a patient, I was in the back of an ambulance with a patient and a Critical Care Practitioner (CCP) from the Emergency Medical Retrieval and Transfer Service. He advised me to reduce the amount of treatment we were administering, and that the patient seemed ok to him. At this point I was willing to have any decision making taken away from me, and took his advice, despite it not being what I had thought. Upon arrival at the hospital, we were chastised by the staff for not treating the patient suitably, and he was more injured that our CCP colleague had suspected. We also subsequently found out that the DOM who arrived had not suitably led the scene, with multiple patients taken to incorrect receiving hospitals, and other administrative failings. 
When analysing the situation afterwards there are clear errors that I made in my leadership of the situation. Despite it being an extremely stressful situation, I was too ready to relinquish responsibility for decision making. This is true both from the CCP and the DOM. In both incidents I was confident in my knowledge but did not stand up for what I thought. This was noticed in my Insight, Disc profile and is typical of servant leaders. In both instances a more outgoing personality was able to take charge, despite my reservations. 
This instance has provided me with some valuable learning around my leadership and communication. In the future I will strive to be a more confident decision maker, particularly around patient safety. I feel that if I was able to employ a more Situational Leadership style, particularly in a directive manner, I could have kept my own control. Within my PDP I will pay particular interest toward how I can improve my knowledge and leadership when at major and extraordinary incidents. 
Conclusion
In conclusion there is a consistent theme running through my psychometric assessments, my feedback and my reflections. I consistently show traits of transformational and servant leadership, in both a negative and positive fashion. I tend to avoid difficult feedback and can be over spoke by more confident personality types. However, I am passionate about uplifting staff and consistently lead in a manner which allows those around me to improve. Through psychometric testing I have identified that I can adapt my communication styles, consider my own workload and develop methods to improve the way I lead at high acuity incidents. The process of critical reflection has allowed me to critically analyse my own leadership and communication styles and explore where I may have blind spots and areas for improvement. I can improve my communication when delivering feedback, be more confident when making decisions and be aware that I am liable to be overspoke by more confident personality types. I can also continue to improve in the way I deliver digital media to staff, and the way in which I continually engage with my wider team.  By analysing various feedback I recognise that I can operate with a high level of emotional intelligence, and when face to face my communication style can be engaging. However, the feedback also showed some weaknesses in my communication styles, where I should be more focused, and possibly more direct when delivering negative feedback.  Using psychometric testing, feedback and critical reflection I have gained a greater understanding of my strengths and weaknesses that will further influence my PDP (Appendix J). 
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Appendix C – Insight Report





Appendix D- WLEIS result
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Appendix E - Feedback from Manager, taken from Email. 
Hi Celyn,
I have noted that the completion rate of Spot Checks is currently below the level required to support achievement of our locality KPI. Whilst I appreciate the views you have previously expressed regarding their perceived value and tone, the completion of Spot Checks remains a key expectation and forms part of our governance and assurance processes.
I would therefore ask that you prioritise their completion going forward. Consistent engagement with this activity will support both local performance requirements and our wider organisational objectives. Thank you for your support in addressing this matter.
REDACTED

Appendix F – Feedback from Manager, taken from email.
Hi Celyn 
Just to give you some feedback I continue to think this is an exceptional idea and am really pleased you are continuing with it. I am extremely impressed by the content as well. Thanks, REDACTED
 
REDACTED



Appendix G- NHS Leadership Model Self Assessment Report, 11 September 2026  
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Appendix H- NHS Leadership Model Self Assessment Report, 11 September 2026  
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Appendix I- Email feedback received from staff member following rideout.
Hi Celyn

Thank you for the positive feedback, and thanks again for a very enjoyable and thought provoking shift. I've left feedback for you on the form provided, I hope the feedback finds its way to you, if not I have pasted it below:

I had a very enjoyable and productive shift with Celyn in Haverfordwest. His naturally compassionate and caring personality made it easy for me to discuss my strengths and areas for improvement. Although he is new to the role of senior paramedic, he is exceptionally well-suited for it. He approaches the position with humility and professionalism, demonstrating a genuine desire to share his knowledge rather than showcase it. His respectful and supportive approach made for a great learning experience.

Many Thanks, REDACTED
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Appendix J – Personal Development Plan 
	[bookmark: _Hlk48903724]Name:
	Celyn Owens
	Department:
	EMS – Operation/Clinical Directorate 

	Date:
	14/09/25 
	Line Manager:
	Alex Jeffery, Locality Manager



	Developmental Area
	Development Activity
	Resource’s / Support Required
	Measure of Success
	Priority 
	Review Method and Timeframe

	Increase own knowledge around leadership and leadership theory. 
	PGCert 
	Continued input required from university.
Continued ability for rota to be flexible enough to commit to both lectures and coursework
Continue to engage with lectures.
Continue to organise own learning including journals, podcasts, videos and books. 
	Pass current module.
Continue through course and complete subsequent module.
Results and Certificate
	High
	Scores received from coursework.
Feedback from tutor.
March 2027

	Improve skills in delivering negative feedback. 
	Complete further study around giving feedback.
Create aide memoir for BOOST.
Complete E Learning on NHS leadership academy- Courageous Conversations.
Complete E learning on NHS leadership academy- Conversation about Painful Subjects. 
Complete E learning on Future Skills -Feedback Skills
Complete Mary Seacole Programme on NHS learning academy. 
	Access to online learning.
Access to further online resources. 
Mary Seacole Programme has significant cost. Would require bursary funding. 
	Subsequent conversations where negative feedback is given are more successful 

	High
	Where possible seek feedback from colleagues. 
Review whether negative behaviours are repeated.
Complete reflection
6 Months

	Improve communication with manager. 
	Share Insight Report with manager.
If possible read manager own Insight Report.
Discuss differences in reports and why we may differ.
	Time with manager
Access to report
	Improved understanding of each others motivations and reasons for behaviours. 
	High
	Improved understanding. 
1 Month 

	Improve situational leadership, particularly Directive.
	Further reading on Situational Leadership. 
Complete E Learning on NHS Learning Academy – Making Decisions Under Pressure
	Time available
Access to E learning.
Support from university tutor on appropriate resources. 
	Improved situational leadership, particularly in high acuity incidents. 
	High
	Complete reflection. 
3 Months

	Ability in Digital Communication. 
	Complete E learning on Future Learn- Communication Skills for Managers,
Complete E learning on Future Learn- Communication Skills.


	Time to complete E learning.
Possible funding requirement.
Read Everbody Writes, by Ann Handley 
	Completion of E learning and reading
Improved responsiveness to Newsletter.
Increased engagement with all digital communication. 
	High
	Check Via Insights for email engagements over next 6 months. 
Complete reflection.
Seek feedback from peers and mangers on communication style. 

	Improve knowledge around commander role at Major Incident
	Attend live training exercises.
Complete necessary EPRR E learning.
Watch EMRTS governance day discussing Major Incident.
Attend table top exercises. 
	Time and flexibility of rota. 
Access to E learning.
Opportunity to attend events.
Locally organised table top exercises. 
Engagement from EPRR department
	Improved confidence and knowledge around Major Incident and Commander Role
	Medium
	Complete reflection after 6 months compiling training completed. 
Seek feedback from more experienced members of staff and EPRR department. 

	Improve communication at high acuity incidents
	Complete E Learning on NHS Learning Academy – Making Decisions Under Pressure
Improve closed loop communication skills with online learning and practice. 
Further reading on SBAR briefings. 
Retake JESIP online learning and face to face training. 
Increase exposure with EMRTS fellowship
	Flexible rota, to attend fellowship.
Time to prepare for fellowship interviews. 
Access to learning. 
Engagement with more experienced leaders.
Engagement with EPRR. 
Access to repeated JESIP course. 

	Improved communication. 
Completion of learning packages. 

	Medium
	Self reflection after 6 months. 
Seek feedback from other commander and tactical commanders.
Success at getting on EMRTS Fellowship

	Improve how I read other people’s emotions. 
	Further reading on increasing EI. 
Complete E Learning on NHS Leadership Academy- Authentic Leadership
Complete E learning on future learn – Emotional Intelligence at work.
Complete E Learning on NHS Leadership Academy- How to work with emotions and care for your team.


	 Access to further learning.
Time to complete courses. 
	Improvement in EI. 
Improved relationships with colleagues. 
	Medium
	Seek feedback after 6 months. 
Complete WEIB and other self assessment profiles and analyse changes. 

	Do not take on other peoples stress, and manage own stress.
	Manage own stress.
Partake in meditation and mindfulness.
Complete E learning on NHS Leadership Academy- Leaders; Looking after yourself. 


	Flexible rota
Cost for mindfulness course.
Access to E learning.
	Decreased stress.
Ability to say no to jobs that are not my own,
Stop taking on stress of team members. 
	Medium
	Improved work life balance.
Ability to leave work behind. 
6 months

	Improve ability to network amongst other teams. 
	Improve networking
Improve knowledge of organisation
	Attend more wider leadership meetings.
Read WASTs Organisational documentation.
Attend face to face leadership meetings such as CEO roadshow

	Attend various leadership meetings. 
Improved knowledge of other teams. 
Improved visibility amongst other teams. 
	Medium
	Improved relationships and communications with other teams. 
6 months.

	Improve Clinical Knowledge
	MSC in Critical Care
	Flexible rota.
Help from tutors for applications.
Help from line manager with access to funding and study leave.
Access to outside teams inc. EMRTS or hospital based critical care for placements. 
	Succesfully apply and complete MSC in Critical Care
	Low
	Completion of course.
5 years

	Increase knowledge of organisation
	Read organisational documentation. 
WAST Short Term Plan
WAST Medium Term Plan
WAST Long Term Plan
	Access to documentation.
Time afforded to read. 
	 Increased knowledge of organisation to improve leadership around organisational changes. 
	Low
	6 Months

	Re assess own leadership styles
	Re take Insights and NHS Leaders Assessment
	 Access and cost to Insights report.
LM support with funding. 
	Completion of reports. 
Improved insight into Insights report and leadership styles. 
	Low
	Completion of re assessments.
6 Months
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Introduction
This Insights Discovery profile is based on Celyn Owens's responses to the Insights Preference
Evaluator which was completed on 22 January 2025.


The origins of personality theory can be traced back to the fifth century BC, when Hippocrates
identified four distinct energies exhibited by different people. The Insights System is built around
the model of personality first identified by the Swiss psychologist Carl Gustav Jung. This model
was published in his 1921 work “Psychological Types” and developed in subsequent writings.
Jung’s work on personality and preferences has since been adopted as the seminal work in
understanding personality and has been the subject of study for thousands of researchers to the
present day.


Using Jung's typology, this Insights Discovery profile offers a framework for self-understanding
and development. Research suggests that a good understanding of self, both strengths and
weaknesses, enables individuals to develop effective strategies for interaction and can help them
to better respond to the demands of their environment.


Generated from several hundred thousand permutations of statements, this profile is unique. It
reports statements which your Evaluator responses indicate may apply to you. Modify or delete
any statement which does not apply, but only after checking with colleagues or friends to identify
whether the statement may be a “blind spot” for you.


Use this profile pro-actively. That is, identify the key areas in which you can develop and take
action. Share the important aspects with friends and colleagues. Ask for feedback from them on
areas which seem particularly relevant for you and develop an action plan for growth personally
and interpersonally.
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Overview
These statements provide a broad understanding of Celyn's work style. Use this section to gain a
better understanding of his approaches to his activities, relationships and decisions.


Personal Style


Celyn will go to great lengths in order to fulfil his sense of responsibility and obligation. He gains
satisfaction from attending to or performing functions that others require, and which he
recognises he can provide. He tends to be disinterested in subjects for which he sees no
practical application. He may sometimes take over the work of others rather than leave important
tasks undone, or done poorly. He is seen as practical, trustworthy and dedicated to preserving
traditional values. Celyn is cautious and traditional, but listens well and likes matters to be factual
and clear.


He is often more interested in “real things” than intangibles, such as abstract ideas and theories.
He tends to appreciate tradition and is interested in maintaining established rules and
procedures. He will tend to seek solutions to current challenges in the successes of his past
experiences. He can adapt himself to a wide variety of tasks, but prefers the familiar. He is most
content in work that is of practical service to the organisation and others.


Celyn is a serious, responsible and sensible member of society. He is trustworthy and honours
his commitments. The process of objective analysis is a source of great enjoyment to him, with
the outcome often of much less importance. He usually finds stress and chaos tough to handle.
He is often successful in improving efficiency and reducing time wasting in others. Celyn likes to
prepare well and prefers to know why and how things happen.


Mapping out a plan, complete with all the steps and details, which is something he can do very
well, helps him to balance his inherent lack of drive. Celyn combines affability and amiability with
a high sense of duty. In order to perform at his best he prefers specific and detailed instructions
before starting a task. He may impress others, albeit unintentionally, by knowing something
worthwhile about many things, especially when he speaks about one of his specialised subjects.
His strength is his ability to act correctly and to stay with projects until they are complete.


A capacity for cool emotional detachment makes Celyn a good decision maker, because he
thinks clearly under pressure. If he makes a serious mistake at work he may feel guilty for a long
time. He is at his best in work that involves people and task, where co-operation can be achieved
through goodwill. He has high qualitative expectations of himself and may express
disappointment if he is unable to perform to these standards for any reason. Celyn is dependable
and responsible, with a high sense of duty.


Interacting with Others


Intent on keeping a low profile, Celyn is quiet and reserved, especially around strangers. He
conveys an image of stability and reliability - an image which can be trusted. Friendly in dealing
with people, he does not take readily to “up-front” leadership. He may perceive outgoing,
extraverted people as rather noisy and shallow. Situations that find him in charge as autocratic
leader do not usually suit him as he prefers to be more supportive than directive.
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Amenable, patient and friendly, Celyn tends to build close, low-key relationships with a small
number of associates in the work environment. Celyn is seen as a gentle, caring and sensitive
person who keeps many of his intensely personal ideals and values to himself. In a conflict, he
typically appears calm, unruffled, efficient and pragmatic. He tends to mistrust people who he
thinks are ignoring reality. He may encounter frustration or stress when others do not stick rigidly
to schedules and plans.


He follows necessary systems and procedures and can be very impatient with others who are
less inclined to do so. Celyn is gentle, sympathetic, tactful and supportive of friends and
colleagues. He may feel under strain if he is unclear about what is expected of him or if duties at
work are subject to change at short notice. He is suspicious of what may be lurking beneath a
smile. Celyn is quiet, reserved, steady, dependable and caring, and in his relationships - as with
everything else - his strong sense of duty predominates.


Decision Making


Celyn's decisions are usually consistent, practical and appropriate. He usually delays decision
making until all the facts and details are available. Non-judgemental and accepting of others'
behaviour in a rather factual way, he notices things around him and will generally find the deeper
meanings within most situations. He takes a personal approach to living, assessing events
through the personal values and ideals which govern his life. He may tend to be misunderstood
because of his tendency not to express himself forcefully.


With unshakeable, well-thought-out plans, he is difficult to distract or discourage once he has
embarked on what he believes to be the correct course. He is usually aware of the need to
comply with the established view. Celyn likes to gather information and see what solutions
naturally emerge. He is not usually prepared to commit to high risk decisions. When Celyn
perceives that something needs to be done, he will accept responsibility for implementing it.


His quiet demeanour often allows him to get agreement to his alternative solutions. He inevitably
double-checks decisions imposed from outside, and excels at maintenance and quality control.
He is observant of the small jobs that need to be done and will often offer to do them or just do
them automatically. He has a tendency to separate out the different components of his life,
wanting predictability and preferring to know various options in advance. Celyn makes better
decisions when other people he knows share his values.


Personal Notes
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Key Strengths & Weaknesses
Strengths
This section identifies the key strengths which Celyn brings to the organisation. Celyn has
abilities, skills and attributes in other areas, but the statements below are likely to be some of the
fundamental gifts he has to offer.


Celyn's key strengths:


● Disciplined and precise.


● Realistic and cautious.


● Highly effective where consistent performance is required.


● Trustworthiness.


● Sensible and matter of fact.


● Relaxed about what others may think of him.


● Focused and determined.


● Practical work.


● Painstaking, conscientious, industrious and dependable.


● Curious and keen observer of life.


Personal Notes
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Key Strengths & Weaknesses
Possible Weaknesses
Jung said “wisdom accepts that all things have two sides”. It has also been said that a weakness
is simply an overused strength. Celyn's responses to the Evaluator have suggested these areas
as possible weaknesses.


Celyn's possible weaknesses:


● More interested in intellectual rather than practical challenges.


● Can be overpowered by the assertiveness of others.


● The tendency to bear a grudge against those who do not share his values.


● May get bogged down in the detail.


● Can look for flaws and errors in almost everything.


● Can resist by being passive yet stubborn simultaneously.


● May find it difficult to suggest more effective systems and procedures to others.


● Persistence and loyalty may delay decisive action.


● Finds it difficult to say “no” if relationships are being threatened.


● Has difficulty in quick or unprepared articulation.


Personal Notes
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Value to the Team
Each person brings a unique set of gifts, attributes and expectations to the environment in which
they operate. Add to this list any other experiences, skills or other attributes which Celyn brings,
and make the most important items on the list available to other team members.


As a team member, Celyn:


● Seeks to be compliant and willing to adapt.


● Will not be easily distracted by emotional events.


● Brings order and structure through his organisational qualities.


● Is neat, orderly and tolerant.


● Is perceived by most others as honest and sincere.


● Is the force for stability.


● Supports others by being loyal, diplomatic and sincere.


● Critically perceptive with an eye for detail.


● Keeps his shoulder to the wheel.


● Is dependable with a stabilising presence.


Personal Notes
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Communication
Effective Communications
Communication can only be effective if it is received and understood by the recipient. For each
person certain communication strategies are more effective than others. This section identifies
some of the key strategies which will lead to effective communication with Celyn. Identify the
most important statements and make them available to colleagues.


Strategies for communicating with Celyn:


● Be modest and polite.


● Help him feel at ease.


● Speak calmly and quietly, avoiding ostentation and bluster.


● If you ask a question, be quiet and give time for him to consider his response.


● Appreciate his ability to amass a wide range of information.


● Deal with him in an honest and sincere way.


● Deal with “here and now” projects.


● If you must criticise, do it slowly, constructively and honestly.


● Allow him time to gather his thoughts and to express his feelings.


● Ensure he has all the facts he needs before pressing for a decision.


● Provide clear direction with strict agendas, deadlines and procedures.


● Take the time to get to know him well.


Personal Notes
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Communication
Barriers to Effective Communication
Certain strategies will be less effective when communicating with Celyn. Some of the things to be
avoided are listed below. This information can be used to develop powerful, effective and
mutually acceptable communication strategies.


When communicating with Celyn, DO NOT:


● Assume his pauses imply lack of interest.


● Be too loud and hearty.


● Look for immediate answers.


● Use his quiet demeanour to seek to dominate or control.


● “Tell”, instruct or command.


● Demand change that ignores his personal values and/or beliefs.


● Ignore his authority for the sake of it.


● Interrupt his thought processes.


● Come unprepared and disorganised.


● Labour the point or give lengthy verbal instructions.


● Reinforce his own self criticism.


● Call on him when uninvited.


Personal Notes
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Possible Blind Spots
Our perceptions of self may be different to the perceptions others have of us. We project who we
are onto the outside world through our “persona” and are not always aware of the effect our less
conscious behaviours have on others. These less conscious behaviours are termed “Blind
Spots”. Highlight the important statements in this section of which you are unaware and test them
for validity by asking for feedback from friends or colleagues.


Celyn's possible Blind Spots:


Celyn gives the impression he believes in economy of effort. He must be careful that this is not
seen as, nor leads to, laziness. His inherent fear of what could go wrong makes him very wary
about taking decisions that appear in any way risky. He becomes more effective with other
people when he directs his keen powers of observation towards being more sensitive and
considerate to the people around him.


He may be slower at producing results than some others as gathering data is often the most
stimulating part of the job for him. He may have difficulty accepting what others have to say if it
varies from his own certainties. He is a private person who keeps an emotional distance from
others and a physical distance when communicating. Quiet and reserved, he may appear cool
and aloof. He is inclined to be guarded except when with close friends or colleagues of long
standing. A rather private nature may prevent Celyn from asking questions. Encourage him to
demonstrate his grasp of new ideas by slowing the pace of the interaction.


Tending to shy away from making quick decisions, he has little understanding of the difficulties
this preference creates for fast-paced people. Since he is a natural critic, he tends not to
demonstrate his appreciation of the positive attributes or contributions of those around him.
Because of his self-containment, he has difficulty sharing his reactions, feelings and concerns
with others; it seems unnecessary for him to do so. A potential failing for him may be that he may
not gain sufficient intimate experience of the world. He may be seen by some as unresponsive,
cool and uncaring, as one who constantly seeks correctness, predictability, analysis, logic,
routine and systems.


Personal Notes
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Opposite Type
The description in this section is based on Celyn's opposite type on the Insights Wheel. Often,
we have most difficulty understanding and interacting with those whose preferences are different
to our own. Recognising these characteristics can help in developing strategies for personal
growth and enhanced interpersonal effectiveness.


Recognising your Opposite Type:


Celyn's opposite Insights type is the Motivator, Jung’s “Extraverted Intuitive” type.


Motivators have the ability to equally value results and people. They dislike detailed work but can
do it to achieve a specific short-term objective. They enjoy assignments that they believe makes
them look good. Celyn may often see them, however, as too optimistic about what they and other
people can produce. Motivators may be difficult to manage. They are not natural administrators.


Celyn may perceive the Motivator as indiscreet and sometimes hasty. Motivators need a variety
of activities and the opportunity of working in an environment with other people. They may
become workaholics if not aware of their limits. Motivators often seek material dominance, social
standing and status. They detest routine, detail and close supervision and can be devious or
even chameleon-like when something or someone gets in their way.


Celyn will often sense a large ego in the Motivator and may wonder why the Motivator would
much rather engage in brief, intellectual banter than conclude some task or spend some quiet
time on their own. The Motivator may not remain totally committed to a schedule or project if a
better or more exciting challenge appears. They can often neglect important preparations that
they consider unnecessary.


Personal Notes
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Opposite Type
Communication with Celyn's Opposite Type
Written specifically for Celyn, this section suggests some strategies he could use for effective
interaction with someone who is his opposite type on the Insights Wheel.


Celyn Owens: How you can meet the needs of your Opposite Type:


● Use a partnering style when in contact with him.


● Be straightforward, fast, efficient and to the point.


● Provide dates and timescales for completion.


● Be clear on completion details.


● Be tolerant of his need to switch topics without notice.


● Provide incentives and encouragement.


Celyn Owens: When dealing with your opposite type DO NOT:


● Let his imagination run riot at your expense.


● Appear slow, sluggish or too formal.


● Forget to recognise him personally in a job well done.


● Shout, bully or threaten with position power.


● Get carried away by his enthusiasm.


● Burden him with too many papers to read.


Personal Notes
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Suggestions for Development
Insights Discovery does not offer direct measures of skill, intelligence, education or training.
However, listed below are some suggestions for Celyn's development. Identify the most
important areas which have not yet been addressed. These can then be incorporated into a
personal development plan.


Celyn may benefit from:


● Making difficult decisions without consulting others.


● Taking an active part in the process of change.


● Developing short cut methods to meet deadlines.


● Resisting the urge to continually refine, improve and even do the work of others.


● Reading motivational books and listening to motivational tapes.


● Selecting people at random from the internal telephone list and speaking to them!


● Quicker decision making.


● Maintaining a more objective view of others and their motives.


● Saying “no” more frequently.


● Taking time to prepare before meetings and focusing on “the big picture”.


Personal Notes
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Management
Creating the Ideal Environment
People are generally most effective when provided with an environment which suits their
preferences and style. It can be uncomfortable to work in an environment which does not. This
section should be used to ensure a close match between Celyn's ideal environment and his
current one and to identify any possible frustrations.


Celyn's Ideal Environment is one in which:


● He is valued as a unique individual.


● Discipline, quality and consistency are equally valued.


● His organisational skills are used to the full.


● Time is carefully allocated to allow him to express his view.


● He has freedom from authority and bureaucracy.


● Principles and standards are respected.


● Information is in close proximity, ensuring economy of effort.


● There is time for reflection and meditation.


● A comprehensive welfare policy is provided.


● There is no antagonism or friction.


Personal Notes
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Management
Managing Celyn
This section identifies some of the most important strategies in managing Celyn. Some of these
needs can be met by Celyn himself and some may be met by his colleagues or management. Go
through this list to identify the most important current needs, and use it to build a personal
management plan.


Celyn needs:


● Respect for his personal space.


● Assignments that take him away from the workplace.


● To have issues discussed with logic, not emotion.


● Help to determine the pace and deadlines.


● Encouragement to deal with some issues immediately.


● A manager who appreciates his need for thinking time.


● Autonomy and independence within an agreed framework.


● Even small successes to be acknowledged to bolster self-confidence.


● Respect for his need for reflection and solitude.


● To be assigned one task at a time.


Personal Notes
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Management
Motivating Celyn
It has often been said that it is not possible to motivate anyone - only to provide the environment
in which they will motivate themselves. Here are some suggestions which can help to provide
motivation for Celyn. With his agreement, build the most important ones into his Performance
Management System and Key Result Areas for maximum motivation.


Celyn is motivated by:


● Being involved only in well thought through change processes.


● Being part of the process of change, and being fully informed about changes which affect
him.


● Responsibility, within well defined areas.


● Successful completion of major projects.


● A feeling that things are generally going in the right direction.


● Having his opinion sought on support services.


● High standards being set and achieved.


● An internal desire “to do the right thing in the right way”.


● Full acceptance of his values and feelings.


● Membership of peripheral committees and workshops.


Personal Notes
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Management Style
There are many different approaches to management, most of which have different situational
applications. This section identifies Celyn's natural management approach and offers clues to his
management style, highlighting both gifts and possible hindrances that can be further explored.


In managing others, Celyn may tend to:


● Procrastinate over disciplinary matters.


● Come up with ideas which save everybody time and effort.


● Feel frustrated if others ignore the rules or procedures.


● Allow his heart to rule his head.


● Understate his thanks for a job well done by another.


● Serve his team rather than lead in a forthright manner.


● Search for accuracy or perfection, at times appearing overly critical.


● Be a little too generous and understanding when others fail to perform.


● Blame himself if a member of the team fails to perform.


● Require time for consideration before making decisions.


Personal Notes
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Personal Achievement Chapter
At its best, life is a rewarding journey of personal exploration and growth.


This chapter is designed to focus on several highly important aspects of personal development.
Using the guidance suggested in these pages can lead to exciting changes and can have a
profound impact on success.


The sections will help Celyn define his life's purpose, set his goals and organize his time and life
to achieve them. It offers suggestions on how he can tap into his natural creativity, and unleash
further creative potential from deeper aspects of his personality, to overcome any obstacle.


Finally, it gives powerful suggestions for Celyn to understand and enhance his preferred learning
styles.


When applied, the ideas contained in this profile can provide insights and support to life’s journey
of development.
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Living on Purpose
Having a sense of purpose and worthy goals are important to building a strong foundation for a
successful life. Here are some of the things Celyn should be aware of in setting goals and
defining his purpose.


Living on Purpose


Once focused on something he believes in, Celyn is likely to persist long after others have faded.
When he identifies an obstacle in pursuit of his objectives, he is usually prepared to consider a
different direction. He measures success in terms of the accuracy of the output and the
importance of getting it right.


Becoming who he really wants to be is a hallmark of his character, but he might benefit from
articulating his opinion more strongly and regularly. Celyn takes a systematic approach to
achieving his objectives in a timely manner. He is a past master at ordering and prioritising things
in his life. He fully appreciates that success is a journey and not a destination. For Celyn it is
essential to have not just a sense of direction but a really clear route map as well. He prefers a
steady approach to work that may be wrongly interpreted as laziness by some.


As a natural team player he should make sure that colleagues are broadly aware of his values
and aspirations. He has a tendency to dwell on past failures rather than successes, and so finds
his level of motivation variable. He may have difficulty accepting that there are no failures, only
results. He will occasionally react strongly to a perceived injustice. Achieving the goal is a reward
in itself for him, but he should remember that others might need more recognition in the
achievement process than he does. He should be prepared to still the negative voice in his head.


Personal Notes
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Time and Life Management
Benjamin Franklin said "Dost thou love life? Then do not squander time, for that is the stuff life is
made of". This section contains some strategies that Celyn can use to become more effective in
the area of time and life management. Choose the most significant ones and apply them every
day for high levels of effectiveness.


In managing his time, Celyn, Suggested Action For Development


Displays a deep sense of commitment and
loyalty.


→ Review the roles he is currently filling.


Works well with committees, focus groups
and steering parties.


→ Avoid unnecessary meetings and
concentrate on action and productivity.


Sometimes spends time analysing past
failures.


→ Look for future opportunities.


Has a realism and caution that can reduce
the chance of mistakes.


→ Look for elements of surprise - they can be
refreshing and stimulating.


Prefers a slow and relaxed pace. → Be more aware of the ticking of the clock.


Tends to seek perfection in everything he
does.


→ Consider that sometimes it's more critical to
"do it now".


Personal Notes
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Personal Creativity
Creativity has been defined as seeing the same thing as someone else but thinking something
different. Different people have different creative strengths. This section identifies some of
Celyn's creative characteristics and how he can build on them.


In his creativity, Celyn, Suggested Action For Development


Seeks to reduce the risk of failure. → Experiment with unpredictability, some
solutions can only be made tangible by a
leap of faith.


Takes a structured and measured approach
to problem solving.


→ Pick up the pace and frequency of idea
generation.


Will act as a good barometer on the
feasibility of new ideas.


→ Help others to fully evaluate their ideas prior
to implementation.


Sees most improvements in life as a gradual
process.


→ Take action and change something radical
today.


Likes everything to be in place before
"indulging" in creativity.


→ Act spontaneously - things will never be
perfect.


Is able to identify the problem clearly. → Use lateral thinking in sourcing solutions.


Personal Notes
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Lifelong Learning
Continual learning is a key part of personal development and growth. This section identifies
several ideas Celyn can use to learn more effectively. Use these statements to map out a
learning strategy and to create the environment for optimum personal growth.


Celyn's preferred learning style is supported when he:


● Can organise his thoughts without having to offer instant reaction.


● Can listen to others before making a contribution.


● Explains the subject to others at his own pace.


● Spends time in quiet assessment and reflection.


● Is able to examine the finer nuances of a model, concept or theory.


● Studies and works in a non-threatening, steady-paced environment.


Celyn can stretch in learning by:


● Keeping his mind open to new or speculative ideas and concepts.


● Taking somewhat faster action.


● Jumping in to the unknown from time to time.


● Participating in a competitive group activity that involves an element of risk and excitement.


● Theorising for a while, rather than focusing on the specific task.


● Being more spontaneous and shooting from the hip more often.


Personal Notes
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Learning Styles
22 January 2025


Focused Thinking


Practical Action


Intuitive Experimentation


Interactive Participation


Flexible Involvement


Considered Reflection


Systematic Processing


Detached Analysis


Focused Thinking


Practical Action


Intuitive Experimentation


Interactive Participation


Flexible Involvement


Considered Reflection


Systematic Processing


Detached Analysis


Less Comfortable Comfortable Preferred
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The Insights Discovery® 72 Type Wheel


Conscious Wheel Position
32: Supporting Coordinator (Classic)


Less Conscious Wheel Position
33: Observing Coordinator (Classic)
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The Insights Discovery® Colour Dynamics
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