	
	
	



Presentation slides:
Applying for the role ofHR manager at HavenCares Insurance

Script:
Slide One: Title Slide
Good afternoon and thank you for the opportunity to speak with you all today, my name is Louis Summerfield. I am here to deliver a presentation as to why I would be the perfect fit for the role of HR manager here at Haven Cares Insurance. Within this presentation I will critically analyse my leadership style, explain how it can address key organisational challenges such as high turnover, absence and poor performance and outline how I will continue developing as a senior leader. 

Slide Two: Presentation Overview
Today I will begin by analysing the specific leadership style that I possess. This will be done by using feedback and theory, before applying this to key challenges that the organisation currently faces. Finally, I will outline how I will develop in this role.

Slide Three: My Leadership Style
My leadership style is primarily transformational, supported by a democratic and emotionally intelligent approach. This has been identified through leadership questionnaires and feedback from colleagues and friends. They have described me as supportive, motivating and collaborative. I feel transformational leadership is the correct style for these issues as it creates purpose and meaning at work whilst also building a sense of commitment rather than control. This aligns with the work of Burns (1978) who first introduced transormational leadership to create meaningful change. This was later expanded by Bernard Bass, Bass (2006)

Slide Four: Leadership Theory
Transformational leadership focuses mainly on motivating and inspiring employees to exceed expectations, as identified by Bass. Furthermore, Goleman (2018) highlights in his writings the importance of emotional intelligence within leadership, particularly in managing relationships and wellbeing.

Slide Five: Analysis Of My Style
While my leadership style supports things such as engagement, building strong relationships and motivating team members. It is also important to acknowledge its limitations. For example, a democratic approach can slow decision making and high emotional may impact objectivity in complex situations. This is supported by Yukl (1999). They suggest that approaches within transformation leadership can reduce efficiency in time sensitive situations.


Slide Six: Organisational Challenges
The organisation is currently facing several critical challenges. These include high employee turnover; increased absence linked to illness and mental health and declining performances amongst long serving employees.

Slide Seven: Challenge Analysis
These challenges/issues are often interconnected. For example, high absence may be linked to workplace stress, whilst employee turnover can result from low engagement and a lack of development opportunities. This links with Frederick Herzberg’s (1959) theory that a lack of motivation factors can lead to dissatisfaction at work. Issues such as high employee turnover is harmful to organisations as it lowers morale and increases costs in constantly replacing employees. (Assessio 2025)

Slide Eight: Applying My Leadership Style 
I believe that my leadership style is well suited to addressing these organisational issues. A transformational approach can improve engagement and employee retention, while emotional intelligence allows me to better support employee wellbeing and reduce absence. William Khan’s theory of employee engagement (1990) links well, it highlights the importance of psychological connection to work. As agreed with by Energage (2024), employee wellbeing is a key factor to a successful organisation. It directly impacts performance and productivity, leading to better outcomes for the organisation.

Slide Nine: Future Challenges
Looking forward, the organisation will also face external challenges such as an ever-evolving employee expectations surrounding wellbeing, hybrid working and increasing skills shortages within the sector. 
I would address these challenges by adopting flexible working policies to support hybrid work, strengthening wellbeing initiatives to meet rising mental health expectations, investing in training and development to address skills shortages and finally using digital HR systems to improve efficiency and decision making.

Slide Ten: My Development Needs
As this would be my first senior leadership role, I recognise the need to further develop my strategic decision making by focusing on long term organisational goals rather than day to day HR issues. I also aim to build confidence in operating at senior level, including influencing leaders and making difficult decisions. In addition, I will strengthen my ability to use HR data, such as turnover and absence trends to identify problems and implement evidence-based strategies that improve organisational performance and employee wellbeing. My emphasis on continuous development through experience and reflection is inspired through David Kolb’s learning theory (1984).


Slide Eleven: Organisational Support
To support my transition into senior leadership, the organisation should provide structured mentoring from experienced leaders, access to targeted leadership development programs and opportunities to lead strategic projects. This will allow me to gain practical experience at a senior level.

Slide Twelve: Conclusion
In conclusion, I feel I would be ideal for this position. My leadership style aligns strongly with the organisation's current challenges. Combined with clear commitment to development, I am very confident in my ability to contribute effectively as a HR Manager.
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