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University Assignment.

Introduction
I am a Senior Paramedic with over 20 years’ experience in the Ambulance Service. I took on this new role just over a year ago and was put on this PGCert in Clinical Leadership, for my 1st assignment I will look leadership styles, how I lead and what technique would benefit me going forward.  For as long as time can remember Kings, Queens, Prime Ministers, Generals or Company Directors have strived to work out what style of leadership would suit their needs and bring out the best in people to achieve the goals and performances they are looking for. It is the single most important thing to being successful, as far back as 2500 years ago SOCRATES claimed that good effective leadership would have to be situational. For this assignment I will be exploring five different aspects of leadership. I will critically evaluate each one, looking at their merits, but also their negatives. I will look at each of their relevance’s to my particular workplace and choice the one I think would work best and explain why I have come to this conclusion.

Leadership Theories
The first of the five leadership theories I will look at is Autocratic leadership. Probably the most provocative of the five, it has a very colourful place in history with famous exponents including Adolph Hitler, Joseph Stalin, Julius Caesar, Napoleon Bonaparte, Bill Belichick, Ray Kroc and Henry Ford.  Often called the “my way or the highway” style, autocratic leaders could vary from tyrants to industrial revolutionaries. There are also said to be three pillars to autocratic leadership, they are discipline, preparation, and victory. This is a technique that has been linked to many Military leaders, politicians, and sports coaches over the years, probably as it is felt to be necessary within companies or organisations that demand error free outcomes (STU 2018), and although it is not always appealing at first glance it is still very commonplace. The process where one person has complete authority to make all the important strategic decisions, without giving any rationale. Managing the organisation without taking input from anyone else, minimizing communication due to centralizing the decision-making process, and it is the responsibility of the employees to implement these decisions. While this type of method is not as in fashion as it once was, it is still prevalent in many workplaces. There are many reasons why it is not as common as it once was, workforces are often better educated now with the fast growth of information and knowledge-based industries coming to the fore. These encourage staff to assist with the decision making at all levels. There has also been a shift to mentoring styles of leadership amongst the young millennials who tend to dislike anything authoritarian. 

In terms of any benefits that may occur from having an autocratic leader, it can lead to decisions being made quicker as they do not generally look further afield for ideas from their subordinates, which would then lessen the impact of any possible procrastination (Briker et al., 2020). This in turn can help to stop organisations from stagnating which often occurs due to lack of real leadership. It is said to help with keeping individuals and teams from missing important deadlines, newcomers can often benefit from having an autocratic leader as they would benefit from the initial direction while they find their feet within the work place (Schoel et al., 2011). Autocratic leadership can also shine during periods of strain and stress within the workplace, this has been evident with recent events due to the crisis the world has been in over the last two years. Many believe that in difficult economic times good autocratic leaders are far more effective than transformational leaders in the same position (Huang et al., 2015). 

Unfortunately like most things, where there are positives there are always going to be negatives and we now look at what are deemed to be the bad sides to having an autocratic leader. Firstly, the obvious negative would be if it was abused by overly powerful personalities, it can increase the stress of the workforce and lower their satisfaction. Research has found that autocratic leaders tend not to be very popular and being managed by one person making all the decisions increases job dissatisfaction and work-related stress. This can then lead to a toxic atmosphere, with less innovation and less likelihood of ever getting a working democratic environment. The cause of this is the middle and lower rank management mimicking the senior boss (Li & Sun, 2015), thereby autocratic leadership filtering through the organisation and becoming an accepted practice. This would then stifle staff, severely affecting any team creativity. Another negative of this is the almost always increase in workforce turnover. In general, even if companies are doing well if they employ this type of leadership staff will still not feel valued and look for alternative employment. Staff often feel angry, scared, and detached from what is going in within the organisation (Harms et al., 2018). Lastly it can discourage open and honest conversations between the staff and the bosses which can never be a good thing. 

There are some that think to be an effective autocratic leader in the modern world you must show your subordinates respect, if they can exhibit some fairness and objectivity this can garner some mutual respect which can then dull any workplace discord. Another is the perceived lack of communication with the leader expecting to be obeyed without question. Communication is vital in any relationship to help people understand the rules and what is expected, in turn people are more likely to be cooperative. Another element to good autocratic leadership is the practice of consistency, treating all the staff the same with equal fairness and being unbiased will generate further trust and help with respect. Lastly although it goes against the very grain of what an autocratic leader should be, allow opinions. Openly encourage your staff to have an opinion, even if it is a redundant process and the ideas are not adopted, it can help the staff with self-expression and the freedom that comes with it. 

The Second leadership style we are going to explore is the polar opposite of the previous style, it is Laissez-Faire, translated as Let go, let it Be. It has been characterised by “the avoidance or absence of leadership” (Judge & Piccolo., 2004). It is seen as a passive style where the manager trusts his employees and does not feel the need to micromanage, instead allowing their experience and creativity to meet the goals of the organisation. It is also known as delegative leadership. It is called this due to the hands-off approach, allowing others to make the decisions. The leaders are often hesitant and unwilling to influence others, they will provide training and support for the staff and then leave them to it, although most of them will still be there for consultation and to give feedback and may provide some direction at the start of projects before allowing others to then carry on. The leaders know that the accountability falls on them and are comfortable with mistakes. It generally leads to the lowest productivity amongst its members and can often end up being more chaotic than others. Well known exponents of this style were Herbert Hoover, Queen Victoria, and Steve Jobs. 

There are advantages of Laissez-Faire, these can be higher workplace retention, the employees are trusted more than normal so feel wanted and confident in the job. They are more accountable in their job which can often mean staff will always try their best and are very motivated due to the autonomy passed to them making the environment very creative and relaxed. 

With advantages always come disadvantages, these include it being a difficult place for newcomers, they often need time to adjust and a clear direction, there is confusion about who is in charge and who you need to listen to. This then naturally brings a lack of structure, and the accountability can be passed from person to person. It can be difficult for people who work best in a group as it is very individualistic (Abu-Hussain. Jamal. 2014)

The third of the leadership styles to be discussed is the Transactional method. This is often seen in companies that operate swiftly. This a basic style in which the leader uses the principles of reward or punish to hopefully incentivise its workforce’s performance, optimising its standards and output. It is very popular where the company may have quite aggressive targets, so if you meet your target then you’ll get your bonus or raise, but if you don’t then you lose your bonus and possibly even your job. Thus, its main goal is results, the power very much lies with the manager, with the staff having very little say in what happens, at its core is also the function of rules and regulations (Bass 1985). This keeps everyone operating in fixed ways of working and is applicable in most global organisations, where leaders may need to manage people who are from different countries, using different languages and living with different cultures. 
Like any style there are attributes said to be needed to make you an effective Transactional leader, these include being a confident person, being self-aware, being agile, ambiguous with the ability to learn fast. Develop a shared purpose while leading through influence. 

The pros of transactional leadership can be that there is not a need for much training, it is quite effortless to just give your staff rewards or punishments based on their performance and can mean that the leader does not feel the need to compliment or praise their staff. It can also mean that you do not need to be flexible with your approach as it is an agreement, a certain amount of work for a certain amount of money, truly great transactional leaders are often seen as being empathetic to their employees so when a difficult decision needs to be made the staff know that they care about them. A good example of this is Jacinda Ardern, the Prime Minister of New Zealand who acted very swiftly at the beginning of the Covid 19 pandemic, shutting the country down to protect as many people as possible. It wasn’t a popular approach at first but was aided by her regular live chats on Facebook and her transparency throughout. On the negative side, it assumes heavily that the staff are motivated by monetary rewards and are not self-motivated. It can also then value a stable environment that guarantees results over an innovative and proactive workplace, as conformity and the status quo are important to a transactional leader. Due to constantly looking at short term goals they can often jeopardize the long-term future of the company by often neglecting staff training and development and can be sometimes seen as bullies. 

Next to be evaluated is transformational leadership, the origins of this are believed to have been started by James. V. Downton in 1973, who was the first to coin the phrase. This was added to in 1978 by James Burns and few years later in 1990 Bernard Bass also added to its concept. The basis of this is where the leader works with his or her colleagues to identify the changes that are needed for the company to be successful and move forward and accomplish this through a shared vision. If you’ve ever been in a room where someone has seemed to take control due to having a real clear vision of what’s needed and has seemed to reenergise the whole room into agreeing with it through their passion, then this is a good example of a transformational leader. One of the traits of this type of leadership is to tap into the potential of the team, which should in turn make it easier to the reach the companies’ goals. It shows that leadership is different to power since it is inseparable from the needs of the followers (Northouse, 2016). It means that the person in charge does not just act because he or she is in charge but for the interest of everyone to help gain a vision, it is not unusual for the leader to spend time with his colleagues, so they understand and get behind the vision. The perfect example of this is Richard Branson, he had a vision of Virgin Atlantic airlines, he sold this vision to his followers, and they have all helped to make this a reality and the company has realised extensive value. 

Transactional leaders have no problem distributing power amongst its workforce, this helps to gain a consensus of opinion for the work needed to make the goal a realisation. It has been said that transformational leadership is an improvement on other leadership styles as it doesn’t just focus on the leader, but also the concerns and ideas of the followers (Lusser, R., & Achua, 2015). 

(Bass, B.,M 1985) suggests there are four main components to Transformational leadership, they are idealised influence, they do not lead by intimidatory tactics, instead normally leading by example.  The second is inspirational motivation, good communication skills and clear delegation of roles and responsibilities Third we have intellectual stimulation, this is vital as it is to challenge the status quo and the normal culture with a view of constantly improving the organisation. Lastly, we have individual consideration, Transformational leadership style gives high regard to the importance of open communication lines within a team, so that everyone feels an equal part and involved in what is happening.

An excellent example of transformational leadership is the Nike corporation, starting from humble beginnings they are one of the most famous footwear and sports brands of the 20th century. Their slogan of “just do it” is one of the most famous examples of transformational and motivational leadership ever seen. They connected with each customer with focused marketing, wanting everyone to be their best and most healthy versions of themselves. 

Like all the other leadership styles it has its followers, but also its critics. It’s said that it has a positive effect on organisations and its staff, it can also improve productivity, performance and help with creativity (Bass & Avolio 1994). It increases employee trust in the organisation, and the management, reduces stress and increases wellbeing.  Indeed, according to (Burn 1978) it is vital for some companies to survive. However, there are those who are quick to criticise the theory, one of the big negatives is that it is very difficult to train or teach. This is probably as its components are very comprehensive, it is also claimed that it means the leaders can “handle” their staff and it is a style that is only meant for the select few. Colonel Mark. A Homig (2001) stated that “transformational leadership is a double-edged sword” and has the potential to be used immorally and unethically by a leader who inflicts on the naïve and unsuspecting.

Transformational Leadership is very popular within the healthcare setting now, it has been suffering for quite a long time and often gets very bad press, with patient satisfaction at an all-time high (Collins-Nakai R. 2006;9). Many people within the service are looking to leave as the stress levels are very high, much of this is through stagnation of the service and its antiquated hierarchal, protocol driven old fashioned systems still in place. This in turn is affecting patient care and disposition. Transformational leadership can allow the managers within the service to break down many of those barriers and make it a far more open-minded workplace, A place where constructive dialogue between managers and staff was seen as a good thing, making it a far more relaxed and productive environment to work, this in turn would have a positive effect on patient care. 

In conclusion, transformational leadership is a leadership style that is dynamic and energetic, compassionate, and trusting. Transformational leadership is the kind of leadership that makes organizations grow and thrive because the employees of those organizations are in a supportive environment that encourages them to take initiative and express their individuality, while at the same time providing them with clear objectives to aim for. A business that is operated with a transformational leadership style is one that is embracing the 21st century; such a business is giving itself every chance of not only succeeding but thriving (Guthrie MB. 1999).

The last of the leadership styles we will look at is situational leadership. This was created in the 1960’s by Paul Hersey and Ken Blanshard when they merged their own ideas to form the single model. The premiss of this is that there is not a single leadership model that suits everything. Instead, they are all appropriate for different tasks and different people. Good leaders are able to adapt their style to suit the situation put in front of them and the people they are working with. It often depends on job-related maturity. According to Mark, et al (2009), this relates to the individual’s ability to perform the job, and this is the key factor. It is made up of two parts, the learners’ development level and the leaders’ leadership style. The development level will be a result of their competence and their commitment. Competence looks at the persons level of skill, experience, knowledge, and behaviour when relating to the given task. The commitment looks at the motivation to learn the task and their confidence in their ability to learn (Hersey & Blanchard 1996). 

Within the Situational Leadership model there are four styles that offer different levels of support and direction depending on the individual. Before looking at them you need to consider the correct matching of the leadership style to the developmental level of the person, as a mismatch can be very detrimental. The individual in question may need you to utilise a different style of leadership for different tasks you assign them and don’t assume the developmental level of the person is always going to be the same as it can vary and people’s competency levels can drop over time as well as get better (Lee-Kelley 2002). 

The four styles of leadership are Directing, coaching, supporting, and delegating. Directing would be for the enthusiastic beginner, who is inexperienced, but curious, excited, and optimistic about the role. You would need to set them clear goals and timelines (Norris & Vecchio 2000). You would need to show them the standard expected while also recognising their enthusiasm and transferable skills if they had any. You may want to set out an action plan to help with specific direction. 

Coaching would be for the disillusioned learner, who may be becoming overwhelmed, frustrated, confused, and demoralised by everything. You can help them gain perspective on everything, while looking to set them new goals (Mark, et al 2009). They would require regular feedback, including praise if deserved on how they are doing and reminders of why the work is important. 

The third element is supporting, this generally helps the person who is competent but is possibly low on confidence. They are often self-critical, doubtful, and cautious, while also being capable and contributing. This then needs an approach similar to a coach or mentor, encouragement to help with being self-reliant when problem solving and give them opportunities to share their thoughts and concerns. 

Lastly there is delegating, this is aimed more at the independent achiever, they tend to be confident, inspire others, can work autonomously and are self-directed. They enjoy a challenge, can be trusted with the tasks given, may like to share their skills and would have their contributions acknowledged.
 
Although this is thought of in many circles as the best model it does have its shortcomings, while it is effective in showing the appropriate style based on maturity it fails to look at the other factors, such as, whether the leader has the ability to recognise the situation in which a particular style would suit. The leader may lack the capacity and expertise to employ the right behaviours when directing others. It is almost impossible to know this as the model involves a multifaceted approach (Vecchio R. P, 1987). 


Conclusion
In summary of this, I believe that all of the different styles have their own merits, and that is why I think situational leadership would be most suited for me to use within my position in the Ambulance service. It will allow me to act appropriately to the given situation at the time. I have read many articles saying that the transformational style is the best within the healthcare system and is a real gamechanger. This may well be true, which is why it shares many traits within the situational leadership style and will definitely be used when appropriate. 

It is easy to see why Situational is also so popular now with an ever-increasing diverse world we live in. It is also popular now within the military who used to favour the autocratic style. The most important and possibly difficult task myself and my colleagues face each day within the modern-day ambulance service is motivating the staff as they are under tremendous pressures on a daily basis. This can be from a variety of factors so you would need to be adaptable in your approach, also communication would be a vital part of your style for you to succeed.

 I feel that within my everyday life in work I take on the persona of all of the four styles within this leadership model. I may be working with a new Technician or Paramedic who would need directing, while also coaching their crew mate who may be feeling demoralised by the current situation. I could then be asked to speak to a member of staff who needs the supporting element which may be due to a crisis of confidence due to them working with a higher qualified person who would come under the delegatory part. 

It encourages collaboration which I particularly like, a good team is a team that works together in cohesion.  Adaptability is encouraged to fit situations, reiterating its flexibility. I like that it allows assessment of the maturity levels of the staff and the leader, it encourages you to direct and guide your staff, taking into account their experience. This is vital within our position as one day we may be assessing someone who has 30 years’ experience then the next day it may be someone’s first ever shift. 
Lastly, I like the fact that it encompasses the other styles as, if I can strive to become a good situational leader then I feel I could lead and manage in any circumstance and would be far more adaptable both in and out of work, as this is a vital life skill. 



Element 2
The second element of this assignment focuses on my own leadership style, this is something that I think normally you wouldn’t really consider as it is probably part of your personality. So, to understand the type of leader you are you must look at what type of personality you have and the dominant features that underlie this. After reading about this I’ve come to realise that this consists of six parts. Firstly, you need to know your personality traits, secondly you need to know your values. You must be able to identify your own weaknesses, be able to ask for feedback from others, look at yourself and assess your ability to delegate and lastly be able to observe your leaders. I will endeavour to look at each of these from a personal perspective.

To know the type of leader you really are you have to look at and understand your personality, its characteristics and how this shows itself in work. I would like to think that I am motivational in my approach and like to coach the staff, recognising people’s strengths and weaknesses quickly and helping them to improve the areas that need it. While also being self-confident and self-motivated. I like to be rational and consider myself flexible when I can be, I always respect my peers and their ideas and try to encourage the staff whenever possible. However, I have been told by others that although I am always supportive, I do not delegate very well and can often try to do too much myself which can then lead to me becoming stressed. I think this may be down sometimes to an over determination to get things done and a lack of patience. 

In terms of knowing my own values, these are obviously the yardsticks to our behaviours. They are the underlying beliefs that influence our decision making and shape the type of person we are (Schwartz RW, Pogge C. 2000). I think I have integrity; this is really important to me, I’d like to think that if I say something I honour what I say and do it to the best of my ability which I hope in turn gains me trust and respect from the staff. I am also accountable and take responsibility for not only my own actions but that of my team which in turn brings me onto to trust as this is another attribute that I would say I have which can sometimes be seen as a weakness as it has been a negative for me in the past where I have entrusted things to others who have then let me down. I am an honest person and transparent about what I expect from my staff, I feel this is vital if you are going to gain their trust. 

This leads me onto to communication which I feel is a personal strength, I feel that good communication in the workplace is a must to get any success and so is invaluable to have, just like empathy, we work in a very demanding environment both mentally and emotionally and to be an effective leader you need to be able to empathise with your staff. Fortunately, the role I undertake allows me to still work on the front line and so to experience first-hand the day-to-day difficulties my colleagues will face, this then gives me perspective which makes being empathetic far easier and more genuine. Lastly, I would say the most important value I have which is a must within the emergency services is resilience, it is a very challenging environment to work in and you must be able to weather some very testing times within the workplace for both yourself and your team. Your team will look to you when things are not going as planned and have become difficult and you must be able to respond. 

Speaking about your weaknesses is not an easy thing to do but is something that you need to be able to do if you are to really shape yourself and understand the type of leader you are and could be. As stated earlier I think I am far too trusting a person which has caused me issues in work in the past. I have also identified how I can sometimes not delegate appropriately trying to do too much myself until it is too late, this is probably a result of the over trusting ironically. I can also procrastinate which can be seen as a strength and weakness I suppose as I will often put something off to do at a later date but then feel I often work better under the pressure of then having to do something to a short deadline. Lastly, I think that I am liked within my team as I was the last team I managed and that has made me question whether subconsciously it is something that I strive for. This can obviously be seen as a weakness as it can cloud your judgement. It is hard sometimes to know if you are liked or respected by your staff, both of which can be good but them respecting you is far more important when in leadership. 

The next thing that is important to be able to do is to ask for feedback, I think this is a strength of mine. It can sometimes be hard as no one likes negative feedback, but I’ve learnt to use it positively and to differentiate between the overly critical and the constructive and how to take the right things from it. I am someone who always strives to do the best I can and without feedback you will never know the areas that need improvement, for example it was one of my team who nervously told me while on a Rideout that they felt I was over trusting with some members of staff, initially I didn’t agree but after hearing their rational it was clear they were right. It is something that I have also looked at in terms of how I give feedback to my team when I am the assessor, making sure there are always positives mixed in with the not so positive and it is made clear that there are no negatives just learning opportunities. By asking your colleagues for regular feedback you will keeping touch with the type of leader you are and be able to constantly look at your strengths, weaknesses, and values and if they are evolving. 

Although I didn’t initially agree with the observation made by my colleague in terms of me being too trusting I knew this was right as it had caused me problems in the past and almost cost me my job. When I first became a Clinical Team Leader over ten years ago, I was given the promotion and was able to stay working on the station I had worked at for many years. Initially I thought this was a bonus as I had a good working relationship with the staff, and I felt I was respected. Fairly early on in the job I was given a document which was part of a complaint made by a member of the public against a hospital, a GP and one of my crews, it was explained to me that this document was just for me to see. Unfortunately, during this period, we had several members of staff who had been suspended pending investigations around complaints that had been made and the general consensus was that they had been treated poorly by upper management and had been kept in the dark too much. With this in mind and the fact I had known this crew, who were husband and wife for many years and considered them friends, I took it upon myself to entrust in them the document and advised them that the complaint was pending and was about to be looked at so it was giving them the opportunity to recollect what happened and be ready for when they were asked to make a statement. In hindsight this was a naive and stupid thing to do and was probably due to enjoying being more liked than some of my peers, which blinkered my decisions. 

I then forgot all about it as I was not the investigating officer until it went to a disciplinary hearing where they were shown a redacted version of the document due to there being other people spoken about on it. This is when the couple told their union representative what I had done for them. He then used this in the hearing and was quick to explain that I had in fact shown them the entire document several weeks prior to ready them for the meeting which was in breach of the procedures. Needless to say, the hearing was stopped and the complaint about the crew was quashed. Shortly after this I received a call to go to meet my line manager where I was confronted about what I did. As you can imagine I was upset and felt let down by them both as I felt I was helping them and trusted them to do the right thing. I had to apologise to several senior managers for my actions and was lucky not to have the role taken off me, it did however teach me a very valuable lesson in management. Whatever strategy you employ when dealing with a situation there is a line that cannot be crossed, and I have not done it since. That line is the manager-worker relationship which needs to be professional within the workplace. There were other ways in which I could have supported the staff but at the time was not an experienced manager and did not realise this. I am confident now that I would deal with the situation far better for not only the crew but for myself. 

 As stated earlier, my ability to delegate has sometimes been called into question, I don’t deny this as I have always been a very hands-on person and self-confident in my clinical abilities so have often been happy to take the lead on any jobs that may have been taxing, I have also had many years working on a Rapid Response Vehicle, meaning I was a single manned worker and so would often have no one else with me when I arrived on scene and therefore would have to initiate treatment of the patient or patients. In my last management job within the Ambulance Service, I was able to delegate far more and was comfortable doing so as it was mostly administration work and I had a personal assistant, this did help, not only with my workload but helped me to recognise what was a priority for me to do and focus on and what wasn’t and could either wait or be passed on. However, within the realms of my current position as a Senior Paramedic there is less that can be delegated, so it is mainly the clinical interventions while on an assessment shift or at a job where it requires me to take charge of the scene as an Officer. This is what I have found difficult in the past, I think I am getting far better with it after receiving feedback and am slowly being able to take on more of a mentoring position, while still officiating appropriately. It is another example of emotional intelligence in the workplace, I know am able to realise who I am working with and their training needs while on a job and utilise this to the staff’s benefit. 

Lastly there is the ability to observe other leaders, this is something that I have always done through all of my careers, trying to pick off the positive parts of managers traits. whether we realise it we often watch how other people behave and it influences our own behaviours. I work with some people I consider good managers and I work with some who I unfortunately think are poor, there are also the people you see and known outside of the working environment that you may hold in high regard for the way they act. It is about using the positive things and pinpointing the traits you like to help shape your own style which I hope I am doing while keeping my own unique elements to my persona. 

I think that what my personality traits tell me is that I have the features that underline a mixture of leadership styles including being a motivator, a coordinator, an inspirer, and observer. This would suggest that I am a situational leader which I think is most suited to the job I currently do. As you will know, working for the emergency services is a very dynamic environment with things constantly changing and you must adapt with them and alter your leadership style to suit. In one day, I could be attending a 999 call where I would need to take command of the incident and be autocratic, but then go back to the station to give some new staff an induction and be transformational where I am selling the vision of WAST and how we are evolving, finishing with a clinical Rideout of a member of staff where we will look at the targets set to them in terms of referring patients correctly which would be transactional. With all of this said a major factor in my and other’s ability to effectively lead would be our emotional intelligence and the emotional intelligence of others around us. This is something that was first thought about by James Dozier in 1981, although it was not then a stand-alone title. 

This is the realisation that emotion can be contagious and how you act and behave can have a massive effect on others. Mayer, Salovey & Caruso (2000) stated that Dozier had a provided a vivid example when saying “the ability to perceive and express emotion, assimilate emotion in thought, understand and reason with emotion, and regulate emotion in the self and others”. Basically, if you can control your own emotions and express them appropriately then it can regulate the emotion of those around you. 

People differ in how adept they are at recognizing emotions, both in themselves and in others, and how well they’re able to use that understanding in constructive ways. This capacity, known as emotional intelligence, can have a surprisingly powerful effect on our lives, from our ability to foster long-term relationships with friends and romantic partners to whether we’re able to succeed in school and pursue meaningful work that gives us a sense of purpose.

In a nutshell, emotional intelligence refers to the ability to identify and regulate our own emotions, to recognize the emotions of other people and feel empathy toward them, and to use these abilities to communicate effectively and build healthy, productive relationships with others. Healthy, productive relationships not only are key to our psychological well-being, they’re also vital to physical health.

Fortunately, emotional intelligence is not simply an inborn ability, something you do or don’t have. If you put your mind and heart to the task, you can learn the necessary skills to improve your emotional intelligence. In this guide, you’ll find a short explanation of how emotions originate in the brain and affect the body, emotion’s role in evolution, and a brief history of the concept of emotional intelligence, which first gained widespread recognition with Daniel Goleman’s 1995 book, Emotional Intelligence.
You’ll learn four key elements of emotional intelligence:
• self-awareness
• self-regulation
• social awareness
• conflict management skills
So that is how I see myself as leader, however there are tools you can use to aid with this, and during the course I am on we were asked to fill out a questionnaire which in turn would then produce an insights discovery profile of us. Below are extracts from this:

Personal Style 
Darran needs to know that he is his own person and will avoid people who seek to make him conform. He is just as concerned with the process as with the outcome. Socially adept, even-tempered and tireless in his efforts to bring about peace and well-being, he tends to hold the perfect relationship as the ideal. Underlying his characteristic tolerance is a natural curiosity. He finds the diversity of the world immensely appealing. He is convinced of his own abilities and is constantly seeking environments where people will appreciate him. He may benefit from taking a step back to consider the cause and effect of his actions, and from practising becoming more tough-minded. Open-minded, tolerant, amusing, and good company, Darran lives in and for the moment. He may be influenced by people in positions of power, who will appear able to provide him with security in return for the understanding he can so ably bring to a relationship. He enjoys the gift of practical intuition. That is, he is aware that his visionary views must seem sensible to others to be of value. Psychology, counselling, and educational interests may hold great appeal to him as part of his business role. He may have specific goals and abilities relating to personal values. He is a realist who sees things as they are and is prepared to accept them as such. He is prepared to attempt almost anything, but his work needs to be active rather than theoretical. Darran seeks greater fulfilment in his life through the offering of help and service to others. He needs work that makes use of his strongly creative drive. Others often admire and envy what they see as his relaxed approach to life. His strong sense of personal values may make him reserved around strangers whose values he feels may conflict with his own. He relies on what he can hear, see and know from first hand experience. He may ignore or deny anything that threatens the harmony he seeks. He flourishes in jobs where he can be of constant service or use his talent to persuade. He needs to be appreciated for himself and his service, and he can be highly sensitive to indifference or criticism of the support he offers or provides. He should learn to delegate more to improve the completion of his tasks and should have assistance in ensuring that follow up is maintained. He tends to live for today with a “you only go around once” philosophy. Able to cope with a number of projects at once, Darran gets a lot of enjoyment from the social aspects of work. Darran is a natural trainer, facilitator, educator and counsellor. Interacting with Others Darran ensures his own survival in relationships by serving others, and in so doing, fulfils his own needs and deeper desires to be of service. He likes to seek out the company of others and is a good conversationalist. In trusting the evidence of what he senses, he does not attribute unseen motives to others. He tends to take people and situations at face value. Bringing a quiet enthusiasm and loyalty to his work, Darran encourages co-operation and flexibility on the team. 
Relationships are extremely important in his life and he may feel that psychological wellbeing depends on the inclusion of others. Both a fluent talker and an excellent listener, Darran is optimistic about his ability to influence people towards his viewpoint. He has a natural ability to switch his behaviour between feelings that are shared and those that are private in an effort to relate. Outgoing, friendly, challenging and sympathetic, Darran radiates warmth and fellowship. He may believe that his family and friends are totally dependent on him. Darran values harmony. He is essentially a peace keeper and is very sensitive to others' needs. He may learn to develop many differing aspects of his personality in an effort to win others' approval. Acutely aware of what is and isn't appropriate behaviour, he is often seen as gracious, charming, personable and social. He often thinks he could have done better in an encounter or relationship. Darran likes to build harmonious relationships with others and continually seeks to maintain these relationships. He is an effective, if unobtrusive leader, encouraging others to freely participate in his projects. Decision Making Darran will usually listen to, value and accept ideas and opinions from others, even those who may be viewed as unusual or even “odd”. He may be aware of judgements that rely heavily on logical analysis, but he largely ignores these factors in making decisions. He makes decisions relying on his personal experiences to see him through. He will tend to be concerned with the effect that the decision making process, and its result, will have on others. He prefers moderate to slight risk in decision-making. One of his challenges is that he may not obtain enough direction or discipline at work, or be sufficiently involved in planning for the future. He can be creative and imaginative. Despite supporting the leader and the cause, he strives to ensure the attainment of his own value-driven objectives. A tendency to take rejection and conflict personally may lead to his not taking early notice of the opinions of key members of the team. He may have so many ideas on the go that he has difficulty in making up his mind on the best course of action. He tends to make choices around his own personal feelings which may be as important to him as more objective data. He is prepared to make decisions through group consensus. He has an ability to see the need of the moment and then deal with it. He may unconsciously manipulate the process to get his own way. His combined sensing and intuitive gifts give him the ability to question shallow decisions although he will not necessarily come forth to do so
Management Style 
There are many different approaches to management, most of which have different situational applications. This section identifies Darran'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, Darran may tend to:
 ● Be seen as friendly, practical and realistic. 
● Be too trusting of his people. 
● Show great pride in, and demand recognition for, his team. 
● Not adhere rigidly to time deadlines or restrictions.
 ● Be highly trusting of his team. 
● Take insufficient time to reflect on other options and alternatives. 
● Become distracted by peripheral events, losing sight of the key objectives and outcomes. 
● Find it difficult to deal with disciplinary matters within his team. 
● Become too involved in others personal problems. 
● Allow his team a great deal of freedom
All big organisations face similar issues, especially the emergency services. An ever-changing working environment, best practice by staff and the need to drive innovation. The ability to manage vast amounts of information, try to keep motivated, work effectively on their own and as a team. The need to look and identify top talent to recruit to strengthen and better the workforce. These needs are very intense and in nearly all the cases require emotional intelligence, for example you need to gauge how the constantly evolving environment within your workplace affects your staff. This may require you having to manage the uncertainty and anxiety some people may be facing (Bunker, 1997). While coping effectively with the same issues yourself. I believe that this can be aided by recognising some of the key factors in yourself and in your fellow colleagues, these factors are said to contribute to your emotional intelligence. They are features such as self-control, self-confidence, flexibility, and social objectivity which means being unbiased to the situation. Then there is also the ability to analytically think, to plan and to be adaptable (McCelland, 1996). 

So as touched on earlier, although I feel my leadership style has been loosely based on situational. I think that effectively implementing this going forward and being more mindful of it will hopefully reap the rewards, to aid this I will be using a personal development plan as seen in the appendices, this will be updated regularly to aid in me checking my progress and my delivery. Writing the development plan and self-analysing for this assignment has opened several doors for me personally as it is not something you would regularly do. It has made me realise that the right leadership has the opportunity to influence many aspects in the persons professional life and especially within the environments we work as sometimes these can be time critical, other times when things are calm and stress free. Even though the model is flexible in terms of my job it falls into two categories, the styles you would adopt on a day-to-day basis and the styles needed when you are faced with an emergency. This is very pertinent to the position I now hold within the ambulance service as part of the duties of a Senior Paramedic is to act as an Operational Commander when needed and we are required to maintain a portfolio of evidence to assist with this. 

The above would be integrative and arranged around two sets of skills: Firstly, you would have your basic leadership skills, those required for leadership mostly during quiet times and that could be adapted to emergency situations (Giuliani R. 2005). The second are emergency applicable leadership skills which outline the additional, unique set of skills mostly required specifically for emergency scenarios, including the ability to not only lead your own team but sometimes teams of other emergency service personnel within an interoperability scenario. This would be aided by the JESIP principles. You would need to be able to work with a clear vision and be able to implement operational planning using organisational values. While working collaboratively. 

Using organizational values is vitally important for every leader in any situation, especially a major incident. Since the primary focus of a Paramedic is on their professionalism and practice, my leadership would require changing this mind set to more strategic thinking, aligning viewpoints, and setting goals as I would have to appoint some of the staff as Bronze Officers which would be alien to them. It is vitally important to educate medical professionals to understand they have a responsibility to contribute to the effective operation of the organization in which they work and the changing objectives, dependant on the circumstances.

I feel this is an area of strength within my own leadership as I have considerable practice and experience. I have worked within the resilience arena for many years and have worked on the highest profile events to have happened in Great Britain in the last twenty years, often taking on the role as Operational Commander, keeping note of the actions and styles of the Tactical and Strategic Commanders of the day. Often, I will have multiple staff under me with whom I have to brief and debrief, which are vital, especially if taking on a complex piece of work or after a traumatic event or job. I have been on a variety of courses for this and feel these have helped with my leadership style when faced with a possible crisis. 

This teaches you that strategic level of planning alone is not enough in times of emergency. The Operational leader in conjunction with his or her Tactical counterpart should also be able to create short term planning including role rotating of medical personnel as stated earlier (Merin O, et al 2010), this would be another example of being able to quickly gauge the emotional intelligence of your staff in terms of role suitability, you would need flexibility in team structure, and creative solutions. Also due to the situation being unpredictable. Effective leadership is not only about the leader himself; it is also about developing the personal qualities of communication and negotiation to work effectively with others.
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Appendices

Personal Development Plan

Name -                                Duration-                                    Start Date-                                          End Date-        
Darran Griffiths                  1 year                                          01/06/2022                                       01/06/2023

	Goals –
What do I need to Improve ?
	Actions – 
What actions will be taken. 
	Assessment – 
Who will monitor my progress and how often. 
	Results or Awards – 
Training courses completed or other forms of proof. 

	Delegation of duties when appropriate to do so. 



	Look at maturity and emotional intelligence of staff so I can be confident in allowing others to help. 

	Health Board Clinical Lead
	

	Improve situational awareness


	Learn to be mindful of what is going on around me and what is important.  
	Health Board Clinical Lead
	

	Adopt the correct leadership style to compliment the problem. 



	Learn from PGCert course, so better equipped and educated to make right choices.
	Health Board Clinical Lead
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