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[bookmark: _Toc93051744][bookmark: _Toc101015241][bookmark: _Toc163991831]4.0 - Professionalism and Ethics
The construction industry is a cornerstone of modern society, shaping our built environment and infrastructure. Within this dynamic sector, professionalism and ethics play pivotal roles in guiding decision-making processes. Here the author will delve into the significance of professionalism and ethics within decision-making in the construction industry, and subsequently apply these concepts to a real-life incident. Furthermore, it explores methods of measuring professionalism within this industry. 

[bookmark: _Toc163991832]4.1 - Importance of Professionalism and Ethics in Decision Making
[bookmark: _Toc163991833]4.1.1 - Upholding Stakeholder Trust:
Professionalism and ethics are fundamental in fostering trust among stakeholders in the construction industry. Clients, investors, and the public rely on construction professionals to deliver projects safely, efficiently, and with integrity. Ethical decision-making ensures that stakeholders' interests are prioritized, leading to long-term relationships and sustainable business practices. (Allan Ashworth, 2018)
[bookmark: _Toc163991834]4.1.2 - Ensuring Safety and Quality:
Professionalism and ethics are indispensable for ensuring safety and quality standards in construction projects. Ethical behaviour compels professionals to adhere to regulations, codes, and best practices, thereby minimising risks and ensuring the longevity of structures. Prioritising safety and quality safeguards against accidents, delays, and costly rework, enhancing overall project outcomes. (Rebecca Mirsky, 2022)
[bookmark: _Toc163991835]4.1.3 - Promoting Sustainability:
Ethical decision-making encompasses considerations of environmental impact, social responsibility, and economic viability. Professionals in the construction industry must adopt sustainable practices to mitigate environmental degradation, promote social equity, and optimise resource utilisation. By integrating sustainability principles into decision-making processes, construction projects contribute positively to communities and ecosystems. (Greg Watts, 2021)
[bookmark: _Toc163991836]4.1.4 - Enhancing Reputation and Brand Image:
Professionalism and ethics are integral to building a positive reputation and brand image within the construction industry. Companies known for ethical conduct and professionalism attract top talent, secure lucrative contracts, and foster enduring partnerships. Conversely, unethical behaviour tarnishes reputations, leading to loss of credibility, legal ramifications, and diminished market competitiveness. (CIOB, 2020)
[bookmark: _Toc163991837]4.1.5 - Facilitating Conflict Resolution:
Professionalism and ethics provide a framework for addressing conflicts and resolving disputes in construction projects. By upholding professional standards and ethical principles, stakeholders can navigate disagreements effectively, preserving relationships and project continuity. Ethical conflict resolution promotes fairness, transparency, and accountability, fostering a conducive working environment for all parties involved. (Allan Ashworth, 2018)
[bookmark: _Toc163991838]4.2 - Application to a Real-life Incident
The collapse of the Morandi Bridge in Genoa, Italy, serves as a poignant example illustrating the consequences of lapses in professionalism and ethics within the construction industry. On August 14, 2018, a section of the Morandi Bridge collapsed, resulting in 43 fatalities and widespread infrastructure damage. Investigations revealed systemic failures, including deficient maintenance, design flaws, and negligence in decision-making.
Negligence: The failure to conduct thorough inspections and address structural issues despite previous warnings demonstrated a lack of professional diligence and ethical responsibility.
Cost-cutting: Reports suggested that cost-cutting measures may have compromised the quality and safety of the bridge's construction and maintenance, highlighting the ethical dilemma of prioritising financial considerations over public safety.
Accountability: The incident raised questions about accountability and transparency within the construction industry, as responsibility for the bridge's collapse was attributed to multiple parties, including government agencies, engineers, and contractors.
(Heimgartner, 2020)
[bookmark: _Toc163991839]4.3 - Measuring Professionalism in the Construction Industry
[bookmark: _Toc163991840]4.3.1 - Certification and Accreditation:
Professional bodies and industry associations play a crucial role in establishing standards of professionalism and ethics within the construction industry. Certification programs, such as those offered by the Project Management Institute (PMI) or the Chartered Institute of Building (CIOB), validate professionals' competencies and adherence to ethical guidelines. Accreditation schemes for construction firms, such as ISO 9001 for quality management systems, also serve as indicators of professionalism.
[bookmark: _Toc163991841]4.3.2 - Compliance with Regulations and Standards:
· Adherence to regulatory requirements and industry standards is indicative of professionalism within the construction sector. Professionals must demonstrate knowledge of relevant laws, codes, and standards governing construction practices, ensuring legal compliance and project integrity. Such as the non-exhaustive list below:

· The Fire Safety Act, 
· The Building Safety Act, 
· Health & Safey Act, 
· Construction (D&M) Regulations,
· The Town and Country Planning (Environmental Impact Assessment) (England and Wales) Regulations, 
· Considerate Constructors Scheme,
· H&S performance, and using best practice from the HSE (Health and Safety Executive)
· Construction Products Regulation (CPR)
· Control of Substances Hazardous to Health (COSHH) Regulations 2002
· Environmental Protection Act
· Building Regulations
· Equality Act 2010

Compliance audits and regulatory assessments provide objective measures of professionalism and ethical conduct.
[bookmark: _Toc163991842]4.3.3 - Project Performance and Client Feedback:
 Assessing project performance and soliciting client feedback are valuable metrics for evaluating professionalism in the construction industry. Successful project delivery, including adherence to schedules, budgets, and quality standards, reflects positively on professionals' competency and professionalism. Client testimonials, satisfaction surveys, and repeat business indicate trustworthiness, reliability, and ethical conduct. (Ibbs, 2021)
[bookmark: _Toc163991843]4.3.4 - Ethical Decision-making Frameworks:
Implementing ethical decision-making frameworks, such as the Ethical Decision-Making Model proposed by the American Institute of Architects (AIA), enables construction professionals to navigate ethical dilemmas effectively. These frameworks emphasise principles such as transparency, accountability, and stakeholder engagement, guiding professionals in upholding ethical standards in decision-making processes.
Ethics in the construction industry align closely with Corporate Social Responsibility (CSR). Although not mandated by law, integrating CSR into construction practices is not just prudent but also reflects sound business principles. The United Nations provide a CSR strategy as part if its 2030 ‘Agenda for Sustainable Development’, which at its core addresses 17 goals many of which can be applied to the any CSR model. (United Nations, 2023)
It prompts a vital question: just because we can construct something, does it mean we should? CSR guides this ethical deliberation, urging construction firms to scrutinise the moral implications of their initial project decisions to genuinely uphold ethical standards.
[bookmark: _Toc163991844]4.3.5 - Continuous Professional Development:
Commitment to lifelong learning and professional development is indicative of professionalism within the construction industry. Engaging in training programs, obtaining advanced certifications, and staying abreast of industry trends demonstrate professionals' dedication to excellence and ethical conduct. Continuous professional development fosters a culture of continuous improvement, innovation, and ethical awareness within the industry. (Fidelis Emuze, 2017)
[bookmark: _Toc163991845]4.3.6 – Decision Making Tools
There are various tools to assist with decision making that have been developed and acknowledged by the industry. The 5 Why technique, OODA Loop, Eisenhower matrix to name a few. One of the more popular Techniques is the SWOT analysis which identifies your strengths, weaknesses, Opportunities and Threats which you can use on a individual level coupled with a CPD plan to highlight areas for improvement/celebration. 
[image: A poster of a method
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[bookmark: _Toc163992182]Figure 1 - Decision Making Tools  (Bhoraniya, 2018)

[bookmark: _Toc163991846]4.4 - Conclusion
Professionalism and ethics are indispensable pillars of decision-making in the construction industry, encompassing principles of integrity, accountability, and social responsibility. By upholding professional standards and ethical conduct, construction professionals safeguard stakeholder interests, promote safety and quality, and contribute to sustainable development. Real-life incidents, such as the collapse of the Morandi Bridge, underscore the grave consequences of neglecting professionalism and ethics in construction projects. Measuring professionalism within the industry requires a multifaceted approach, encompassing certification, compliance, performance evaluation, ethical frameworks, and professional development. Moving forward, a concerted effort to prioritize professionalism and ethics is essential for fostering trust, integrity, and resilience within the construction industry.
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Appendix 1 - Authors CV
Appendix 2 - Authors Proposed Personal Development Plan
Understanding organizational behaviour (OB) is paramount for personal development as it delves into the intricate dynamics of how individuals interact within workplace structures. By comprehending the principles, theories, and practices of OB, individuals can cultivate a deeper understanding of their own behaviours, as well as those of their colleagues and superiors. This understanding not only enhances professional performance but also contributes significantly to personal growth and development. 
At its core, OB encompasses the study of human behaviour within organisational settings. It explores various aspects such as individual behaviour, group dynamics, leadership styles, organisational culture, and the impact of organisational structure on employee attitudes and behaviours. By dissecting these components, individuals gain insights into the complexities of the workplace, enabling them to navigate challenges, foster positive relationships, and thrive in their professional endeavours.
One of the fundamental reasons why understanding organisational behaviour is crucial for personal development lies in its role in enhancing communication skills. Effective communication is the cornerstone of success. By studying OB, individuals learn about the intricacies of interpersonal communication, including verbal and nonverbal cues, active listening, and assertiveness. They develop the ability to convey their ideas clearly, negotiate effectively, and resolve conflicts amicably. These communication skills not only facilitate smoother interactions with colleagues but also empower individuals to articulate their thoughts and ideas with confidence, thus bolstering their professional credibility. (Jason Colquitt, 2014)
Furthermore, understanding OB fosters the cultivation of teamwork and collaboration skills. In today's interconnected world, teamwork is essential for achieving organizational objectives. OB elucidates the dynamics of group behaviour, including factors that influence team cohesion, decision-making processes, and conflict resolution mechanisms. Armed with this knowledge, individuals can contribute meaningfully to team efforts, leverage the strengths of their peers, and mitigate potential conflicts that may arise. Moreover, effective teamwork cultivates a sense of camaraderie and mutual respect among team members, fostering a conducive work environment where innovation thrives, and collective goals are pursued with vigour. 
In addition to communication and teamwork, understanding organisational behaviour equips individuals with valuable insights into leadership styles and strategies. Leadership plays a pivotal role in shaping organizational culture, motivating employees, and driving performance. OB elucidates various leadership theories, ranging from traditional models like the trait theory to contemporary approaches such as transformational leadership. By studying these theories and observing real-world examples, individuals can discern their own leadership style, identify areas for improvement, and develop their leadership skills. Whether aspiring to lead teams or simply aiming to become effective influencers within their organizations, a solid understanding of OB provides individuals with the tools and frameworks necessary to excel in leadership roles. (Stephen P. Robbins, 2014)
Moreover, understanding OG is instrumental in fostering a positive organisational culture. Culture encompasses the shared values, beliefs, norms, and practices that shape the behaviour of individuals. A vibrant culture not only enhances employee engagement and morale but also contributes to executive effectiveness and long-term success. By understanding the factors that influence culture, individuals can actively contribute to its cultivation and evolution. They can promote values such as transparency, accountability, and inclusivity, thereby fostering a workplace environment where employees feel valued, empowered, and motivated to perform at their best.
Understanding OB facilitates effective change management. In today's fast-paced business environment, organisations are constantly undergoing changes, whether due to technological advancements, market dynamics, or internal restructuring. However, implementing change initiatives successfully requires more than just a strategic plan; it necessitates an understanding of how individuals and groups respond to change. OB provides insights into the psychological processes underlying resistance to change, as well as strategies for overcoming resistance and facilitating smooth transitions. Armed with this knowledge, individuals can adapt to change more effectively, embrace new opportunities, and contribute constructively to organizational growth and innovation.
Additionally, understanding organisational behaviour enhances self-awareness and personal growth. Self-awareness, or the ability to recognise and understand one's own thoughts, feelings, and behaviours, is a cornerstone of emotional intelligence. By studying OB, individuals gain a deeper understanding of their own strengths, weaknesses, motivations, and behavioural patterns. They become more attuned to their own emotions and reactions, allowing them to manage stress, cope with challenges, and make informed decisions. Moreover, self-awareness enables individuals to seek feedback, engage in self-reflection, and pursue continuous learning and development. Ultimately, this self-awareness fuels personal growth and empowers individuals to realize their full potential both personally and professionally. (Vibrant Publishers, 2021)
Furthermore, understanding OB facilitates career advancement and professional success. In today's competitive job market, employers seek candidates who not only possess technical skills and qualifications but also demonstrate strong interpersonal skills, emotional intelligence, and adaptability. By acquiring a deep understanding of OB principles and practices, individuals distinguish themselves as valuable assets to their organisations. They become adept at navigating complex organizational dynamics, building meaningful relationships, and driving performance. Moreover, their enhanced communication, teamwork, and leadership skills position them for leadership roles and advancement opportunities within their organizations. Thus, understanding organisational behaviour serves as a catalyst for career growth and long-term success in the professional arena.
In conclusion, understanding organizational behaviour is integral to personal development as it equips individuals with the knowledge, skills, and insights necessary to thrive in today's dynamic workplace. From enhancing communication and teamwork skills to fostering leadership effectiveness and promoting a positive organizational culture, OB offers a myriad of benefits that extend beyond professional success to encompass personal growth and fulfilment. By delving into the complexities of human behaviour within organizational settings, individuals gain a deeper understanding of themselves and their interactions with others, enabling them to navigate challenges, seize opportunities, and realize their full potential both personally and professionally. Therefore, investing in the study of organizational behaviour is not only a wise career move but also a transformative journey toward self-discovery and personal excellence. (Senge, 2006)
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Understanding leadership theories is crucial for aspiring professionals as it equips them with the knowledge and skills necessary to effectively lead teams and organisations. Leadership theories provide valuable insights into the dynamics of leadership, helping individuals navigate various challenges and complexities in their professional journey.
One key reason for understanding leadership theories is to cultivate effective leadership skills. By studying different theories such as trait theory, behavioural theory, contingency theory, and transformational theory etc, individuals can identify the traits and behaviours that contribute to successful leadership. For instance, trait theory suggests that certain innate qualities such as integrity, decisiveness, and empathy are inherent in effective leaders. Behavioural theory, on the other hand, emphasizes the importance of actions and behaviours in leadership effectiveness, encouraging individuals to adopt specific leadership styles to achieve desired outcomes.
Furthermore, understanding leadership theories enables individuals to recognize and appreciate the diversity of leadership styles. Various leadership styles, such as autocratic, democratic, laissez-faire, transactional, and transformational, offer different approaches to leading teams and organizations. Each style has its own strengths and weaknesses and understanding them allows leaders to adapt their approach based on the situation and the needs of their team members. (Northouse, 2021)
For instance, an autocratic leadership style may be appropriate in situations that require quick decision-making and clear direction, while a democratic leadership style may be more suitable for fostering collaboration and innovation within a team. Similarly, transformational leadership focuses on inspiring and motivating followers to achieve their full potential, making it effective in driving organizational change and growth.
Overall, understanding leadership theories not only helps individuals develop their own leadership capabilities but also enables them to effectively lead teams, navigate challenges, and drive success in their professional endeavours. By embracing diverse leadership styles and approaches, aspiring professionals can become versatile and adaptive leaders capable of making meaningful contributions to their organizations and communities thereby enhancing their professional competence and career prospects. (Richard L. Hughes, 2022)





[bookmark: _Toc163991849]6.1 - Leadership Styles:
Leadership styles encompass a spectrum of approaches that leaders employ to influence and guide their teams. Some prominent leadership styles include:

Transformational Leadership: Transformational leaders inspire and motivate followers by articulating a compelling vision, fostering innovation, and empowering individuals to achieve their full potential. They exhibit charisma, intellectual stimulation, individualised consideration, and inspirational motivation.
Transactional Leadership: Transactional leaders emphasize the exchange of rewards and punishments to achieve organisational objectives. They establish clear expectations, set goals, and provide rewards for performance while intervening to address deviations from standards.
Servant Leadership: Servant leaders prioritize the needs of their followers and focus on serving others rather than exerting authority. They demonstrate humility, empathy, and a commitment to serving the greater good, thereby fostering trust and collaboration within teams.
Democratic Leadership: Democratic leaders involve team members in decision-making processes, solicit their input, and encourage participation. By promoting inclusivity and valuing diverse perspectives, democratic leaders enhance team cohesion and decision quality.
Autocratic Leadership: Autocratic leaders retain centralized control and make decisions independently, with minimal input from subordinates. While autocratic leadership can expedite decision-making in certain situations, it may stifle creativity and undermine employee morale.
laissez-faire: A laissez-faire leader tends to concentrate on their own tasks throughout the day, often without closely monitoring the activities of team members. They typically refrain from seeking or providing feedback and only offer guidance when directly requested by a team member. Rather than making or guiding decisions for the team or projects, they empower individual team members to make decisions autonomously. While they may possess a vision for projects, they may not always communicate it clearly to team member.
Coaching: A coach-manager may exhibit similarities to a servant leader by prioritizing the needs and strengths of employees. However, they are particularly attuned to aligning employees' strengths, needs, and skills with the objectives of the business. Leveraging business goals, they assist employees in identifying their strengths and refining their skills. Consistently offering feedback, guidance, advice, and resources, they support employees in both achieving their tasks for the company and cultivating professional skills that transcend their current role.
Charismatic: A charismatic manager is adept at managing the energy they project and its impact on those around them. Their infectious personalities allow them to effortlessly forge connections and command attention upon entering a room. They possess a keen understanding of tailoring communication to each team member's style and mood, often lifting spirits even in challenging situations. They have a skilful way of delivering constructive feedback in a manner that leaves employees feeling inspired and motivated.
Situational: A situational management style is a mix of all of them: Management style is adapted to the situation and team members’ needs, as seen below, known as Blanchard & Hersey’s Situational Leadership
[image: ]
[bookmark: _Toc163992183]Figure 2 – Situation Leadership Styles	(The Hidden Edge, 2015)
[image: A diagram of a process
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[bookmark: _Toc163992184]Figure 3 – Developing Measures   (The Hidden Edge, 2015)
[bookmark: _Toc163991850]6.1.1 - Experience Analysis:
Recently, I observed a leadership event within a project management context where a team leader, let's call her Sarah, utilized a transformational leadership style to address a critical project setback. The project faced unexpected delays due to logistical challenges, jeopardising its timely completion. Sarah, recognising the gravity of the situation, convened an emergency meeting with her team to discuss the issues openly and transparently. She articulated a clear vision for overcoming obstacles, instilled confidence in the team's abilities, and encouraged innovative problem-solving.
Sarah's approach aligned closely with transformational leadership principles, as she exhibited charisma, inspiration, intellectual stimulation, and individualised consideration. By fostering a collaborative environment and empowering team members to contribute ideas, Sarah facilitated a sense of ownership and accountability among team members. Additionally, her empathetic communication style reassured team members and mitigated anxiety amidst uncertainty.

[bookmark: _Toc163991851]6.1.2 - Critical Analysis:
Sarah's adept application of transformational leadership principles contributed significantly to the event's outcome. By fostering a positive team climate and promoting collective problem-solving, Sarah galvanized the team's efforts and bolstered morale, ultimately enabling the project to overcome challenges and achieve success. However, a critical examination reveals potential areas for improvement.
Whilst Sarah's transformational leadership approach was effective in rallying the team and fostering innovation, it may have benefited from incorporating elements of contingency theory. Contingency theory posits that the most effective leadership style varies depending on situational factors such as task complexity, team dynamics, and organizational culture. In this instance, Sarah's reliance on a transformational leadership style may have been less effective if the situation demanded rapid decision-making or a more directive approach.
Furthermore, Sarah's leadership effectiveness could have been enhanced by integrating aspects of servant leadership, particularly in terms of prioritising the well-being and development of individual team members. While Sarah demonstrated empathy and consideration for team members' concerns, a more deliberate focus on servant leadership principles, such as mentorship and personal growth, could have further strengthened team cohesion and individual engagement.

[bookmark: _Toc163991852]6.1.3 - Conclusion:
In conclusion, understanding leadership theories is indispensable for professionals seeking to navigate the complexities of modern workplaces and excel in leadership roles. By comprehending various leadership styles, traits, and situational factors, individuals can develop their leadership capabilities and adapt their approach to different contexts effectively. The critical analysis of a witnessed leadership event underscores the importance of aligning leadership strategies with organisational needs, leveraging diverse leadership models, and continuously refining leadership practices to drive positive outcomes. As aspiring professionals, it is incumbent upon us to engage in ongoing learning and reflection to cultivate effective leadership skills and contribute meaningfully to organisational success.
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[bookmark: _Toc163991853]6.2 - Personal Statement – Leadership Style/Philosophy/Key Approaches

As a current leader in the commercial team, my approach is deeply rooted in collaboration, empathy, and adaptability. I believe in fostering an environment where every team member feels valued, heard, and empowered to contribute their unique perspectives and talents. My leadership philosophy centres around the idea that true success is achieved not only through completing goals, but also by nurturing the growth and well-being of each individual within the team.
At the core of my leadership style is a commitment to open communication and transparency. I strive to create a culture where honesty and constructive feedback are encouraged, allowing for continuous improvement and innovation. By maintaining clear channels of communication, I ensure that everyone on the team is aligned with our goals and understands their role in achieving them. I hold team meetings weekly, that have a maximum time of 1 hour not to overwhelm the team or monopolise their time. I update the team on priorities over the week, if any, otherwise I entrust they prioritise their workload accordingly. 
I hold monthly one to one session asking each employee to focus on 3 bullet points on what’s gone well, and what’s not? This is then top and tailed with adding priorities for the coming month, identifying any support required and or removing blockers. During these sessions I utilise an OSCAR (Outcome, Situation, Choices, Action, and Review) methodology to provide some structure to a coaching conversation to help others achieve their goals or improve their performance.
Empathy plays a crucial role in my leadership approach. I make a concerted effort to understand the needs, motivations, and challenges of each team member. By empathizing with their experiences, I can better support them in their professional development and create a more inclusive and supportive work environment. Whether it's through one-on-one check-ins, team meetings, or informal conversations, I prioritise building strong relationships based on trust and mutual respect.
I openly encourage discussions around development and what I can do to support. This can be a variety of options such as arranging Mentor sessions, job/career shadowing, external training or funding and day release for professional qualifications.
Within the team we have built a skills matrix identifying people’s strengths and weaknesses. This allows the team to present a 45-minute session once a month back to the team of new skills they have learnt, and hold any upskilling via super users in key areas such as MS Excel/Visio/CEMAR etc.
Flexibility and adaptability are essential components of my leadership style. In today's fast-paced and constantly evolving world, it's crucial to be able to pivot quickly in response to changing circumstances. I encourage creativity and innovation, empowering team members to think outside the box and explore new ideas. By fostering a culture of adaptability, we can navigate challenges with resilience and find opportunities for growth even in the face of uncertainty.
I often push back my senior management to facilitate my team to find productive environments, such as working from home, local offices etc. My experience has taught me that happy employees work better when work becomes a balanced part of their life, removing unnecessary lengthy commuting, with options to work around the school runs, and work the time back. 
One of my key approaches to leadership is leading by example. I believe that actions speak louder than words, and I strive to embody the values and principles that I espouse alongside the company values/code of conduct. Whether it's demonstrating a strong work ethic, embracing feedback, or maintaining a positive attitude in the face of adversity, I aim to set a high standard for myself and inspire others to do the same.
A small example is where I will never hold meeting before 9am, to allow parents to complete the school run, and I never send an email after 3:30pm Mon to Thursday, as I have found employees may work on unnecessarily to complete the task. On Fridays I bring this forward to midday to allow my colleagues time to prioritise any tasks they wish to complete and not have that dreaded large email request playing on their mind all weekend.
In addition to leading by example, I also believe in empowering others to take on leadership roles within the team. I encourage autonomy and initiative, allowing team members to take ownership of their projects and make decisions with confidence. By nurturing leadership qualities in others, I not only strengthen the team but also create opportunities for individual growth and development.
Ultimately, my goal as a leader is to create a positive and empowering work environment where everyone feels valued, supported, and motivated to achieve their full potential. By embracing collaboration, empathy, adaptability, and leading by example, I strive to inspire and empower those around me to excel both personally and professionally.




[bookmark: _Toc101015249][bookmark: _Toc163991854][bookmark: _Toc101015250]
7.0 - Teamwork

[bookmark: _Toc101015252]Throughout my journey in team settings, I've cultivated a multifaceted set of skills and attributes that I bring to any team. My approach to teamwork is grounded in collaboration, communication, and a genuine commitment to the collective success of the group.
Drawing from my personal experiences, I've learned that effective teamwork is not just about achieving common goals but also about building strong relationships and fostering a supportive environment. Early in my career, I had the opportunity to work on a team project where we faced significant challenges and tight deadlines. Despite the pressure, we were able to succeed because we leveraged each other's strengths, communicated openly, and supported one another through difficult moments. This experience taught me the importance of trust, communication, and mutual respect in fostering effective teamwork.
As I progressed in my career, I delved deeper into teamwork models and theories to refine my approach. I found inspiration in models like Tuckman's stages of group development, which underscored the significance of forming, storming, norming, and performing phases in team dynamics. Reflecting on past team experiences through this lens, I gained a deeper understanding of the natural evolution of teams and the importance of navigating conflicts constructively to reach high levels of performance.
[image: Use Tuckman's Model of Team Dynamics | Agile Scrum Guide ...]
[bookmark: _Toc163992185]Figure 4 - Phases of Development  (Graffius, 2021)
I have recently adopted and promoted the ‘The Google Model’, a teamwork model that outlines a team's effectiveness is less about who is on the team and more about how the team members interact, structure their work, and view their contributions. They identified five key dynamics for a successful team. I have this to be a better fit for my current team and noting that models and styles aren’t a one size fits all is key to adopting a model that meets the team and business’s needs. 

[image: A diagram of a company's safety
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[bookmark: _Toc163991707][bookmark: _Toc163992186]Figure 5 - The Google Model	(LeaderFactor, 2021)
In addition to my practical experiences and theoretical knowledge, I bring a collaborative mindset and a proactive approach to problem-solving to any team. I excel in fostering open communication, facilitating brainstorming sessions, and mediating conflicts when they arise. This is an area that has increased since I am seen as a senior member of the department, and I have noticed that my approach is quiet, thoughtful and I choose my words to emphasise the humanistic centric.  I am also adept at recognising and leveraging the unique strengths and perspectives of each team member to maximise our collective potential.
Overall, my teamworking journey has equipped me with a comprehensive skill set and a deep appreciation for the nuances of effective collaboration. I am committed to leveraging these strengths to contribute positively to any team I am a part of, driving toward shared goals while nurturing a supportive and inclusive work environment.
[bookmark: _Toc163991855]8.0 - Conclusion

This module has been insightful in recognising, as a mature student, how much I already understand and deploy various skills that I‘ve learnt and honed over my career, therefore providing validation and a since of value. 
I was unaware that I had developed these skills and therefore it has been part reflection and part learning. Through this module I have identified areas for improvement from new learning which feeds into my CPD.
· Understanding of leadership styles, theories and where/when/how to deploy them,
· Knowledge of teamwork models and their adaptability,
· Coaching models – Various styles of coaching models and which models are suitable in my professional environment,
· Wider business pressures, economics, and global market changes,
· Inclusivity – how to foster this in the workplace at all levels,
· Career progression – approaches through development plans,
· Setting boundaries, establishing work/life balance to reduce career burnout,
· Reflection – not only at an individual level, but how reflection within the industry, which too often is due to causalities, changes Acts and Laws within the industry, and how important it is to reflect at all levels.
· Ethics – this isn’t just a qualification, course etc, this is a standard of being, in essence, being human. Learning from mistakes, constantly striving to do the right thing.
· The importance of physical and mental health, and how I my actions can affect others.
· CPD – how it adds value to the individual not just at a professional level, but how enriching you as a person leads to better relationships overall. 
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Dale Monks
Lead Quantity Surveyor

About Me:
14 Maes Becca, Llannon, Llanelli, SA14 6AX
Email:
Dale.monks@outlook.com
Contact Tel:
07989112345
[bookmark: _Toc163983133][bookmark: _Toc163991859]Current Employment
[bookmark: _Hlk113888386][bookmark: _Hlk153268401][bookmark: _Hlk153268402]Dwr Cymru – 2022 – Present
Lead Quantity Surveyor
· Project manage and lead on the commercial element of the lead removal program, to ensure DCWW meets its ‘Lead Free Wales status by 2050.
· Complete a suite of reports and data analysis against KPI and SLA, creating narratives for senior management, in areas of cost saving, productivity and performance.
· Management of contractors, application for payments, pay certs and final accounting.
· Collaborate with other departments to create auditable records of work completed.
· Stock/material control and payment and managing suppliers accounts. 
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[bookmark: _Toc163983134][bookmark: _Toc163991860]Education
· HNC Quantity Surveying – UWTSD - 2021
· BSc (Hons) ICT – Open University – 2011.
· Neath College - Advanced GNVQ – Information Communications Technology.
[bookmark: _Toc163983135][bookmark: _Toc163991861]Qualifications
· NEBOSH – General
· IOSH – Managing Safely
· PMI Agile – Certified Practitioner
· Prince2 Agile
· Management of Contractors

[bookmark: _Toc163983136][bookmark: _Toc163991862]Previous Employment
Dwr Cymru – 2022 – 2022
Assistant Quantity Surveyor
· After promotion I now complete a suite of reports and data analysis against KPI and SLA, creating narratives for senior management, in areas of cost saving, productivity and performance.
· Management of contractors, application for payments, pay certs and final accounting.
· Collaborate with other departments to create auditable records of work completed.
· Stock/material control and payment and managing suppliers accounts.

Dwr Cymru – 2017 – 2022
Network Contract Analyst
· Review, audit, and cost water engineering tasks completed by the Water Network Alliance partner – Morrison Water Services. 
· Driving improved performance across safe working procedures and improving health and safety standards for our partners MWS and completing CTRD audits.
· Completing commercial reviews and agreeing costs and claimable work via the commercial manager and contractor.
· Liaising with local authorities to arrange road closures and pay for any associated costs. 
· Creating quotes for all types of water engineering activities from stop tap replacements to complex meter and pressurised valves.
· Assess applications for payments, disallowing unclaimable costs and manage payments for various capital delivery schemes under the WNA.
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Department for Transport - 2017 - 2018
Change/Data Officer
· Managing recruitment data for the department, providing reports and management information to senior management and ministers.
· Delivered and implemented a communications strategy for the resourcing group to improve the how the department interacts with its agency.
· Line management of analysts.
· Fed into the government steering group for wider government recruitment and IT platforms for on-boarding.
· Created weekly analytic reports displaying a wide range of recruitment data. 
· Creating performance reports analysing impact, time and cost vs the investment and forecasting delivery against key point indicators.

Dwr Cymru - 2016 - 2017
Customer Resolution Officer
· Prioritising, and scheduling work for both customer service and environmental incidents to the available operational resources, ensuring efficient use of resource, whilst delivering to our Service Level Agreements (SLAs) and regulatory requirements, including TMA.
· Managing field operations resources efficiently, producing an effective schedule of work, minimising travel / sleep time requirements and overtime by use of DCWW IT systems and processes.
· Developed and maintained strong working relationships with Network Operational and Technical teams, and other areas of the business, to ensure DCWW meets its performance targets.
· Ensuring all data collection is of high standard to satisfy internal and external audits.
· Contributed to DCWW meeting our Service Incentive Mechanism (SIM) targets and maintain compliance with regulatory requirements.

Dwr Cymru - 2010 - 2016
Pollution Performance Coordinator
· Managing and reporting on all pollution performance from internal reports to regulatory and external stake holder reporting.
· Working with operations to understand root causes of incidents to GIS/SAP Data and Asset strategy, looking at related issues in a holistic view from all over Wales, to develop action plans, comms strategies and workshops with other Water and Sewerage Companies including the regulators, NRW/EA.
· Analysing quality data to identify root cause analysis, areas for potential improvement, innovation and governance processes within reporting and operations across all Wales.
· Working with stake holders e.g. LAM,  Ops managers and contract partners, such as Trinity Horne to identify network blockage hotspots. Then developing the data to deliverable action with Contractors, creating the FLCM maintenance programme, whilst using telemetry data to help support operational decisions and planning. DALE MONKS

About Me:
14 Maes Becca, Llannon, Llanelli, SA14 6AX
Email:
Dale.monks@outlook.com
Contact Tel:
07989112345

· Versed in trend and alarm management analysis, directly relating data capture to operational incidents through complex alarm identification.
· Liaising and supporting Operational, Local Asset Management, Business Improvement and Capital teams by collating data, ensuring consistency of approach, tracking information from proactive and reactive pollution reviews, and sharing best practice. 
· Provided asset performance and governance data for long term planning and support delivery of improvement measures (operational, maintenance or capital interventions), assessing any post project reviews and opportunities for innovation. 
· Developing data using a co-ordinated and holistic view of the current pollution and operational risk analysis requirements in conjunction with the asset strategy teams and other teams.
· Raise, test, and deliver new BGR and changes in SAP to support operations and asset strategy data capture.
· I have been heavily involved in many projects from Pollution campaigns to SAP testing, private sewer adoption and the digitisation of GPS pollution incidents and purchasing GPS cameras to allow accurate data gathering.
· I created the ‘See it, report it, stop it’ web app for smart phones creating a handy web video on the DCWW you tube channel. (You Tube Link).

[bookmark: _Toc163983137][bookmark: _Toc163991863]Skills
· Line management skills.
· Complex data mining and management, 
· Report writing, 
· Comprehensive understanding of water engineering, wastewater, and water operations, and regulation/MoS. 
· Advanced user of MS Office, Excel, Word, PowerPoint, Visio, Power BI.
· Versed in operational and reporting use of SAP, GIS, Prism.
· Contract and performance negotiation.
· Good understanding of the Measures of Success across operations and regulatory targets. 
· With a background and Interest in IT, I am quick to learn new software, and understand how it operates, often looking for developments.

[bookmark: _Toc163983138][bookmark: _Toc163991864]Key Achievements:
· In 2011 I won the Operations Category in the Innovation Awards run by the Institute of Water. The award was for a simple no cost solution to managing our Battery Remote telemetry units. These were plotted on a Google map linking into telemetry data. The contents of the map could then be converted into a Satellite Navigation file for our maintenance teams to locate these underground units at a touch of button when out in the field.
· Created a new process for customer appointments using the SMS system as a reminder for customers they have appointments. 
· Creating new additional enhancements to SAP in order to capture regulatory standard reporting during the Private Sewer adoptions process in October 2011.
· Coordinated the first DCWW Blockage and Collapse workshop with other Water and Sewerage companies.
· Building the first DCWW IMS auditing records for Blockage, Collapse and Pollution.
· Created the first Pollution, Collapse and Blockage IMS documents for the Annual June Return to Ofwat.
· Rolled out the first interpretation and related forms for 3rd party and No impact claims as a direct result of having input into the new guidance from the EA/NRW around pollution classification guidance.DALE MONKS
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Email:
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Contact Tel:
07989112345

· Through new auditing best practice, I increased the data quality scoring as measured by Ofwat from B class to A class.
· Created and implemented the early warning system to notify the NRW/EA of potential pollutions.
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[bookmark: _10.2_-_Appendix][bookmark: _Toc154075041][bookmark: _Toc163991865]10.2 - Appendix 2 - Authors Proposed Personal Development Plan
	[bookmark: _Toc93051748]Name:  Dale Monks

	Job role and responsibilities:  Lead Quantity Surveyor

	Review of learning needs
	Development plan

	Reference
	In what area do I need to improve my performance?

	What do I need to learn to achieve this?
	What will I do to achieve this?
	What are the likely resources and support that I will need?
	How will I evaluate a successful outcome?

	DM1*
	H&S knowledge in relation to my industry
	Basic Risk Assessments & Method Statements
	Complete IOSH qualification
	Funding
1.5 days training
	Readiness to complete Risk assessments, method statements.

	DM2*
	H&S Knowledge
	Advanced Safe systems of work
	Complete NEBOSH General qualification
	Funding
6 weeks training
	Shadow a component colleague to assess my learning in practice.

	DM3**
	Project Managing
	Life cycle Project managing
	Complete Agile/Prince 2 qualification
	Funding
6 weeks training
	Manage small projects to put learning into practice.

	DM4**
	Quantity Surveying
	Intermediate-level QS knowledge
	Certificate in Quantity Surveying Practice
	Funding
7 Months training
	Completion of course and utilise new knowledge to review current in-house process and procedures.  Review learning with qualified peers. 

	DM5
	In house Advanced H&S knowledge
	Understand Capital H&S Requirements
	Read Capital H&S procedures. Job shadow Senior QS and Senior H&S peers.
	Job Shadow - 2 days a month for 12 months
	Present learning back into the team, via presentations. Review our teams H&S procedures to “level up” matching Capital. 

	DM6
	Managing larger and complex projects/contracts (Greater than £5 Million)
	Responsibility assigned by manager
	Demonstrate via action log of skills and knowledge attained
	CPD plan
Meeting with Senior manager
	Promotion to Senior QS/Lead Commercial Manager.

	DM7
	Bespoke CPD plans
	REF DM1-6
	Document learning and further requirements.
	REF DM1 - 6
Objective review of learning with peers and senior manager.
	Successful registration with RICS.

	DM8
	Understanding current approaches to Equality, Diversity & Inclusion 
	I-Act Course
	Raise with HR/Line manager
	Funding and Learning Time
	Compleion of course, and feedback to the team a summary of learning points


*Lines in Green have already been completed.
**Lines in Amber are underway.
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Phases of Team Development
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