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Summary
This report summarises my attributes and experience gained within the construction industry, focusing on professionalism, acting ethically, my personal development, leadership style, and teamwork. 
Professionalism starts with good management and leadership skills which are key to the delivery of any project, especially when it is construction related. This document aims to reflect a commitment to developing good leadership practice with the intention of leading by example and maintaining high delivery standards.
The impact the Covid-19 Pandemic was devastating to some contractors with the industry seeing a 25.7% annual increase in the number of recorded company insolvencies in 2021 (Gov.uk, 2022). 
Financial pressure along with the high-risk nature of the industry not only during the construction process but also building compliance and the need for sound procedures and management were key contributors. 
The survivors in this sector, likely demonstrate higher levels of professionalism, with  strong leadership, creativity, adaptability, and empowered teams.  
Above all, successful businesses and leaders require sound ethics, high levels of competence and good leadership, as avoidable failures can lead to catastrophic disasters such as the Grenfell Tower disaster plus more generally the industry was responsible for 123 work related deaths in the year 2021/2022 (HSE, 2022), which can never be justified. 
I believe I have the foundations to be a strong democratic leader who can be a role model for improvement, building good internal and external relationships and empowering employees to work to their full potential in an ambitious and collaborative organisational culture.
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1. [bookmark: _Toc133861572]Professionalism and Ethics

Professionalism and ethics are at the core of nearly every decision a company makes, but the approach taken, is predominantly driven by the culture influenced from the top of the management hierarchy. It is extremely important to set an expected standard across the board for a consistent approach. If senior management are engaging in unethical practices more commonly than not, other employees may act in a similar manner. 
Many businesses and workers in the construction sector have a long history of engaging in business practices that are viewed as unethical (CIOB,2022). In this modern day, reputation can be shattered in a few clicks with social media making ethics an extremely important aspect to any business. Unethical practices can result in poor relationships with clients and be detrimental to a construction company’s reputation. 
[bookmark: _Toc133861573]Definition
Oxford dictionary defines ethics as – ‘Moral principals that govern a person’s behaviour or the conducting of an activity (Oxford Learning College, 2023).
[bookmark: _Toc133861574]Scenario examples
Within the industry there are many examples of potential ethical hazards that if not addressed correctly can form habits which become custom and practice. Some common issues are bribes, lack of safety, covering up building flaws, deceiving clients on progress and misrepresenting skills and experience in tender submissions. 
· [bookmark: _Toc133861575]Training
Lack of competent staff has caused for poor practice within the training aspect of the industry. Due to claims that certifications were improperly provided, the Construction Industry Training Board (CITB) suspended nine testing facilities in August 2021. These kinds of accusations are not brand-new. In 2019, the CITB closed 17 test centres that were allegedly involved in administering fake credentials examinations in exchange for exorbitantly high testing fees and other payments. (Building, 2022).
· [bookmark: _Toc133861576]Bribes
Tendering exercises are extremely vulnerable to bribery and therefore it is vital that sound robust procedures are in place. A bribe does not always have to mean money, it can be something more subtle. Construction companies and organisations with construction services of any size must ensure that it has adequate procedures to guard against bribery (Building, 2022). Things such as training of staff involved in tenders, declaration forms and regular auditing can assist in assuring no miss conduct which regular staff may completely be unaware of even though it is happening covertly. 
· [bookmark: _Toc133861577]Covering up defects
A common example of this is the installation of fake or retrofit weep holes in new build houses. (Openings on the external fabric (brick or render typically) something called a cavity tray. These are installed above windows, doors and even meter boxes). Unfortunately, this is a common thing across the industry which reinforces the importance of forcing change within companies to ensure they are acting ethically. 
[bookmark: _Toc133861578]Personal experience of good ethics
I personally strive to act in accordance with my employers conduct policies and feel comfortable that if I were to witness an incident or someone tried to pressure me to act unethically, I could approach my line manager and it would be formally addressed. The local authority governance structure ensures projects are approved through formal channels. 
[bookmark: _Toc133861579]Importance of good ethics
Having a clear ethical conduct policy within a company and setting a precedence for compliance is extremely important and demonstrates a professional attitude. This has a positive reflection on the company and their work. No matter of delays or profit and loss doing the right thing in situations will always result in better outcomes in the long run. If a compromise is made just once, at first it may seem okay, but once the conduct is broken unethical practices are contagious and will always happen again (Christel Construction, 2019)
Employees must buy into a zero-tolerance approach, and this is why hiring the correct staff and allowing staff to have an input in company policy development can prevent stagnant business practices. Auditing, employee engagement and a positive cultural environment are key to ensure unethical practices are non-existent within a company. 
Professionalism at all levels
It is important to mention that to achieve a professional environment, organisational behaviours must be considered in the parameters of the wider organisational design and structure. Working for a local authority as I do, places strong emphasis on policy and hierarchy, clear governance, and approval processes. Nevertheless, teams and individuals can be autonomous, innovative, and empowered to achieve outcomes.
There are various levels of organisational professionalism that can and are already impacting on my approach:


















Organisational Example
Driven by clear procurement frameworks and regulation, the organisation underwent certified training for NEC contracting. The training was challenging, especially as I was a junior role, but I could see that by embracing a more sophisticated approach the organisation would benefit in the long term. On completion of the course, I was commissioned to work on the next design, but surprised that procurement had returned to their original way of working. I approached my line manager and challenged this. Whilst I accepted that others, with more experience were used to old systems, I felt strongly that we needed to approach things in a different manner. I see my role in maintaining a good level of professionalism, is to challenge the ‘status quo’ where and when I can, hopefully raising the reputation and standards of the sector on my journey. 




Team example
From working in Responsive Maintenance which is fast paced and unpredictable to moving to the Design office, where schemes run for years, I have witnessed a change in how I work. In Responsive it was hard to plan my day as any emergencies that came in would always take precedent, whereas now, I can organise my week and site visits in advance. I believe I thrived off the pressure and tight timescale in my previous posts, however working on schemes over long periods is very rewarding. I have built relationships with teams and developed new ways of working to reflect the needs of the business and help improve team culture, maintaining high levels of professionalism at all times.
Personal example
The covid-19 pandemic really did influence the way most organisations work. Personally, working from home 24/7 was extremely isolating for me at the beginning of my new apprenticeship, I didn’t have face to face experience with colleagues or much site experience for the whole of the first year. 
On reflection, although it was not how I expected my first year in industry to be, l learnt so much through Teams meetings and regular calls with my line manager. The manager adapted communications and processes to accommodate a more virtual business, some of the systems have remained, as they are far more effective than previous.
I recognise that a positive workplace culture is an integral part of any personal and business success, whether it be virtual or face to face, it is critical to build good professional relationships to maximise my potential.
[bookmark: _Toc133861580]Professional approach to date

During my time as an apprentice, even though when I first started my technical experience was very limited, I was quickly able to become an integral part of the team by exploiting my experience on IT packages e.g., Excel and quickly picking up all the improvements for a better way of working on the job management system. 
I was able to assist the team and teach them how to export information and work more efficiently. At the beginning most the long serving building inspectors were hesitant and would rather print papers off than use online spreadsheets, but soon with some assistance from myself they all adopted my ideas. 
I’m always keen to foster a professional approach that promotes employee cohesion and cooperation. Creating a positive team environment with personal opportunity to develop produces a better work environment, boosts morale, and ultimately improves success. The long serving staff learnt new processes from me, and I learnt ‘how the business ran’ from them.
Being young and inexperienced I feel contractors see this as an opportunity to cut corners and try to challenge me. Being driven and strong minded I see this as an opportunity to set a precedence from the start and demonstrate that I will always give 100% to the contractor providing that support is reciprocated. 
My personal skills help me significantly in these situations as I can form strong working relationships clearly that are focused around being honest, punctual, adaptable, and collaborative. My manager has been surprised how I have even won over some of the more challenging contractors.
Building professional credibility
Gaining the right and credible qualifications along with obtaining hands on experience and successful delivery and implementation of schemes helps build an individual’s reputation. I will lead by example, building strong client relationships that are open and honest.
As part of my personal development plan, I am eager to gain chartership too, as this will reinforce the standard of my work as my career develops and I seek alternative employment. To a new employer, chartership demonstrates a high level of commitment and professionalism to the sector.


2. [bookmark: _Toc133861581]Professional Development

[bookmark: _Toc133861582]Curriculum Vitae

Please refer to Appendix A for a copy of my CV as of May 2023.
.
[bookmark: _Toc133861583]Career to Date

I am currently working for Carmarthenshire County Council in a Project Manager role leading on new build and refurbishment construction projects across the county. I have worked in this role for just under a year on completion of my technical apprenticeship which I started with the Authority in 2020. During my apprenticeship I worked in different teams starting with the contracts and performance team where I gained hands on experience of tendering, producing frameworks and performance data.
 I then moved to the responsive repairs team where I managed incoming maintenance works and gained valuable experience in pricing works and carrying out inspections diagnosing building defects. 
During my final secondment of my apprenticeship, I had the opportunity to assist in setting up a small team within the department to carry out preventive maintenance of all the counties primary schools. This allowed me to work directly with operatives on site and manage budget and resource using specialist software.

[bookmark: _Toc133861584]Personal Development Plan

	Objective
	Action
	Success Measure
	Target Date
	Status

	Qualifications/Accreditations

	Level 5 NVQ Construction Management and Sustainability
	Apply my practical experience to answer all knowledge questions and complete my professional discussions for each unit.
	Completion of the NVQ
	September 2022
	Complete

	NEC Accreditation
	Complete the associated training to improve knowledge and gain accreditation 
	NEC 3 accredited Project Manager 
	November 2022
	Complete

	HND Construction Management
	Develop my critical analysis skills, report writing and technical understanding. 
	Completion of the HND
	May 2023
	Ongoing

	CSCS Black Card
	Demonstrate competency and understanding of health and safety regulations and practices.
	Completion of competency Test
	September 2023
	Ongoing

	Degree Hons Construction Management
	Further develop my critical analysis skills, report writing and technical understanding.
	Completion of the Degree
	May/June 2025
	Not Started

	PRINCE 2 
	Develop my project management skills
	Certified PRINCE2 Professional  
	September 2025
	Not Started

	Chartership
	Apply my academic knowledge with my industry experience to become a competent and technical professional. 
	Full Chartership
	September 2026
	Not Started




	Objective
	Current Status
	Target Status
	Action Required
	Target Date
	Status

	1 Year Plan

	Develop skills further on Microsoft packages
	Competent at basic skills
	Develop more enhanced skills in particular Excel and Microsoft Project
	Online courses, tutorial videos along with ongoing experience which I can progressively develop
	May 2024
	Ongoing

	Develop skills further on Microsoft packages
	Competent at basic skills
	Develop more enhanced skills in particular presentation skills, graphics etc
	Digital literacy online courses
	May 2024
	Ongoing

	Collating data
	Competent at basic levels
	Develop more specific skills required to produce biweekly reports for Manager 
	1-2-1 Training with manager 
	May 2024
	Ongoing

	Gain more technical experience
	Building on skills and knowledge through exposure on site to problem solving and technical experience
	Further develop my onsite experience in a project manager role.
	Continued exposer on an array of different projects
	May 2024
	Ongoing

	Continue to develop interpersonal skills
	Gap analysis exercise to highlight areas I wish to improve 
	Work with managers to further develop communication, negotiation, team working and planning skills
	Review progress regularly with line manager, attend further training where applicable
	May 2024
	Ongoing



	Objective

	Action Required
	Target 
	Status

	Career

	Full time Project Manager Role 
	Apply my experience gained from my apprenticeship to a full-time role with direct responsibility
	June 2022
	Complete

	Manager/team leader role
	Digital literacy online courses
	2025
	Ongoing

	Business/leadership qualification 
	Become more aware of business strategies and plans  
	2027
	Ongoing

	Build my own home
	Apply my industry experience along with my personal ideas to construct a unique sustainable house to live in.
	2030
	Ongoing

	Self Employed 
	Gain relevant experiences and a network of industry professionals to create a foundation to build a successful company which benefits my local community. 
	2033
	Ongoing




[bookmark: _Toc133861585]Organisation Behaviour

Understanding organisational behaviour has already played a critical role to both maximising and adapting my own approach whilst in the workplace. 
As Dee Hock, Founder & CEO of Visa Credit Card Association quoted:
An organization, no matter how well designed, is only as good as the people who work in it. (AZQuotes, 2023)
A key factor in organisational behaviour is that employees contribute to the company’s success. However, challenges arise beyond sound marketing, good strategy, and stable finances that require an understanding of behaviour, culture, and group dynamics. By studying and learning more about organisational behaviour, companies, and employees like me can find solutions and implement processes that effectively contribute to performance and success.
[bookmark: _Toc133861586]Importance of Understanding the Theories
Behaviour links to attitudes and performance and the main theories supporting this principle are described below. It is critical for my personal development to consider these theories and understand where I position myself as a future leader.
Taylor’s Scientific Management Theory
Organisation behaviour theory goes back beyond 100 years. In 1909, Frederick Winslow Taylor published research in which he stated his belief that encouraging people to work as hard as possible was not an efficient way of boosting productivity and optimising human resources.
Instead, he argued that businesses would benefit by breaking jobs up into simple tasks and put forward the idea that managers and workers should work together rather than against each other.
This was revolutionary at the time when factory managers and employees typically had very little contact. Indeed, workers were usually only incentivised by money, so only worked as hard as was minimally required.
Taylor believed that workers should be rewarded in line with their levels of productivity, an idea which has continued. Indeed, his theories have changed the professional landscape over time into one where the relationships between employees and managers have become much closer and managers are more willing to reward high-quality performance.
Taylor suggests business leaders match workers to tasks based on their individual capabilities and monitoring worker performance with a view to advising individual workers about how to work as efficiently as possible.

Human Relations Management Theory 
Researchers in the 1920’s at Western Electric Company in the US decided to conduct worker studies, with a view to improving efficiency. They did this by altering the work environment, but discovered this had little impact, it was indeed the interrelationships between the workers that were of the most importance. This was particularly noticeable in relation to their morale - high morale resulted in high outputs.
The phenomenon became known as the Hawthorne Effect, whereby workers behaviours significantly altered when they were being observed.
The research demonstrated how important it is for companies to demonstrate some kind of personal investment in their employees, treating them as human beings rather than productivity machines.
It became widely accepted that individuals performed much more effectively when their successes and skills were adequately rewarded, whilst also becoming clear that positive group dynamics also played an important part in maintaining company morale.
Today, it has evolved and plays a key role in structuring businesses and helping the leaders make important decisions, becoming an important tool to consider developing a more inclusive and diverse corporate culture and how race, gender and class structures can also affect how employees interact with each other.

McGregor’s Theory X and Theory Y (staff motivation and team culture)
During the 1950s and 1960s, Douglas McGregor developed a hypothesis known as the ‘X&Y Management Theory’. He proposed that all managers and supervisors could be clustered into two separate categories.

	Theory X 
	Theory Y 

	Dislike work, boring, avoid if possible
	High affinity for work

	Requires coercion 
	Self-directing towards a target

	Direction/Instruction preferred to taking responsibility
	Seek and accept responsibility

	Motivated by money and job security
	In right culture motivated by personal success/development

	Most lack creativity or it is misplaced
	Creative and seek desire to demonstrate

	Resist change
	Receptive to change

	Lacks ambition
	Ambitious

	Centralised authority
	Decentralised authority

	Autocratic leadership
	Democratic leadership



I believe I have the Theory Y values. I am naturally keen to work, very self-motivated, creative, and democratic in my approach. I feel strongly that it is important to facilitate employees to thrive by offering development opportunities and building trust to allow them to work independently.
Professional Aspirations
Understanding the behaviour theories has helped me consider areas for my continued professional development:
	Theory Y 
	Personal Development Goals

	High affinity for work
	Continue to work in fast pace, innovative environment.

	Self-directing towards a target
	Set myself workplace and personal targets eg – Move to Project Manager role in next 12-24 months, buy a house.

	Seek and accept responsibility
	Look to develop and challenge policy where appropriate.

	In right culture motivated by personal success/development
	Lead by example and bring people with me, seek out mentor with similar values.

	Creative and seek desire to demonstrate
	Continue to coach within both work and recreational settings.

	Receptive to change
	Consider move outside of Local Government to experience private sector pace and demand.

	Ambitious
	Undertake degree, gain chartership within next three years as future roles will need these as prerequisites

	Decentralised authority
	Develop skills further to support empowerment of all stakeholders, consider additional training on this.

	Democratic leadership
	Consider further management learning following on from NVQ level 5. Possibly and ILM or business training after completion of degree.
























[bookmark: _Toc133861587]3. Leadership

Being able to understand the importance of leadership theories and styles and reflecting on my own experiences is vital to professionally developing my leadership qualities.
[bookmark: _Toc133861588]Leadership Theories
Over recent decades there have been six key Leadership Theories drawn from many research studies, all attempting to determine what makes a successful leader. Leaders are generally viewed as visionaries and strategist whereas managers tend to monitor and control performance, maintain order and process.


Undoubtably the different theories have greater or less application and success dependant on the industry. Within the construction sector, a recent piece of research undertaken by CIOB reveals a significant lack of leadership skills in construction businesses with over 500 employees (CIOB,2008)

Leadership Styles
Understanding different leadership styles and ensuring the best approach is taken for individual teams, projects etc. is critical to success. In my role as a Project Manager, I need certain skills and qualities to get the best results.
The main leadership styles include:


Leadership styles are having to adapt quickly to the challenging economy, with reduced skills, new technology, lack of funds and fluctuating market prices.
Inclusivity has also become paramount, new recruits have different expectations from an employee perspective, staff want to be empowered, have autonomy and trust in the workplace. 
The Covid pandemic has somewhat forced some of this change, even within the construction sector. More virtual office space and communication plus other forms of new technology have made line managing easier for certain teams. Equally for frontline staff who are site dependant, the pandemic has forced a change to leadership styles too. Leaders have had to become more adaptable and flexible.
New regulations and manufacturing developments also present challenge when considering the green agenda. CIOB research shows a significant lack of strong leadership for improving the sustainability of the built environment. This is consistent with the findings of a previous Chartered Institute of Building (CIOB) report “The Green Perspective” which indicated a lack of leadership on sustainability (CIOB, 2007). 
The ethics of ‘Green washing’ pose new challenges for leaders – genuine action to reduce carbon footprints is required from future leaders.
[bookmark: _Toc133861589]Personal Experiences and Critical Analysis
Critical analysis using examples from my own experiences as a Design Project Manager. 
[image: Leadership styles applied to project management]
(Doyle, 2016)
In my career to date, working for a tier one contractor and in my current role as a junior project manager for the local authority, I have experienced all leadership styles and approaches from varying project managers and higher management in several different and challenging situations. 
The key thing I have learnt from my working experience is the importance in applying the correct leadership style to the appropriate situation, which tends to result in successful outcomes. Leadership styles impact on the dynamics of teams, individual performance, and business reputation.  
[bookmark: _Toc133861590]Coercive Leadership
From my current experience I have had limited exposure to this leadership style although working on one of my recent schemes the client took the ‘crisis’ approach, asking individuals to drop everything and only work on getting the tender package complete due to grant funding pressures. 
This approach in the long term caused more delay and significant cost increase as the information was rushed and inaccurate. I also personally believe it demoralised the whole team as even though they advised that the information was not ready, as they had had limited time to work on the project, the scheme sponsor ignored their opinions and published the information regardless. 

[bookmark: _Toc133861591]Authoritative Leadership
I have worked with many leaders with a clear vison and enthusiasm for their role and the team. Being new and starting my journey in a team, where we all are motivated and aware of our roles in the bigger picture, it is a subtle but significant motivator and has a positive impact on all members of the team. 
Embracing change through new processes and ideas, encourages officers to feel they are in a safe environment to suggest new ways of working, to try new approaches etc. 
[bookmark: _Toc133861592]Affiliative Leadership
The construction industry is constantly challenging and from personal experience understand that projects rarely go to plan, with and each project having their individual demands. 
There are so many factors that have the potential to contribute negatively to a construction project and many of these can sometimes be out of the control of a project manager. Adverse weather, material delays, labour shortage, ecology, and budget limitations to name just a few. 
When these challenges arise on site having a manager/ team leader who can support the project manager and put their efforts into reassuring and supporting them in stressful situations that at the time may feel like the end of the world goes a long way. Having those emotional bonds and connections can prevent work stress and benefit the project, as by helping reduce a project manager’s work stress they can return to being focussed. 
[bookmark: _Toc133861593]Democratic Leadership
Working in an office of a 30 strong design team, who are all required to work collaboratively and consistently across the authority everyone can regularly contribute their opinions to improve processes and plans which we believe can benefit the whole team. 
Knowing that our opinions are valued and listened too by our line manager creates a positive working environment and openness to constantly want to improve as a team. The manager leads by example and has created a culture of collaboration and team working.  
[bookmark: _Toc133861594]Pacesetting Leadership
In my opinion this style is like coercive but can work very well if the team is already extremely experienced and motivated. There are always going to be situations where time is of the essence and creating positive work pressure to meet deadlines without compromising team moral or quality can be very effective.
 Leading from the front and being part of a joint team working in a high urgency environment can be exciting and rewarding to skilled motivate staff. Like other styles though there is a potential for this style to have a negative impact if the support and resources are not already in place to achieve the deliverables.  
[bookmark: _Toc133861595]Coaching Leadership
When I started my Apprenticeship in 2020, I had a mentor called Elfyn, who exemplified this style, he put a great effort into helping me develop my technical knowledge and my personal attributes. The constant encouragement and support to improve my knowledge had an extremely positive impact on my personal development. 
I was never judged, and he regularly pushed me out of my comfort zone, even when I had doubts, he would reassure me on my decision making. Having someone who I could ask questions to, shadow, and review my work made my whole learning experience enjoyable and hopefully one day I will be able to mentor the next generation.   
[bookmark: _Toc133861596]Summary of Leadership styles
Good leadership stems from a combination of the different styles and effectively executing them in the appropriate situations. Having experienced both sides of the coin and working in a team environment, I understand the importance of judging the situation correctly and I am aware of the potential negative effect poor leadership choices can have on the end goal and the rest of the team. 
The CIOB report also reflects that the construction landscape and strategic direction will need a ‘new’ leadership approach to support and embrace a more economically challenging construction agenda, along with a commitment to sustainability, diversity, and employability. 
Leadership styles and skills will need to be transferable, and businesses will need to ensure the right organisational cultures are embedded to attract future leaders.  
[bookmark: _Toc133861597]Personal review of leadership approaches
At present I would say I am a democratic leader, due to my limited experience in the industry I tend to make educated decisions based on feedback from the wider team. I believe this method allows me to problem solve effectively and create a team environment where everyone’s input is valued and useful. 
Working with external contractors and subcontractors daily, I am constantly asking questions and gathering input from all personnel. I regularly mediate and negotiate to gain the best outcome for all parties. I believe this creates a strong connection with contractors which is open and trusting. Good communication is critical to successful leadership. 
Weaknesses in my approach using this style are time inefficiencies and the inability and lack of confidence to give immediate definitive answers which are sometimes required. I seek assurance on some solutions where necessary.
As I gain more experience, I believe I will naturally become a more authoritative leader but will balance this with the other styles dependent on situations. I love working with people at all levels in my job and creating a positive working relationship. I enjoy challenging the status quo, setting high standards and leading by example.

4. [bookmark: _Toc133861598]Teamwork

Being part of a team both in a work environment and socially through playing sport is critical to me to continually developing my team working skills and contributing to my personal attributes as my career evolves.  
In a project manager role, I am constantly exposed to problem solving and critical decision making under the pressure of budget and time constraints. Personally, I believe I balance this responsibility well, along with maintaining a positive and effective relationship with both the client’s team and the contractor ensuring cooperation, collaboration, and trust. 
At this early stage in my career, I am learning from mistakes, aiming to, but not always, getting things right first time. I’m always welcome to constructive criticism to help me improve.
Working in an industry that requires a wide range of technical knowledge and experience, I am used to working with multiple specialists and coordinating all individual packages of works to allow for a project to progress. I manage this by ensuring everyone is aware of their different roles and that we are all working to a common goal. 
A typical project at design stage at a minimum will usually include architects, quantity surveyors, ecologists, stakeholders, mechanical and electrical specialists, and civils specialists. Each of these roles are essential to achieve a sound design before construction can begin. 
Whilst collaborating with so many different teams, I ensure I set clear direction from the very beginning and always make sure everyone is aware of the desired outcomes before anyone starts producing their work packages.  By doing this it allows for the flexibility of everyone in the team to brainstorm ideas and develop a plan from the start. 
Even small construction projects require extreme detail and information before construction can begin and this information usually consist of work from a collation of several different roles. This is why I believe my communication skills and drive to embed the same openness and collaborative working throughout the whole project team is one of my best attributes. 
I achieve this by using several different collaboration tools such as live collaborative documents and data sheets, progress meetings and encouraging informal discussions and openness within the team. By using software which is live everyone can work on the same document simultaneously eliminating clashes within the design.
During the construction process leading the contractor whilst fairly protecting the interests of the client is challenging. Having mutual accountability and trust is extremely important. Personally, I believe creating an open positive relationship with contractors encourages a willingness to accept accountability on both sides. By working with the contractor as a client representative I ensure a clear overview of everyone contributions, this is particularly important when problems arise. 
Problem solving should not turn into a blame game and the focus should always be mitigating the issue before it escalates as we are both working to the same end goal, which is delivering a successful project and completion, celebrating the achievement as a whole team.   
Outside of work, playing rugby is one of my hobbies. I use my personal team working skills informally to motivate the team and take on board constructive feedback from coaches to improve my own performance. Although in a work environment I naturally take the lead, I also work great with democratic managers /leaders and enjoy contributing and taking on feedback. 

5. [bookmark: _Toc133861599]Conclusion

Undertaking the Higher Apprenticeship in Construction Management has been the best opportunity I could have wished for as an ambitious professional. It has allowed me to take the theory and learning from the HND course and implement it in the workplace. I can now proactively look at ways of improving my approach in work, and without question, having the mix of education and in situ experience has expedited my professional development to date. I fully intend to continue my education to degree level, with the aim of gaining chartership, ratifying my position in such an exciting and challenging industry, and one that deserves to be proven as more credible sector. I hope I can influence improving and maintaining the professional standards within the construction sector going forward.
5121 words
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	ELLIOTT MORGAN LEWIS
777       


	7 Brodawel, Llannon, Carmarthenshire, SA146BJ.
Mobile - 07388342448
E-mail - elliottlew@icloud.com


	Personal Summary

	I am currently studying towards a HND in Construction Management having recently completed a HNC whilst undertaking a higher apprenticeship with Carmarthenshire County Council. 
Now in a full-time Design Assistant post, the skills gained recently include procurement, project management, scheduling, site inspecting, technical specification development and advice. This hand on experience has enhanced my university study work and is helping to develop my general all round construction industry knowledge. My ambition is to continue education to degree level whilst in employment, building up my professional development to chartership.
I am a conscientious, hardworking employee, who works well under pressure. I’m reliable, a strong team player with good communication skills. I like to challenge, believe I’m a good problem solver and creative thinker.
Undertaking NVQ level 5 in Construction Management (Sustainability) is also helping to develop my skills and knowledge by learning in a hands-on manner. The reflective work has also challenged my approach to dealing with challenges and supervisory tasks. 
Beyond work, I am a coach at the Llanelli Lifesaving and Surf club, and also a very keen rugby player for my local team. Both hobbies have taught me excellent life skills and I find the coaching particularly rewarding.


	Current Employment

	
June 2022 – Current – Carmarthenshire Council - Project Delivery Assistant

· 






	Employment History

	Oct 20- June 22
	Property Maintenance Cadet – Higher Apprenticeship
	Carmarthenshire Council

	Oct 19-Mar 2020
	Lifeguard and Swimming Assistant Posts (Zero hours contracts)
	Carmarthenshire Council


	May 2019 – Sept 2019
	Recreational Assistant/Lifeguard
	Freedom Leisure – LC2 Swansea

	Qualifications

	HNC (Awaiting result 2020-22)
	Construction Management
	UWTSD

	City & Guilds Advanced Diploma – Distinction (2020)
	Constructing The Built Environment (540)
	Coleg Sir Gar, Ammanford Campus

	GCSE’s – 2A’s, 5B’s and 3C’s (2019)




A* NQF L2
Distinction
L1 Pass
	Mathematics, Numeracy, English Language, English Literature, Welsh Language, Welsh Literature, Combined Sciences, Design & Technology and Sports Science
Financial Capability
NVQ L2 Engineering
Welsh Baccalaureate
	Ysgol Maes y Gwendraeth, Carmarthenshire






	NPLQ RLSS qualification
	Pool Lifeguarding
	RLSS

	Swimming Assistant SEQ Level1
	
	Swim England

	
Non-Work Experience & Accomplishments

	Life Saving
· Member of Llanelli Life Saving and Surf club since 2012
· Represented Wales at National competitions,
· Member of RLSS
· Gained NPLQ qualification February 2019
· Rookie Lifesaving coaching qualification March 2019 & March 2022
· Rugby
· Member of New Dock Stars Rugby team



	Languages

	Welsh – Fluent written and spoken
English – Fluent written and spoken

	Other

	Currently hold a full clean driving licence
References available on request














	

The Great Man Theory


The great man theory of leadership states that excellent leaders are born, not developed. This was a popular view in the 19th century when most people believed that leadership skills weren't possible to develop but an inherent quality. This type of leader often possesses the natural attributes of intelligence, courage, confidence, intuition and charm. Although not widely accepted today, as it assumes, certain people are natural leaders without putting in effort, and that others can never will never be leaders no matter how much they try.


The Trait Theory


The trait theory of leadership believes that certain natural qualities tend to create good leaders. This theory doesn't say that certain qualities necessarily mean someone has strong leadership skills, but rather the there is potential to be a leader. For example, some leaders may be excellent organisers, but not every good organiser will naturally have the rounded skills to be an great leader.


The Behavioural Theory


The behavioural theory of leadership focuses on how a person's environment, not just their natural abilities, forms them into a leader. One of the key concepts of behavioural theory is conditioning. Conditioning states that a person is more likely to act or lead in a certain style as a result of environmental responses to behaviour. For example following the behaviour of a mentor.


The Transactional Theory


The Situational Theory


The Transformational Theory


This management theory, focuses a system of rewards and penalties. It views effective leadership as results-focused and hierarchical. Transactional leaders prioritise order and structure over creativity. This type of leader will focus on supervision, organisation and group performance. This is the theory most commonly used in the corporate workplace.


The transformational theory of leadership, also called the relationship theory, studies effective leadership as the result of a positive relationship between leaders and team members. Transformational leaders motivate and inspire through their committment and passion. They act as role models for their teams and lead by example. The main challenge of a relationship leader is their interactions with others as they want to maintain a positive work environemnt.


The situational theory of leadership doesn't relate to a certain type of leader or claim that any particular style is better than another. Instead, the situational theory argues that the best kind of leader is one who is able to adapt to the situation. They may respond to a situation by commanding, coaching, persuading, participating or delegating based on what they think is necessary. Situational leaders have flexibility and capability to act in the moment.



Coercive


These leaders follow a strict hierarchy and expect their team members to follow procedures. They prefer to maintain a structured workplace with clearly definined working parameters and boundaries of resposnibility.


Authoritative


These leaders make decisions with little or no input from others. They're at the top of the work hierarchy and will unlikely consult their team members prior to decision making.


Affiliative


A visionary leader manages through inspiration and confidence. They set high team morale in attempting to improve results. They empower staff to be autonomous and support their our decision making.


This leader  is supportive and recognises strengths and weaknesses, they helpstaff set goals and provide feedback. The coach guides their followers to be better employees.


Democratic


The democratic leader considers the opinions of others before making a decision. They may take votes or hold group discussions and are extremely consultative and collaborative in their approach


Pacesetting


The pacesetter sets high standards and focuses on performance. This leader leads by example and focuses on outputs and delivery.


Coaching


Individual


Team


Inclusion and diversity


Attitude and behaviour


Stress and emotions


Motivation


Group dynamics and management


Empowerment


Active listening and communication


Clear decision making


Leading by example


Power and politics


Organisation


Organisational culture


Policy and process


Politics


External influences


Chartership


Qualifications


Compliance


Reputation


Reputation
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