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Assignment 1
Over the last hundred years or so, there has been a large scale of change that has occurred in the workplace, with the emphasis placed not only on leadership, but also the style of leadership. It is thought that an individual’s behaviours and attitudes will reflect their leadership style, and the way we think and feel through complex interactions will influence the outcome (Kippenberger, 2002). 
My name is Kate Holifield and I work as a senior paramedic for The Welsh Ambulance Service. I have been employed by the Welsh Ambulance Service since 2016. As a Senior Paramedic I am responsible for the clinical leadership of paramedics, emergency medical technicians and urgent care assistants, operating on both an Emergency Ambulance (EA), and a Rapid Response Vehicle (RRV). The work and nature within my role are often unpredictable and requires a flexible and adaptive approach, not only for effective treatment of patients, but also to be an effective leader. As a leader I believe I am also responsible to encourage and empower others and demonstrate an ability to make effective clinical leadership decisions (The Welsh Ambulance Service Trust, 2021). 
This essay will critically evaluate five leadership styles and their relevance to the workplace. It will critically exam these theoretical perspectives, underpinning leadership and management practice, giving due consideration to potential issues arising from their implementation. 
Leadership can occur at all levels, not just the people at the top. As a matter of fact, many studies have shown the importance of those in leadership position to cultivate leadership skills in those below them. This conception is at the heart of the paradigm of the first leadership style; transformation leadership. 
Transformational leaders facilitate followers to develop their own leadership capacity and achieve extraordinary outcomes by stimulating and inspiring them. This is achieved by empowering followers and responding to their individual needs (Bass and Riggio, 2002). Early research suggests that transformational leadership was profoundly used in the military setting, however more recent research suggests this style of leadership is significant in every subdivision (Avoilo and Yammarino, 2002).
Transformational leadership inspires followers to commit to a shared vision and goals for an organization. Challenging them not only to develop in leadership capacity, but encourage problem solving skills (Bass and Riggio, 2002).
Transformational leaders have the prodigious ability to quickly analyse a company’s current situation, which makes them stand out in creating or recreating a righteous vision for the company to grow and develop. This is communicated through passion and influence in order to gain the followers respect and get each follower committed and involved. As a result, my organisation should see productivity gains consequently of optimize performance from the followers, as the work is perceived as enjoyable and purposeful. This type of leadership style works well if there is a change needed within the organisation (Fischer, 2017). 
This type of leadership approach is not as common in The Welsh Ambulance Service (WAST) in comparison to the transactional approach, which is an approach we will address later. 
WAST is considered highly structured and emphasises compliance and conformity, with rigid and formalised cultures and promotional systems. In an emergency situation these structures could potentially be crucial in encouraging safe conduct and considered as a highly appropriate to the potential hazardous operation. However, to meet the demand of the ever-changing pace of the ambulance service, and to promote the health and long-term viability of the organisation, these structures may be dysfunctional, thus the potential of preventing the development of effective transformational leaders. As a result, managers could isolate themselves from knowledgeable newly qualified paramedics, consequently from the combination of the cultures and hierarchy to require considerable unwillingness against change (Yates, 2000). 
By WAST adopting this type of leadership, the organisation could create a high-performance workforce, inspiring followers and employees to work above and beyond their task requirements. However, as the followers are intrinsically motivated the leader must be well respected, displaying transparency and integrity as opposed to be a heroic and gallant leader (Webster-Henderson and Taylor, 2017).
It would seem managers of the ambulance service use this type of leadership with newly qualified paramedics and reap the rewards of having a greater commitment from these employees. This is reflected in an overall higher level of morale, work performance and greater job satisfaction for new members of staff. However, this is only short lived, as long-standing employees are not naïve to false job satisfaction, or false promises which have been made time and time again. 
If there was a higher number of staff satisfaction, this in turn could have the important potential of reducing the rate of errors towards patient care. This is supported by the Health and Medicine Division of The National Academies of Sciences, Engineering and Medicine suggests that both evidence-based practice and transformational leadership, promotes a work environment for patient safety (Fischer, 2017). 
This style of leadership is not only associated with higher morale, but also employee retention, thus having a financial benefit on the organisation in reducing new staff replacement and training. Employees who work for transformational leaders are more likely to stay within that organisation and dedicate extra effort for success (Ingram, 2019). 
However, although this type of leadership style has many benefits, the shortcomings are mostly focused around high pressure on team members, overlooking details and the importance of the influence from the leader. As mentioned earlier, as the team are intrinsically motivated, there are no extrinsic rewards to keep the followers motivated and performing to a high level (Riggio and Bass, 2006)
Another shortcoming is some employees may need extra guidance, and as this style is too conceptual, the task focus could be missed from the lack of this, especially as transformational leaders dislike being inundated with minor details.
Furthermore, one of the main shortcomings which has been subject of liberals and organisation is, this type of leadership uses its great power to abuse power (Griffin, 2002). Regardless of their impact on followers’ strong emotional considerations is what transformational leaders use, regardless of their impact on followers. Because of this it is likely that the followers will not always see positive results (Riggio and Bass, 2006). 
The second leadership theory is transactional leadership. This approach is the exact opposite to transformational leadership, as it uses rewarded behaviours upon the performance of the followers, which is the most crucial dimension of this style of leadership (Ingram, 2019).
This is a tactic all too familiar within WAST. At Christmas time, where there is a shortage of staff during the busy periods, they devise the Christmas incentive, where there are bonuses for staff working popular days to request leave during the holidays. 
Organisations such as The Welsh Ambulance Service have traditionally used the transactional leadership style, as the environment is typically known for being extremely bureaucratic. But it would seem whilst in the short term, this style of leadership can support and assist an organisation to meet their goals, it lacks to create a new culture for the organisation, as there can be an absence of inspiration and motivation (Ingram, 2019). 
However, by offering rewards it helps keep subordinates in a good position to promote productivity and performance. As mentioned previously WAST adopts this type of leadership style in order to achieve a good structure, as well as to increase the number of staff in work for the busy periods. Nonetheless they also give their employees suitable formation and knowledge, so the task in hand can be carried out to a high standard. In spite of this, failure to meet such a target or task could result in the follower’s facing consequences (Tate, 1999).
Within WAST, it would be from my experience that good transactional leadership is fairly common. For this, the ambulance service provides support and training for basic skills in effect communication for new staff joining the service. As we encounter people needing help in all situations in our day-to-day work, in order for there to be a successful resolution, good transactional leadership is crucial. At a team level, the mutual trust and respect of your team is highly necessary, as these characteristics are highly thought of. However, within the service I have witnessed the lack of trust and respect between operational staff responding to 999 calls and managers (Yates, 2000). 
Nevertheless, this type of leadership doesn’t come without its shortfalls. Because the environment is unyielding and the leaders have assigned such strong rules and regulations, it inhibits the follower’s demonstration of their own creativity and free-thinking, which has the possibility of hindering their possible full potential.  
Another issue is unlike transformational leadership, as the followers are led by high supervision and limited to the broad thinking of the leader, this may only create followers, as an alternative to developing leaders for the organisation. 
Furthermore, as transformational leaders are more weary and more concerned with the consequences instead of gains, they are these likely to take risks and push the boundaries (David, 2021). 
The third type of leadership approach is behavioural leadership. This theory argues that rather that being inherent, it emphasises that leadership capability and behaviours can be learnt. This approach is also known as the style approach to leadership, the focus is the leader’s behaviour and how they act. It is based on the leader’s values, beliefs, and interpersonal relations, and hold strong philosophies that great leaders are made, not born (Scouller, 2016). 
By the behavioural leadership delegating the task in hand, alongside the use of effective communication between subordinates, can result in success to the organisation. But in order for this to be a success, lies dependant on what behaviour the leader uses.
Leaders are reminded that their actions towards others through the behavioural approach occur on both a relationship level and task level. Therefore, the situation will determine whether a leader will need to be more task oriented or relationship oriented (Northouse, 2015).
By WAST adapting this theory of leadership an individual can choose what kind of leader they want to become, through actions they wish to become implemented. It allows for more flexibility via their own adapted circumstances. For this to be beneficial to WAST a leader must be proactive, but also make the decisions that promote and benefit their wants and needs. 
However, one the biggest shortfall is this type of approach does not consider situational factors, therefore the same behaviour’s may not always be affective. Consequently, the effectiveness of the leader will depend on the behaviour they choose at a particular time. As the environment and/or situation we work in is very complex, the best behavioural approach may need to differ each time. As a result, the effectiveness will depend on the condition (Humphrey, 2014), which will be established by trial and error. 
As WAST promotes an ongoing leadership setting, the behavioural approach can easily be applied. By leaders assessing their own behaviours, they can determine how they are being interrupted by their followers. Likewise, it allows the leader the ability to reflect how they could change their behaviour in order, to be more effective and successful. In essence, this approach is similar to providing an individual with a mirror, so they are able to continuously assess on how they are as a leader (Ingram, 2019). 
The fourth leadership theory is the trait theory and is a very different approach to the previous approaches discussed. This approach exclusively focuses on the leader, not on the situation or the followers, which makes it theoretically more straightforward. It is more so concerned with who obtains these leadership traits. 
As an alternative to the approach laying out hypotheses or principles, each situation is concerned as to what sort of leader is needed, or the decision a leader should make. It emphasises that in order to have effective leadership; it is crucial to have a leader with a certain set of traits (Northouse, 2019).
Various research has shown that trait leaders are born, not made, and differ from other successful leaders as they obtain core personality and undeniable traits in order to succeed. By using their characterised individual differences and understanding their qualities and personal traits, these leaders can help followers and/or organisations progress, even in unconditional situations (Nichols & Cottrell, 2014).
It would seem this approach has over a century of research to support it, and this plays to its strength. Compared to the other theories, the trait approach has many depths of studies which have been conducted, which gives it a level of credibility. It has also supplied us with how important various traits are in the leadership process from the data collected. Some would also say that the trait approach is intuitively appealing, leading with the notion that trait leaders lead from the front, and the speciality of their traits resides in their differences (Northouse, 2019). 

However, there has been many shortfalls of the trait leadership approach. There is much research to suggest that trait leadership is too simplistic, and these traits take a long time to mature and improve. As it is merely predicted by the personality of the individual, the effectiveness of the leader is undetermined. It would seem over the past 100 years an enormous number of studies have been carried out over the trait approach, however the findings to these studies have been uncertain and ambiguous at times, leading to a failure to delimit a definitive list of leadership traits. 
Another shortfall is without factoring situational effects into the mix, it can be difficult to pinpoint a set of traits that are distinctive of leaders (Cherniss and Goleman, 2001), as there is no definitive list of these leadership traits (Northouse, 2019). For example, an individual may not uphold the traits for them to maintain their leadership over time but had the traits to arise as a leader initially. Because of this there are no identifiable set of leadership traits (Cherniss and Goleman, 2001).
As mentioned previously although there has been a large number of studies that have been carried out over a century, these studies have been shown to be unreliable and confusing. Not only this, but the determination of the most important traits has resulted in being highly subjective. For example, an individual who excels with certain traits as a leader in one situation, has the possibility of being unsuccessful in another situation. 
A final shortfall is as teaching new traits is not an easy process. Even if definitive traits could be identified, the trait approach is not considered useful in training and development, as traits are categorised as fixed psychological structures (Cherniss and Goleman, 2001).
Despite this approach not providing a definitive set of traits, what it does provide is a sense of direction if one aspires to be in a leadership position, and which traits are beneficial to retain (Northouse, 2019). If WAST encouraged staff to complete personality tests and questionnaires, it would enable staff to gain insights of their strengths and weaknesses regarding leadership. Thus, gaining an insight as to whether they uphold specific traits which are deemed important as a leader. 
As a senior paramedic in a leadership position within WAST, I could assess where my standpoint is within my organisation with the information and material from the trait approach, and how this could advance and strengthen my position as a leader.
However, I believe if this leadership approach was to be used within WAST, it brings a rather discomforting premise that an individual can only arise to become a good leader from certain traits, which are believed to be either inherited or genetic. This could case staff to become demotivated, as it leaves little room for personal growth, which could result in the individual feeling unappreciated and uninspired (Ayub, 2013).
The final leadership approach is situational leadership. As the name implies, this type of leadership is adjusted to best suit a particular situation by the leader, and it includes four leadership styles: direct, coach, support, and delegate. It is based on the foundation that leadership complexities must adapt accordingly and carter to the differences in situations, as there is not one approach which is able to fit all situations, as each situation is different. It consists of two dynamics; directive and supportive which are interrelated and should be applied in all situations. It is the leaders who are responsible in shifting strategies from directive to supportive, as this approach assumes that according to the situations, an employee’s abilities and desires vary over time (Taylor, 2019). 
When crisis occurs, it is the role of the senior paramedics to step up and make the clinical decisions. My clinical decision-making skills need to be concise, and I need to show capability as an effective leader. It is my role to manage the chaos, and also manage the patients and well as my team. I have to shift my way of thinking and decision making in order to adapt to the surrounding situation (Lateef, 2018)
When applied in the practical part of our job roll, the situational approach has had considerable success. From the literature it would suggest that this style of leadership has been a factor in training programmes for companies worldwide for many years and is respected as a credible model in establishing effective leaders. 
This approach also allows for more emphasis on the flexibility of the situational leader and offers them a unique perspective view of the subordinate. This assists the leader to learn new skills and increase their confidence on their own leadership ability. 
This approach to leadership would especially benefit WAST as its proven to be an extensive approach practically in an emergency situation. Working in an emergency setting the environment is often unpredictable and complex. Therefore, the flexibility and the need for the leader to make rapid decisions are of the upmost importance. Furthermore, as this approach has a clear set of prescriptions for action in an ever-changing environment, leaders can adapt to these situations and act accordingly (Ayub, 2013).
To conclude this essay, we were asked to recommend an application of a suitable leadership approach within our own work situation. However, I found choosing just one leadership to apply near impossible. So, I believe to be a truly effect leader within The Welsh Ambulance Service both approaches of leadership; transformational and situational would or should be suitable. 
I believe if WAST were to adopt a more transformational approach to leadership, it could contribute to a greater outcome of employee satisfaction, without the feeling of being micromanaged. Not only this, but I also believe employees would be more likely to engage in work with amplified effort and similarly perform better. It would make employees feel equally as important, and their own needs and desires of growth are considered and supported. Furthermore, they would be encouraged to share their ideas and inspire them to become more innovated. They could intellectually stimulate employees to optimize their talents and skills, and believe in making a change for the better (Gesner and Standfor-Blair, 2019)
From an organisations perspective, as this style could increase morale, WAST could possibly notice a lower turnover of staff, which could overall lead to a lower turner of cost, as a result of not having to employ and train new staff (Patel, 2020).
However, as the environment we work is in often unpredictable and chaotic, from reading the literature the situational approach to leadership should also be applied, as there isn’t a definitive leadership approach that works for all conditions. As the environment we work in can be very unpredictable and complex, it’s vital to have a leader that is flexible and make quick decisions in order to adapt to the complex and dynamic situations and environments.
Such is very true given the condition of current affairs from the pandemic. The way we work has changed, and the way we deliver a service has changed. It was vital that leaders adopted this style of leadership, as more so now than ever, in order to work through the challenging and troublesome times. 
Assignment 2
To put reflection into a professional context, it can often be referred to as the process in which we critically evaluate ways or/and areas we can improve upon. Whether that be our performance, how we act within certain situations and tasks, or even how we interact with employees (Webb, 2018).
This reflection essay will explore and critically evaluate my own leadership qualities and skills and assessing the impact of these on others in the workplace. I will review my leadership experience and demonstrate the key skills and behaviours in relation to effective leadership. To conclude I will create a personal development plan, addressing identified personal and professional areas for improvement. 
Since starting within The Welsh Ambulance Service in 2016, I feel that my leadership qualities and skills have developed significantly. I feel that the experience that I’ve gained to date has taught me what it takes to be an effective leader. These skills and behaviours I have transferred to my newly appointed leadership position as a senior paramedic. 
There are many skills and behaviours I have learnt in order to develop as an efficient leader, but among these skills I believe that communication and the way that I communicate, is one of the upmost of importance. Over the years, by prioritising interacting efficiently with my colleagues, I have seen a vast improvement of communication between my team and I. However, I am well aware that there are two key factors to process productive communication as a leader: speaking and listening but also together with understanding. I’ve learnt that in order to communicate effectively within the team, I have to be heard and understood. When giving instructions or communicating with the team, I ask for confirmation of understanding of what is being asked. Thus, seeking to decrease the risk of error or miscommunication. 
As mentioned previously, as well as being a good listener, I am similarly a good observer. Being a good observer, I am able to read people by analysing their attitudes and behaviours. Such enables me to modify and adapt the information to the situation, to ensure that all team members are able to understand. This is accomplished by creating a relaxed atmosphere, where staff are not afraid to ask questions. Furthermore, as our work environment is often unpredictable and demanding, this is also helpful for communication during stressful situations. 
I consider myself a very positive person. I attempt to encourage and stimulate others to work to the best of their ability. This is largely because I maintain a strong work ethic and have a precise set of working principles. As a leader I support my team and incorporate and reflect these principles. This not only benefits the team to work effectively, but it also gains me a level of respect towards my judgement from my team.
While communication plays a significant role in being an effective leader, I also believe trust is the foundation to leadership. Before I was trusted by my team, I found it hard to stimulate and involve them. These barriers were broken down by being open and honest to my team and exemplify a high level of character (Hancott, 2016). 
From a communication perspective it would seem I have adapted the situational approach to leadership. I adapt my leadership style by understanding the need for diversity of adaptation, according to the need of my staff and the situation. As some situations may demand direct and strict communication given the nature of our job, I am able to adapt to these situations to deliver effective communication. However, when it comes to distinguishing which oriented situational leader I am, I have become aware that I am more of a relationship-orientated leader, than a task-oriented leader. I find I am more concerned with prioritising the staff and my team, and less concerned with prioritising the processes and procedures within the ambulance service. This has enabled me to develop stronger relationships between myself and my team (Heatley, 2018). 
At the beginning of my career, I found it difficult to be assertive with colleagues. As a newly qualified paramedic I felt as though I was ‘thrown straight into the deep end’. I would often find myself being the leader on scene of an emergency as the only paramedic, working alongside emergency medical technicians, of whom had several years of experience. I initially found this intimidating, as although I had the paramedic science qualification, the experience they had I felt held greater value. This was simultaneously impacting my professional relationships, as I was often overlooked and discounted, due to me being too nervous and unassertive to make decisions confidently. I knew if I wanted to progress in the ambulance service and be recognised as effective leader in the future, this this was an area for development. As time progressed, so did my confidence. As my confidence grew, I noticed I was becoming more assertive, and I felt the feeling of intimidation disappearing. 
This skill of being assertive I thought was necessary to use as a senior paramedic in the leadership position as it’s an important part of communication. I thought in order for me to become an effective leader, I would need to use my assertiveness to gain authority and the respect of my team. I strongly believe being assertive is required to be an effective leader. However, not to confuse assertiveness with aggressiveness, I have found that being assertive is more about being direct and giving an honest expression on how you feel or what you require. Never would I be rude or disrespectful to my team, but I felt that I gained a lot of respect for addressing issues in a non-confrontational manner. 
Quite often I’ve discovered I have used my assertiveness in order to protect my team members, who are maybe not assertive enough to stand up for themselves. This happens all too often at hospitals, where in some cases, hospital staff can at times belittle crews and take advantage of them. Visa versa I have also used my assertiveness to express my feelings on my team’s wrong behaviour, or unprofessionalism on duty, and suggest ways to rectify this (Cohen, 2020). Although there is always potential for my assertiveness to cause conflict, I have discovered through experience I am able to share my point of view, without upsetting others, thus reducing the risk of this.
Part of our leadership role as senior paramedics is to observe staff and assess their clinical skills. A very important factor is to give honest feedback. This is where my assertiveness as a leader transpires, as it allows me to deliver the feedback to staff sensitively, which encourages them the desire to improve. All feedback is communicated with assertiveness, yet a calm but firm presence. I do not believe that I am superior to any member of staff, and all communication is open with no hidden agenda (Sutton, 2021). I’ve found that the staff generally tend to respond well to this kind of behaviour, and it has gained me a lot of respect in the workplace as a result.
When I was appointed the post as Senior Paramedic, I had a clear vision of ideas on how I would carry out this role and be accomplished and respected as a successful leader. I had a clear vision of the future, and where I wanted to take the role (Zmorenski, 2012). The clear vision was that I wanted to both enable and inspire staff, whilst ensuring that they feel valued, aiming to challenge the status quo. I aspired to create a better working environment, where the staff felt both confident and comfortable to ask questions, in order to push themselves to work to the best of their ability (Andrew, 2018).
I wanted to encourage staff to not only feel passionate and valued, but learn that they could excel when they felt valued and important. However, there were some struggles along the way. Initially I struggled with the assumption that every member of staff was self-motivated, and soon realised that external struggles from the organisation had eroded their intrinsic motivation. From a personal perspective I suppose being intrinsically motivated has never been an issue, so I quickly learnt that in order to achieve results I would have to empower and motivate them (Hancott, 2016). 
To accomplish this, I was immediately focused on becoming a good role model, empowering staff and implementing my vision from the provision of hard work (Riggio and Bass, 2006). I wanted to set a good example for my team to emulate and carry this out with reliability and consistency (Hancott, 2016). By acting as a role model for the high-performance behaviours that I desired, it appointed my team of staff to engage in my vision. By creating this compelling vision, staff were more willing to engage and support me as a leader (McPheat, 2020). 
I continually reflect on the example I portray, as I feel there is no avoidance of being an example in this leadership position, as I am constantly being observed by my teams and colleagues. The discretion of the example is up to me, however showing a good example as a leader shows integrity, and links with what you say and what you do. Being a hypocritic leader is not an option, and I always practice what I preach. Thus, I believe that to also set a good example I wouldn’t ask my team to do something that I would be unwilling to do myself. 
I have found the key to successful leadership in the fast-paced and stressful working environments within the ambulance service, is to challenge staff to work and perform beyond what is normally expected of them. By doing so it stimulates creativity and innovative and encourages the development of a collective leadership potential. 
Relating these behaviours to a leadership approach, it would seem I have adapted the transformational approach. Transformational leaders stimulate and inspire followers, not only to achieve extraordinary outcomes, but develop themselves into leaders too. This is aided by transformational leaders assisting with the growth and development of individuals into leaders by empowerment (Riggio and Burns, 2006). 
I have used this style of leadership, not only as a Senior Paramedic, but in my previous role within the ambulance service as a mentor for paramedic students. Within this role I motivate the students to push them to their full potential, and often to above what they thought they were capable of. Once more, all students are treated as individuals, not only helping with their clinical skills, but preparing them to help learn and develop their own leadership capacity. Within this leadership role I mentor the students who lack experience and skill set and demonstrate the skills which are required by motivation and support (Dahiya, 2015). I understand that it is crucial to connect with the students and build a supportive relationship. To achieve this, lines of communication are kept open, that way students feel free to share ideas and to build upon their own confidence (Cherry, 2020). It would appear that I’ve been successful in achieving this, as I have received an endless amount of positive feedback, alongside a large number of students successfully transitioning from a paramedic student to paramedic, this being something that I’m particularly proud of.
As a Senior Paramedic and a mentor, I have learnt that effective communication needs to be continuous, and also to become self-aware of the appropriate use of both formal and informal approaches (Dahiya, 2015).
A valuable lesson I learnt at the start of the Senior Paramedic role was, I wasn’t in a position to lead others until I’d learnt how to lead myself. Consequently, being so overwhelmed and pregnant (at the time), having engaged in such a high-pressured role, in order to keep standards high, I would often initially complain and seemingly overreact at the smallest mistake made by staff. It seems as though I initially followed a zero-tolerance approach, If I did not follow this approach, I felt that it would make me appear weak/an easy target for people to take advantage of. I found when a job didn’t quite go to plan, I would come down hard on the staff, causing me to become resistant and discount other people’s input or feedback (Adubato, 2016). I wouldn’t take any input from the team when making decisions, all methods and delegation would be made by myself, and myself only. 
This lesson I learnt the hard way. Because I had been a paramedic for six years, in order to make my life a little easier I felt I could take a few short cuts. An issue had arisen between staff, and instead of acting proper diligence or sitting staff down to effectively discuss and process through the issue, my decision was made purely off my own opinion and feelings, which was not well received by my team. As my team were not given the time or the information to prepare for my decision, they were not happy. My team questioned my ability to lead, and the trust which had taken months to build was now in question as a result.
It didn’t take me long to realise that this issue was with myself and my attitude, and not at the fault my team. I was the source of the problem, and quickly apologised for my actions (Maxwell, 2021). I wanted to apologise quickly to help rebuild trust, but to also show I am very self-aware of my actions, and consciousness in which these actions impact my team (Duckerschein, 2015). 
Here as an autocratic leader, it would seem I was more concerned with ‘cracking the whip’, than my team members well-being. And as the literature would suggest, in order to lead your team to reach their full potential and generate a performance you desire, in that case they need to be nurtured. 
By building my leadership approach of the leadership model of an autocracy, I was eliminating individual staff members responsibility, making them feel demoralised and unenthusiastic within their roles. I was very regimented and meticulous, leaving no room for innovation or creativity (Wilson, 2014). 
I realise now that this wasn’t a respectable approach to leadership, and it was potentially causing a lot of collateral damage, involving staff’s emotions and feelings which were being hurt. Recognising this, made me realise that this approach was not very well suited to myself. However, after a lot of introspection and some great advice from people in similar leadership positions, I found that my standards of work performance can maintain high without being too dominant and overbearing. This lesson I found very valuable, as it shaped me into the leader I am at present (Adubato, 2016).
Nevertheless, this approach to leadership wasn’t all amiss. I found when I adapted this approach it allowed for quicker decision making. As I was the leader on scene of an emergency, I didn’t have to deal with multiple leadership levels, meaning there was no requirement to consult with higher management to decide; I was the person in charge (Miller, 2012). Equally, with less people involved having input on the decision making, it allowed for the quicker establishment of structure and direction (Wilson, 2013). As I was the only one making the decisions, weighing up the pros and cons, this improved the overall speed of those decisions being made. 
I suppose adapting this leadership approach reduced the pressure on my team, as I was the person fully responsible for all the decisions being made. I found this more profound with newer members of staff, who were less experienced, as it helped replace the skill gap. As specific instructions would be given for the team to follow, this facilitated to replicate the results and outcomes required (Gaille, 2017). New employees could benefit from the competencies, as it helps them gain experience of what is expected of them (Wilson, 2013). 
In this leadership position I work hard at being enthusiastic and upbeat. Admittedly, I don’t have all the answers to every problem, however I am a highly positive leader to find solutions and overcome obstacles that arise. Because of this I have created a good reputation for being a leader who delivers, and subsequently isn’t intimidated to conquer and overcome new challenges (Wilson, 2014).
As an enthusiastic leader, I am always optimistic and never the pessimist. I enjoy rendering assistance to my team and push them towards their full potential. I project enthusiasm, and do not dishearten or discourage the visions of my team. I feel it is my duty as a senior paramedic in this leadership position to cultivate my team in an inspirational manner (Collins, 2010). 
Alongside being enthusiastic I am very passionate individual, and find I make commitments to my team not only inside the organisation, but outside too. I have been very fortunate throughout my career to have been given opportunities and support needed to progress and grow. Now, as a leader, I am now passionate to communicate what I have learnt to my team, enabling them to progress and grow themselves (Hancott, 2016). When I was appointed this role, I noticed that far too many staff lack passion for their work, and when discussing this issue with them a lot of staff stated they felt unappreciated and miserable. They were tired of the organisation not appreciating their hard work and dedication. As a leader I felt it was my responsibility to change this (Grieser, 2012).
An important lesson I have learnt in my leadership position, is the importance of integrity. As mentioned earlier, trust is very important, however I believe the link between both trust and integrity is essential to form a good relationship between the leader and their team (Klaussen, 2020). In terms of implying integrity as a leader, I consider myself to be very honest, and pride myself on my unshakable morals and strong values. However, I have found that in order to create a culture I wish to promote which values my integrity, I have to actively reinforce it. This is implemented by keeping to my word, and not making false promises, which could potentially crush morale and discredit me as a leader. 
Throughout my career as a paramedic, I have developed my own integrity to the uncompromising harsh realities and uncomfortable truths faced on a daily basis. As mentioned earlier, I openly admit to not always knowing the answers, but my integrity allows me to continue to learn and grow as an effective leader. I found admitting I was wrong quite difficult initially, but I knew admitting these mistakes would only make me a stronger leader (Hancott, 2016). 
As a result of practicing integrity as a leader, it has allowed me to hold myself accountable, not only for my own actions and decisions, but for my colleagues also, illustrating I am committed to success and my vision (Beaven, 2018). I take every opportunity to show that I am deeply committed to being an effective and successful leader by being an active participant and living the example in which I portray to make my visions and values tangible (Hancott, 2016). 
Working on my integrity has allowed me to accept and be open to feedback and criticism, highlighting on my weaknesses to become a better overall leader (Beaven, 2018). I spend a great deal of time reflecting and working on my weaknesses. But I have learnt that my weakness may never develop into strengths, but more so my weakness becoming minimal, allowing my strengths to develop into points of excellence (Hancott, 2016).
By actively reflecting on my actions and words, it would seem I am a very self-aware leader. I believe self-awareness is very important in order to be an effective leader. It helps me understand how my personality traits and habits affect my interactions with my team and colleagues. By highlighting and addressing my weaknesses and shortfalls, it not only allows me to personally grow, but it also allows me to lead more effectively in order to achieve the best possible outcome. Developing my self-knowledge has assisted me to better compensate my natural tendencies and abilities to make better decisions (Moon, 2007). I constantly reflect on what I can do better, which I know is important for learning and growth (Webb, 2018).
As mentioned previously I was self-aware that I wasn’t very good at being assertive and knew in order to be a more effective leader, I needed to empower myself to develop that skill. By understanding my own abilities and limitations it has also improved overall communication. As I am more self-aware of the impact I have as a leader on my team, and I have come to realise the importance of continuing to build upon the foundations necessary to maintain effective communication within my team, and for the organisation (Ruhmann, 2019). By lacking self-awareness, it could sabotage efforts I have put in on developing into an effective leader, and limit to good influence I have on my team (Maxwell ,2021). 
The environment we work in as an ambulance service can be very unpredictable and at times stressful. Because of this, throughout my six years as a paramedic I have established a calm approach to dealing with stressful situations, in order to achieve the best outcome. This is a transferrable skill I now draw upon and utilize daily in my leadership position, not only for myself, but to assist my team to cope with stress. Adapting the transformational approach to leadership has helped me become decisive in my decision making, but not impulsive, and show a clear leadership position within my team. I have learnt that developing this calm approach has allowed me to work better in a crisis and developed my approach to adapt a more transformational leadership style.
As a newly qualified paramedic, adjusting to the transition from paramedic student to paramedic having very little experience, it would seem I would take the more transactional approach, by not making hasty and poor decisions. I would panic and purely focus on short term results (Riggio and Bass, 2006). 
From experience I have learnt that it is important to resistant to pressure to make hasty decision. Don’t get me wrong, I still have to act quickly and make speedy decisions, but my decisions are now more thought-out. This skill I have now transferred in my leadership position (Maxwell, 2021). 
As mentioned working within the ambulance service can be very stressful at times. This level of stress has significantly increased since the outbreak of Covid 19, with a noticeable decline of staffs physical and mental health. As leader, I have realised it is important, now more than ever, to be an empathetic leader. As we, as an organisation, struggle through the tough times of the pandemic, I found being empathic with staff who were struggling, especially those on the brink of being burnt out, was a powerful antidote, in an attempt to create a positive working environment. 
I’m not an expert in mental health, but I wanted to demonstrate to my team and staff within the organisation that I care about their health and well-being (Brower, 2021). I would often check in with staff and ask how they were feeling and if there was anything I could do to help. I found little gestures to show appreciation went a long way and supplying my team with chocolate and sweets for when they return for their breaks would go down very well. Although only a small gesture, this lifted moral, and with this staff become more open to talk and share their feelings and stresses. This was also encouraged by being transparent and keeping lines of communications open to cultivate psychological safety. 
I believe having the ability as a leader to be compassionate and empathic is crucial, not just professionally but personally too. I encourage empathy in the workplace, as I believe it enhances emotional intelligence and the effectiveness of myself as a leader. Although at the start of senior paramedic role, I found it difficult to express empathy, now I feel I have developed my empathy skills, which have been enhanced through developmental opportunities. Even though I have only been in a leadership position a short while, by being empathetic I have established true connections within my team and organisation. I have gained not only the ability to relate to the emotion and thoughts of my team but understand a difference of perspective for others. 
Having such a stressful and demanding job, especially in the current climate, can also have an effect on your personal life and relationships. As an empathetic leader I understand that my team are not only having to maintain their professional responsibilities but deal with personal problems too. I recognise when a team member is struggling and acknowledge that it is within my role as a leader to support these individuals or teams to the best of my ability (Morris, 2020). 
Not only am I empathetic, and encourage open and honest for relationships, for these behaviours to be successful I need to be approachable. This behaviour has taken me more time to master, as this was developing alongside my confidence. Sometimes I would get anxious at the potential of my team asking a question I wasn’t too sure on; this would often give off a very stern and stand-off impression, which evidently was not the case. Now I have realised it’s okay not to know all the answers, but what is important is being open and honest about not knowing the all the answers. Nowadays as I take more of a softer approach, which has helped me relax, my team has disclosed that I am now much more approachable.
As touched upon previously, the coronavirus pandemic has brought new challenges and circumstances for us as an ambulance service, and this has been particularly difficult for us as leaders who have been faced with enormous amounts of change and complexity. Therefore, two very important skills that I had to learn quickly to succeed as a leader in these constant and inevitable changes were the ability to adapt and be flexible. As the way our service was delivered changed, so was the need to deliver my leadership behaviours. In order to survive as a successful leader, I needed to take the time to keep myself grounded through my own personal negative emotions. This includes not only understanding how the pandemic and the new style of working is impacting on myself, but also understand how this new change in leadership is impacting on the behaviour of my team. Paramount was my team’s safety and wellbeing, but there were times where I found myself making decisions outside of what I had previously learnt as a leader. 
To prevail through these uncertain times, it was crucial for me and my team for me to display adaptability, and to seek new ways to solve problems in unexpected crises. This is a skill I am developing at present, in order to be successful in leading my team through this global crisis. Some members of my team were motivated by fear, so it was important for me as a leader to bring focus back to the job at hand and support them (Waetzig, 2020).
In retrospect the positive leadership skills and behaviours I have discussed has resulted in a positive effect on my team, and I feel it has encouraged to work to the best of their ability. I consider my positive outlook and attitudes as an effective leader has certainly had a contagious effect on my team. This I have found particularly significant with the newly qualified paramedics, where my positive attitude and behaviours are watched and learnt to help them nurture good habits and ideas. 
Currently morale is a hot topic of discussion within the ambulance service due to the stresses of the pandemic, where morale being at an all-time low. This is however improving with my leadership actions. As mentioned previously the little gestures of kindness and appreciation has gone a long way, which overall has boosted morale within my team and the workplace. Furthermore, this has created an openness in the workplace, and my team and colleagues feel comfortable approaching me with problems, as I have shown that I actually care. 
Leading my team through trust didn’t come easy, however the trust relationship that has been formed has help build a stronger foundation within the organisation. This has been formed by having a full disclosure attitude when it comes to the organisation and policies, but also being discreet when individual employees confide in myself with personal issues. Therefore, is has created a more open and honest workforce.
[bookmark: _Hlk88670955]Communication is a huge attribute to being an effective leader. I believe in engaging in an open-door policy, which helps relieve tensions and feelings of apprehensiveness. This open-door policy has helped reduce worries and conflicts, alongside side my team getting the support they need. I create monthly meetings over Zoom with my team to encourage them to raise their concerns or ideas, advocating a position space for them to do so. I have found this has also encouraged the communication within my team, as well as building rapports and morale (Sutevski, 2020). 
Now that I am giving recognition to my team for the important role they play within the organisation and praise them when they perform well, it would seem I have created a better working relationship as a whole. I have come to realise that recognition is more than just giving physical rewards, but more acknowledgement for their efforts (McKinny, 2019). 
When we were assigned this assignment and were asked to define our leadership styles, I realised that initially I wasn’t able to give a certain answer, as I have never really thought of defining it personally (Duckerschein, 2015).
However, reflecting back on my behaviours throughout my career in the ambulance service, along with the literature, I am confident that I have a better understanding of these behaviours and approaches, and how they can impact and influence my team. What I have come to realise that leadership qualities are context dependent and can vary in different scenarios and situations. It seems I have infinite flexibility when it comes to my leadership style, and I am able to adapt this as our job role is becoming increasingly complex and dynamic. As mentioned previously this is one of the fundamental principles of the situational leaderships style. Another important factor that I have come to realise that the perfect leader does not exist, and knowing your weaknesses as well as your strengths, shows great integrity and self-awareness. Not only this, but I have discovered that you need to learn leadership over time and learning from your mistakes is a crucial part. 
I have come to realise that I want to be the type of leader who is centrally concerned with supporting and encouraging my team and colleagues. Obviously, there is an element where I need to make decisions and actions in relation to many other factors, but ultimately, I want to dedicate my leadership position to influencing others to succeed and catering to their needs and aspirations (Gujral and Phil, 2013).
As part of the assignment, we were asked to develop a personal development plan (Appendix 1), which consists of a list of self-improvement goals, alongside an action plan of how these goals will be achieved. 
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Appendix 1 – Kate Holifield’s Personal Development Plan
	[bookmark: _Hlk88771976]Development Area
	Development activity & date to complete
	Resources/support required
	Measure of success
	Review method & review date

	Self-Development 
· Self-awareness










· Assertive











	
Read: Maxwell, J.C. (2021) The Self-Aware Leader: Play to Your Strengths, Unleash Your Team. New York: Yates & Yates. 


Self-awareness Test



Read: Hayman, S. (2011) Be More Assertive: A Teach Yourself Guide. London: McGraw-Hill Education

Course- Assertive leadership – professional training course (6 weeks) ONLINE
	
Reading time 2weeks/ rest days 






Access to the internet



Reading time 2weeks/ rest days





Access to the internet 

Cost of course £9.99

Books from library




	
Completion of book

Understanding strengths and weaknesses in depth



Completion of test and review results


Completion of book

Increased ability to express assertiveness



Completion of the course.
	
Self-assessment 
4th December 2021






Self-assessment 
30th December 2021


Self-assessment 
24th January 2022





Self-assessment
6th April 2022

	Interpersonal Development
· Leadership














· Team development





· Clinical skills








· Continuous professional development (CPD)





	

PG Cert course on leadership





Read Hunkins, A. (2020) Cracking the leadership code: three secrets to building strong leaders. New Jersey: Wiley


Organise a team building day.





Attending University: Complete an MSc programme of study in Critical Care, by June 2023




Renew membership of College of Paramedics
	

12-month period/ rest days, internet 

Library resource access



Self-study reading time. At home/ rest days.

Free to read online from university library access



Feedback from team on request of activity.

Approx £20 PP

Rest days/ annual leave

Apply for funding with work.

Study time request





Complete CPD activities online

Team discussions

Team activities
	

Completion of course


Better understanding of leadership qualities and approaches

Read book

Better understanding of building leadership qualities



Increase team bonging

Increase team morale




Completion of course

Better understanding of emergency medicine.

Increased knowledge of emergency care.


Keeping up to date with the relevant information and techniques. 
	

Self-assessments and assignments 
August 2022




Feedback from team







Feedback questionnaire at the end of the day
September 2022




Mentor for my supervision

Written assignments

Practical examinations 




Self-assessments

Submit portfolio of evidence to The Health Care Professional Council (HCPC). 


	Personal Skills
· Planning/ organisation






· Stress reduction
	
Listen – The Organised Time Technique by Gemma Bray





Obtain gym membership

Home meditation 
	
Self-study listening time
(3hrs 54 mins)

Internet to download audible

Cost £9.99

Self-care on rest days
	
Completion of book

Increased organisation





Reduced level of stress at work

Physically and mentally well
	
Self-assessment of organisation within work
May 2022 





Self-assessment 
December 2022





