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Introduction
In this assignment I will be critically evaluating leadership and management models and identifying a model that is appropriate for my role as a Senior Paramedic within the Welsh Ambulance Service. I qualified as a BSc paramedic in 2017 and worked in the Aneurin Bevan health board as a frontline paramedic for five years before achieving the Senior Paramedic role. As a Senior Paramedic I undertake a clinically active role, operating on both an Emergency Ambulance (EA) and a Rapid Response Vehicle (RRV) resource and ensuring the safe delivery of clinical care from all ambulance clinicians within my team. Just a few of my responsibilities include providing the highest standard of medical standards care in accordance with JRCALC and local pathways. Provide mentorship and support for staff clinically and through education. Lastly, monitor and manage complaints, clinical reviews and reflections and conflict management within my locality. (Senior Paramedic Job Description- Welsh Ambulance Services NHS Trust).

Theories
1. Great Man Theory offered one of the earliest conceptual ways of looking at leadership. Explaining that leaders are born with specific skills and traits that make an individual destined for leadership. Halaychik, C. (2016) states that this theory holds that there is one best way to lead and that personality variables allow certain people to master that best way. This is supported by Northouse, (2010) who stated that ‘certain individuals have special innate or inborn characteristics or qualities that differentiates them from non-leaders.’ 
Lindberg.C (2022) quotes that the great man theory is a valid theory due to its focus on the physical and personality characteristics that are required to be a good leader. On the other hand, Drew, C. (2023) expressed that this leadership theory was ‘not supported by science, is gender exclusive of females and states that leadership cannot be taught.’

2. 
Transformational leadership is a theory in which leaders encourage, inspire and motivate followers. Benmira et al, (2021). This theory is used when an organization needs to be strengthened, is undergoing change or requires a new direction. This theory is supported by Bailey et al (2001), who says that the leader is a good communicator, excellent conflict resolution and worker empowerment. Characteristics of transformational leadership were defined by Burns, (1978) as a model of integrity and fairness, someone who sets fair and clear goals, and provides support.
Yukl, (1999) criticizes this theory by stating that the theory can be perceived as ambiguous and unclear and can involve emotions which may have a negative effect on people and result in burnout.
West et al. (2015) provided research that transformational leadership was widely used and was successful in the healthcare setting. As it abided by the following principles: shared vision, effective teamwork, supportive and enabling staff, learning and inspiring visions. Which therefore linked in with the four main components of transformational leadership, according to Bass, (1985). These are: idealized influence, inspirational motivation, individualized consideration and intellectual stimulation.
As an ambulance service there is continual change and improvements being made to better patient outcomes and improve working conditions for staff. All the characteristics mentioned above can be applied to a leader in the ambulance service as it involves managing people. 

3. Situational leadership theory suggests that no single leadership style is best. Instead, it depends on which type of leadership and strategies are best suited to the task. Types of leadership styles include telling, selling, participating, and delegating. Hersey, P. (2014)
This leadership style makes it easier to apply to all/any situation and environment. 
However, it focuses more on immediate needs as opposed to long term needs and additionally it can be ineffective in task-orientated environments. (Gardener et al, 2021). This is also supported by Cherry, (2018) who adds that ‘leaders need to consider the level of maturity of each individual group member. The maturity level is a measure of an individual's ability to complete a task, as well as their willingness to complete the task.’
As a healthcare provider we are task orientated in terms of providing the best care for our patients. As a frontline paramedic we see, treat and convey/refer to the most appropriate outcome for the patients. 
In terms of maturity of staff, we have different clinical grades which may impact on completing tasks due to skill level. A situational leader would need to consider this when managing a scene/patient and delegate appropriately. 


4. Behavioural theory argued that the success of a leader is based on their ability to respond to environmental factors. Therefore, anyone can become a leader if they learn and implement certain behaviours. (Nawaz et al, 2016.)
It puts emphasis on the behaviour of the leader and not on their characteristics, but it largely ignores the situation and environment of the leader.
On the other hand, it facilitates participative decision-making as well as team development. It supports the individual needs of each team member and the group as a whole. (Verdhan, R. 2022)
However, Khan et al. (2017) opposes this by stating that the theory can pose potential for misuse of the authority granted, cause tension between levels of authority and potentially show a lack of coordination among organizational units


5. The focus of Trait theory is concerned with characteristics rather than what kind of leader is required in certain situations.  Established set of traits are crucial to the effectiveness of leadership. (Northouse, 2007). This emphasizes the leader rather than the followers. Goleman, (2006) argues emotional intelligence is a key trait to: understand and read the emotions of others, creates empathy, support social interaction with others, overcome difficult situations and make others want to help. Emphasis on the emotional aspect/context. Yukl (2012), offers an alternative view arguing key traits are, drive, integrity, motivation and being goal focused; with a need for a higher intelligence of leaders over followers, rather than addressing the needs of the followers. Less emphasis on the emotional aspect/context.
In support of this theory is Alilyyani, (2022) who states that the theory promotes constructing relationships, building trust, promoting ethical environments, transparency and fostering personal development.
However, on the other hand, Ford, (2010) poses that the theory requires professional maturity, that there is a risk of mistrust and can be influenced by personal beliefs.




Leadership styles and link to theory and theory of choice.
Green leader type and link to theory.
Hawthorne effect


Lewin (1939) identified three primary leadership styles; 
Autocratic: when you make decisions without consulting your team members. You tell people what to do, and how to do it. Wang H et al (2018) evaluated the pros and cons of this leadership style and stated that it benefits of quick decisions, and people don't have any say in what you do. However, this can be demoralizing and demotivating for people. With the potential of missing input from skilled, knowledgeable team members, which can severely limit innovation and performance in your team.
Democratic leadership: have the final say on decisions, but you involve team members in the decision-making process. This builds trust and good working relationships, and team members feel empowered and engaged with their work. However, democratic leadership can slow the decision-making process, which can lead to missed opportunities. This can be particularly damaging in emergencies or crises. (Baker, C. 2023)
Laissez-faire leadership: is very hands-off. When you use this style, you allow team members to set their own goals and deadlines, and you let them determine how to do their work. Delegative leadership is most effective when team members are highly motivated and highly skilled, and when you can provide frequent feedback on performance and progress. Therefore, Laissez-faire leaders often avoid making decisions, hesitate, avoid making decisions instead of actively responding to the leadership situation needed (Piccolo et al., 2012). Not in support of the theory are (Bass & Bass, 2008) who stated that the Laissez-faire leadership style is the most unsatisfactory and least effective leadership style, and non-interference in tasks, which can lead to ineffective, hard-to-achieve ways of working target. 

The Hawthorne effect is when there is a change in the subject’s normal behaviour, attributed to the knowledge that their behaviour is being watched or studied. (Oswald et al, 2014).  This is supported by Roberts & Hunt, (1991) who stated the ‘Hawthorne effect’ is named after this phenomenon of working harder because of feelings of participation in something important. This experiment took place in Hawthorne Works of the Western Electric Company in Chicago between 1927 and 1933. (Chiesa and Hobbs, 2008).
The alleged change to two of its female subjects is the biggest criticism of the Hawthorne experiments’ methodology, however, the evidence is contradictory with Mayo (1933) stating that they ‘dropped out’. Roethlisberger (1941) stated that ‘everyone was happy’ and that after the first year and half, there were not any replacements. Regardless of this, the research presented in the Hawthorne studies was deemed to be ground-breaking.
A study using the Hawthorn effect was conducted in the healthcare setting. It indicated that certain themes were identified; such as communication, behaviour, rules and routines, and work environment. ‘All these were found to influence the adherence of healthcare professionals to standard precautions to a considerable extent of which many factors could be mediated by a Hawthorne effect.’ (Rezk. F, 2021).
In addition to this Smith et al (2015) stated that ‘without doubt the behaviour of research participants is influenced by observation and measurement.’ However, it has been suggested that there is no single Hawthorne effect, and that the phraseology poses a variety of potential biases.

A reflective assignment exploring and critically evaluating own leadership qualities and skills before assessing the impact of these on others in the workplace.

At the very start of the self-awareness journey is Insights Discovery. A psychometric tool based on the psychology of Carl Jung, Insights Discovery is built to help people understand themselves, understand others, and make the most of the relationships that affect them in the workplace.
The Insights Discovery methodology uses a simple and memorable four colour model to help people understand their style, their strengths and the value they bring to the team. We call these the colour energies, and it's the unique mix of Fiery Red, Sunshine Yellow, Earth Green and Cool Blue energies, which determines how and why people behave the way they do.
According to the Insights Discovery Model it has been found that I am predominantly Earth green and Sunshine Yellow.

SWOT Analysis is a process that involves four areas into two dimensions. It has four components: ‘Strengths’, ‘weaknesses’, ‘opportunities’, ‘threats’. (Gurl, E., 2017)

STRENGTHS
· What are you good at? 
Communication with different age ranges 

• What skills do others recognize in you, and what do you get rewarded for? 
Approachable. Supportive. Helpful and friendly. Happy.

• What do you do better than most people you work with? 
Positive outlook. Find solutions.

• What are you most proud of? 
Achievement of current position through hard work and dedication. 
• What experiences, resources or connections do you have access to that others don’t?

WEAKNESSES

• What skills do you struggle to master? 
• What do you do only because you must to satisfy job requirements? 
• Are there one or two aspects of your personality that hold you back? 
• What do other people most often identify as your weakness? 
• Where are you vulnerable? 
• Where do you lack experience, resources or connections, where others have them?

OPPORTUNITIES
• In what ways can you take advantage of your strengths? 
• What opportunities are open to people who do these things well?  
• Are there any general threats that you need to think about? 
• If you don’t address your weaknesses, what problems could they cause? 
• What setbacks might you face? 
• What obstacles have other people overcome when they’re trying to get to where you want to go?  
• What would you love to do that you’re good at? 
THREATS
• Are there any general threats that you need to think about? 
• If you don’t address your weaknesses, what problems could they cause? 
• What setbacks might you face? 
• What obstacles have other people overcome when they’re trying to get to where you want to go?
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