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I am employed as a Senior Paramedic (SP) in an NHS ambulance trust and was appointed in 2024. This is a relatively new role within Welsh Ambulance Services University NHS Trust (WAST) created in 2021. The role mainly involves clinical leadership and support of Emergency Medical Services (EMS) staff, directly on one-to-one ride out shifts, providing senior clinical leadership at complex and/or protracted incidents.
In this I assignment, I will critically evaluate five leadership styles/theories and evaluate whether they would be suited to my role as SP. There are multiple leadership styles or theories that could be utilised well by an SP in practice. The leadership styles/theories I will be evaluating are Servant, Transformational, Adaptive, Situational and Autocratic Leadership.

The term “servant leadership” was originally used by Robert K Greenleaf in his essay ‘The Servant as Leader’ in 1970s. In that essay he would go on to describe it as: 
Servant leadership is a leadership style that emphasises serving others before aspiring to lead and then making a conscious effort to lead. Developed by Robert K. Greenleaf, it contrasts with traditional autocratic leadership. In servant leadership, leaders prioritize meeting others’ needs, fostering growth, and benefiting society (Greenleaf, 2024).
While traditional leadership involves the accumulation and exercise of power by one person at the “top of a pyramid” structure, the servant leader shares power, puts the needs of others first and helps to develop people and improve their performance as much as possible (Greenleaf, 2024).
The servant leader has a set of values and characteristics which include a strong service ethos, integrity, humility, morality, empathy, and trustworthiness. A servant leader leads by serving, inspiring, and enabling others to exercise leadership responsibilities (Dean, 2014). 
Larry Spears identified a number of characteristics of servant leadership, able to actively listen, have empathy, to ability heal, have self-awareness, able to persuade, able to conceptualise, have foresight, take ownership, committed to growth of individuals, sense of belonging and community (Mullins, 2016).
Yukl (2013) theories there several key values present in servant leaders which orientate helping people and creating trust and cooperation. They prioritise integrity by maintaining open and honest communication, fulfilling promises, and taking responsibility for any errors. They show altruism by making sacrifices for the benefit of others, putting their needs before their own. They approach leadership with humility, treating everyone respectfully, avoiding status symbols, and acknowledging the contributions of others. Empathy and healing guide their actions, as they seek to understand others’ perspectives, mediate conflicts, and encourage resolution. They have commitment to personal growth, fostering confidence and abilities in individuals through mentoring and coaching. Additionally, they advocate for fairness and justice, opposing unjust practices, and empower the team by involving them in decision-making

An example of servant leaders are politicians, who are elected by the people, and they then serve the people they represent (Gopee & Galloway, 2017).  Howatson-Jones (2004) points out that leadership within NHS has fallen short in the past, this has led to investment in leadership training particularly for clinical staff. I feel this is the case within WAST. As a result, it has led to the development of the SP role, which is then supported by placing SPs on the PG Cert in Professional Practice (Leadership in the Emergency Services) course.
There are some criticisms of servant leadership, Andrade (2023) suggests the characteristics of servant leaders, such as empathy, compassion and other pro social behaviours that are intended to benefit individuals and society, could cause them to be ineffective as leaders. They may struggle to provide negative feedback and manage conflict with followers, and in turn this will hinder their ability to help others develop and progress in their career. (Andrade, 2023)
My role as a healthcare professional working for the ambulance service, is to serve the patients and communities we cover. However, in my role as Senior Paramedic (SP) working within the ambulance service I serve the staff around me, who are the followers. Servant leadership focusses on the behaviours required to allow the team to perform at their best, by putting them first and always considering their wellbeing. These behaviours can be seen in WAST, who have set out seven behaviours for all staff to follow. These closely align to the characteristics and values of servant leadership. 
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(Welsh Ambulance Services University NHS Trust, 2024)

One of the big positives of servant leadership is that it focusses on the follower’s wellbeing. Decisions made in the organisation are done so with the follower’s best interest in mind. This builds trust and respect amongst leaders and followers; this increases team morale and can improve organisational performance as employees feel valued and trusted (Yukl & Gardner, 2020). Yukl and Gardner (2020) mentions a meta-analysis completed by Hoch and colleagues (2018), where they mention that there is increased employee job satisfaction and performance, improved work engagement, improved organisational commitment and organisational citizenship. Thus, by focusing on the needs of the employees, promoting collaboration, the employees buy into the community and positive organisational culture.
Yukl and Gardner (2020) highlight that there are some consequences for the organisation when the wellbeing of the employees is prioritised. Such as, financial constraints may lead to difficulties for the servant leader to balance the needs of the employees they serve with the need of the organisation who may need to keep control of budgets. This may lead to decisions made by senior leaders without the consultation of employees, and this may then affect the employee’s wellbeing. They also point out there is a need for further research around this. 

Servant leadership can work well at all levels of management in the ambulance service, ensuring staff wellbeing is a high priority. Allowing staff to feel valued and respected, whilst also being consulted and heard. By serving staff in this way they would then being serving the communities and patients who staff attend. 
I believe elements of servant leadership can work well withing my role as SP, such as having the wellbeing of the team as a priority, high levels of respect and trust. This is true when applied to the day-to-day management of the team, however, we work in a variety of settings and find ourselves in range of situations. When dealing with emergency critical situations, we can often be a team of multiple people, who may not have met previously, of different clinical grades and experience. This then requires me to adapt my style of leadership, sometimes being more autocratic or democratic. Some individuals may need more support and coaching, while others may be of higher clinical grade or ability and will require little input from myself. I believe servant leadership does lend itself well to the ambulance service. I believe it could be used as an umbrella type of leadership that can encompass all that we do. Although I believe it can be supported for by other leadership models at the scene of critical incidents where the situation may need a more direct or adaptive style of leadership.

An alternative to servant leadership is transformational leadership which works by generating increased levels of motivation and commitment among followers. Transformational leadership is about transforming the performance of the business, the leaders achieve this by appealing to higher ideals and values of the followers, and creating a feeling of justice, loyalty and trust (Mullins & Christy, 2016)
This theory was proposed by James Burns in the late1970s and expanded on by Bernard Bass in the 1980s. Transformational leadership is a popular and modern style of leadership with business tycoons such as Jeff Bezos and Steve Jobs who are notable examples of this style of leadership (Chakrabarti, 2023). They can mobilise followers to accomplish significant achievements. Its use withing the health and social care setting is encouraged, as it has been shown to improve patient outcomes and increase performance among healthcare teams (Fischer, 2016).
Bass proposed that followers are transformed and  motivated by leaders who raise the awareness of the importances of the purpose of the mission or task, persuading them to go beyond their own self-interests for the benefit of the team and by activating their higher level needs (Mullins & Christy, 2016).
Bass argues  transformational leaders possess the ability to inspire and motivate followers through several key actions. Firstly, they raise awareness about the significance of the organisation’s purpose and task outcomes. Secondly, they encourage followers to go beyond their self-interests in service of the organization or team. Lastly, they activate higher-level needs, fostering personal growth and fulfilment (Mullins & Christy, 2016).

Transformational leaders need to have charisma and be respected by their followers. They stimulate and drive new ideas and approaches from followers to improve organisational performance. They do this by providing meaning and challenge to the work of the followers, whilst ensuring their growth and development. (Mullins & Christy, 2016)
Transformational leadership encompasses four key components proposed by Bass. Firstly, idealised influence involves the leader’s charisma, earning respect and admiration from followers. Secondly, inspirational motivation stems from the leader’s behaviour, providing purpose and challenging work for followers. Thirdly, intellectual stimulation encourages novel approaches and creative problem-solving from followers. Lastly, individualized consideration demonstrates leaders’ attentiveness to the growth and development needs of each follower (Mullins & Christy, 2016).
Transformational leadership is known to have many positive outcomes, including high level of staff satisfaction, increased commitment and performance (Avolio, et al., 2009). It creates a supportive work environment where staff feel valued, empowered, and motivated to contribute their best efforts (Bass & Riggio, 2006)
Yukl (2020) mentions that Bass (1996,1997) believed transformational leadership would be effective in any situation or culture. It does not specify any situation where it would be ineffective. The positive relationship between transformational leadership and effectiveness has been replicated in leaders at varying levels of authority, in different types of organisations and in different countries (Bass, 1997). The characteristics of a transformational leadership are relevant for most leaders; however, they are not equally effective in all situations. This is supported by Northouse (2019) who argued that transformational leadership effectiveness can vary depending on organisational culture, industry dynamics, and the nature of the of the tasks and goals.
I believe elements of transformational leadership can work within the ambulance service, particularly at senior levels where they are sharing their vision for the future of the organisation, it can allow us to develop and motivate staff, increase their job satisfaction, and increase their performance and commitment.  However, I agree with Yukl in that it is not suited to every situation, particularly at the frontline incidents. When in a critical situation, that is rapidly changing, and interventions need to be performed to preserve life, it may not be best suited. It requires a relationship between leader and followers to already exist and there can be situations, where a group of staff come together at the scene of an incident, and they have never met before. There for they have not established a relationship of respect and admiration with the leader. 

Transformational leadership has similarities to adaptive leadership as they both inspire and empower individuals to navigate change and achieve collective goals. Adaptive leadership is a concept that was introduced by Ronald Heifetz and Marty Linsky at Havard University, where they were professors at the time. It offers a framework for leading in complex and challenging environments (Heifetz & Linsky, 2002). Adaptive leadership emphasises the ability to adapt and thrive in the face of uncertainty and ambiguity. This theory is considered one of the most modern leadership theories. Adaptive leadership focusses on the act of mobilising individuals to confront complex problems, adapt, and flourish (Heifetz et al., 2009 cited in Fausett, et al., 2023).

Adaptive leadership relies on emotional intelligence, fostering trust and strong relationships. It emphasises organizational justice, introducing policies transparently and accommodating diverse viewpoints. Development is key, as adaptive leaders learn and evolve strategies to drive growth. Lastly, their strong character, transparency, and creativity earn them respect (Corporate Finance Institute, 2024).
Adaptive leaders understand their staff, their strengths and capabilities, and therefore know what roles they would be best suited to. They foster good relationships by having empathy and understanding with staff, this in turn builds up trust. Adaptive leaders must accept that they may not know the solution to the problem they are facing, and therefore must ‘learn’ in order to solve it (Academi Wales, 2018).
Granger (2023) conducted a pilot study and found that to be an adaptive leader, it did not matter where you were born or what gender you are. It was wherether you had the skillset (born with or aquired) to adapt to the changes around them. This would allow them to progress when changes occur around them, this allows them to be better educators for their team and patients. 
There does not appear to be many weaknesses with using adaptive leadership, as the leader is constantly adapting and learning to solve the problems they face. They build good relationships with followers and help drive the organisations forward. Due to it being a relatively new leadership model when compared to other established models, there is very little evidence to prove if this style of leadership is effective or not. There have been some small studies such as Adams, et al., (2013) where they used adaptive leadership framework to facilitate family member decision making in the ICU. 

I believe adaptive leadership can work in various areas of the NHS and most likely already does. This could work well with frontline leaders who deal with patient facing staff, they could direct the best skilled staff to tackle the problem. An example of this could be directing Advanced Paramedic Practitioners (APP) to deal with patients with chronic long-standing conditions, because they have an enhanced skill set to deal with this low acuity category of patients and directing Cymru High Acuity Response Unit (CHARU) Paramedic and Senior Paramedics to serious critically unwell patients because they are specifically trained and experienced in dealing with this category of patients. 

Adaptive leadership shares similarities to situational leadership, both emphasise the need to adjust leadership styles based on the specific context and challenges faced by staff or the organisation. Hersey and Blanchard developed Situational Leadership theory in the late 1960s, then further refined and developed this over the years. The foundation of this theory was that different situations required different styles of leadership. It requires leaders to adapt their style of leadership to the situation and the individuals within team to be effective (Northouse, 2021).

This leadership theory suggests there are four styles of leadership you can use, depending on the task and the readiness of staff that require managing (Buisness to you, 2020).
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Complete reference-Figure 1: SLII Model (Leadx.org, 2019)
S1- Directing (Telling)- This requires the leader to tell staff what is expected and exactly what to do. It demands high emphasis on directive behaviour and low emphasis on supportive behaviour.
S2- Coaching (Selling)- This involves increasing the skills and confidence of the staff in order for them to ultimately take on more responsibility. This is high directive and high supportive behaviour from the leader. 
S3- Supporting (Participating)- This involves the leader listening and praising staff. It focusses on the relationships with staff in order to get the best out of the team. This requires high supportive behaviours but low directive behaviours.
S4- Delegating- This requires very little input from the leader as the staff member will be capable, willing to complete, and take great responsibility for the task. This requires low supportive and low directive behaviour from the lead. The leader should still ‘check in’ to a far lesser degree than previously, in order to provide support if required. 
(Buisness to you, 2020)

The ability to develop staff to a point where they are both competent and committed, allows the leader to free up their own time to deal with other challenges that arise (Kippenberger, 2002). This style has been used many times for training leaders of the future, it is reported that more than 400 of the fortune 500 companies use it to train effective leaders (Northouse, 2021). It offers a lot of flexibility for leaders to adjust their approach to the current situation and the needs of the team (Northouse, 2019). However, it relies on the leader’s subjective judgement as to assess the individual’s willingness and competence to complete the task (Northouse, 2019). There is lack of robust evidence the validity of this model (Schedlitzki & Edwards, 2018).
I feel that situational leadership can work in my role as SP, it offers an easy framework to follow when dealing with staff who have variable competence and willingness to complete tasks. I am sure I have unknowingly used this style already in my practice as a paramedic and SP. It would work well when providing training to staff, as it would allow me to adjust my style dependant on the competence of the staff and the complexity of the task or goal. For instance, if I had new starters with little prehospital experience, I would explain exactly what and how the task needs to be completed. However, if I needed a task completed and ask a well experienced and established team of Advanced Paramedics, I would likely be delegating and passing the responsibility onto them, whilst remaining available should they require any support. 
There are situations where I feel situational leadership may be difficult to implement. For instance, if there is a team of varying skill sets and experience, who have varying levels of competence and commitment, it may lead to confusion and frustration. Confusion and frustration may also apply to situations where there is an ad hoc team of ambulance staff at the scene of a critical incident, where the leader does not know the competence and willingness of the team fully, nor do they have time to find out.

While situational leadership emphasises adapting leadership style based on the situation and needs of the team. Autocratic leadership entails making decisions and giving orders without much input from others. In the autocratic or authoritarian style of leadership, the balance of power lies with the leader. The decision making is made by the leader, who also has the authority to determine policy, procedures for achieving goals, work tasks and relationships. They control the rewards and punishments in conforming to their decisions (Mullins & Christy, 2016). This style of leadership has been around for a long time, where there is a clear leader who has the control over decisions and does not need input from staff in making those decisions.
Autocratic leadership has three subtypes. The first is directing autocratic leadership, where the leader provides explicit instructions to staff on what to do, how to do it, and when it should be done. In permissive autocratic leadership, the leader makes the decision but allows staff some flexibility in how they complete tasks. Finally, in paternalistic autocratic leadership, all final decisions rest with the leader, but the team’s wellbeing remains a priority (Lingberg, 2022).
The ambulance service was originally structured and designed to operate similar to a military-style model of organisation, using autocratic leadership style in order to command and control (Taylor, 2012).  As this approach allows for rapid decision making without the need to consult large groups. It can provide direction, relieve pressure and offers structure (Nickerson, 2024).
Lingberg (2022) suggests there are several potential disadvantages; it requires the leader to have control over the task and the team. The team needs to wait to be told what is required by the leader, this can then lead to low engagement and accountability from the staff. It is reliant on the skills of the leader, if the leader has poor values, this can lead to poor work culture, poor decisions and poor outcomes. When in times of crisis or decision need to be made quickly and the leader is unavailable, decisions are unlikely to be made and this can damage the organisation. There is very little in terms of trust between the leader and staff, leading to a lack of accountability among staff (Lingberg, 2022).
This leadership style would not work in my trust generally, even though it was initially utilised during the early years of the ambulance service as mentioned by Taylor (2012). Staff are encouraged to offer up ideas and there is a pathway to put forward these ideas for further consideration. As a SP I do not generally use this style as it will likely cause animosity, reduce staff engagement and staff may potentially become purposely disobedient. However, due to the nature of our work there are times where it could be an advantage. For example, at a very chaotic and emotive scenes, with staff who may be inexperienced and overwhelmed by the situation. I would have to be more direct in my leadership style to ensure the patient receives the care they need, giving tasks to individuals while including instruction on how and when to do it. 



I have critically evaluated five leadership theories: Servant, Transformational, Adaptive, Situational and Autocratic. I have given my opinion on whether they would work within my role as a Senior Paramedic in the NHS ambulance service. There are many elements I identified with, particularly (although not fully) regarding situational leadership theory. Due to the nature and unpredictability of my role, I found it useful as it allows me to adapt my leadership style to the unique circumstances that I find myself in. This allows me to effectively support my team and provide the best possible care to the patient. There are some instances that I have thought about where it would not be effective such as when there are a team of individuals that do not know each other, and multiple tasks need to be completed concurrently or in quick succession. Altering my style of leadership quickly may cause confusion and frustration amongst the team. I believe that servant leadership can serve me well in the general day to day leadership of my team outside of the acute patient facing situations. It can allow me to connect and understand my team, making sure they are well prepared and able to deal with the challenging situations we find ourselves in. 
During the process of completing this assignment I have noticed that there are many behaviours/traits I identify with. While I find myself more aligned to situational leadership, I feel that there are other leadership styles I am partly drawn to. I realise I am at the beginning of my leadership career and understand my leadership style may change with experience and knowledge in the future.









Clinical leadership is a significant part of my role as a Senior Paramedic (SP) in the Welsh Ambulance Services University NHS Trust. It is a role that was only introduced in 2021 and is still viewed by some as a ‘new’. Most of my leadership duties occur at the scene of major medical and traumatic incidents that the ambulance service attends, providing clinical leadership to staff. I am also responsible for clinical reviews which are incidents that require investigation and identify any learning that has occurred, I will then disseminate this to staff to prevent reoccurrence of a similar nature. 

In this 2nd component of the assignment, I will reflect of my own personal leadership styles and incidents where I have used leadership skills. I will assess the impact of my leadership with staff and my team specifically. I will utilise a reflective model to help inform my personal development plan which will help address any issues identified. This will help me develop and become the best leader I can be.

I became a Senior Paramedic in the locality I had been working in as a paramedic for several years. This meant I was already familiar with many staff as they had been my colleagues just prior to being appointed. I feel this helped me initially as I already had a relationship with many of staff and of these quite a few had encouraged me to apply for the position of SP. Whilst I knew moving to a leadership and management role would alter my relationships with colleagues, as I had witnessed similar with previous colleagues who had become managers, I did not anticipate how difficult this would be. I also felt under pressure not to make any mistakes or look a fool in front of those that knew me. 
Within medical practice management, it is common to become a manager of former colleagues, and this comes with its own challenges (Hills, 2016) and is very common in WAST. I have witnessed this over the years in WAST and most recently a member of my team got promoted to become a Duty Operational Manager (DOM). This person was generally liked within the team before promotion and would be a regular face at team social events, however after their promotion, behaviours and opinions changed towards them from other team members. Since their promotion they cut themselves of from the team socially and would only interact as a ‘manager’. They were part of a WhatsApp group with other team members before promotion and after promotion they would use this group to bring up work related management issues and use it as another form contact regarding workplace issues. This did not go down well with the group and participants of the group then informed them that they were no longer allowed to be part of the WhatsApp group as they were now ‘management’. After this they would then ‘blank’ team members and only speak to them if they had to for work related matters. This created a lot of awkward tension between them and the team. 
I agreed with others at the time that the group should be a safe place to vent/moan/gripe about workplace issues without the fear of management watching. With this situation in mind, when I applied for the position of SP, I agreed that should I be successful I would be leaving the WhatsApp group once in post.  This was an attempt to avoid what had happened previously and show a level of maturity. 

Within the first 2 weeks of starting the SP role I was asked by the Health Board Clinical Lead (HBCL) to contact staff who had not completed their ‘airway logs’ by direct message/text. The airway logs are completed by staff and in particular Paramedics monthly. Paramedics are required to perform a minimum of 2 endotracheal intubations (simulated or real life) a month in order to maintain and remain competent in the skill. Failure to do so on 3 or more occasions in a rolling 12-month period, would mean the skill is then removed from that individual paramedic. this has a big impact on care that they can then provide to patients. 
One of the individuals was a friend and colleague that was previously my regular shift partner for several years prior to changing roles. I message him “Hey just a gentle reminder that airway logs need to be completed by tomorrow (end of the month)”. His reply was “I have told him (HBCL) I will do them; I’m seriously weighing up the pros and cons of it. Don’t think it’s worth the hassle!”. “I’ve had a text and an email off him (HBCL) today and now a message of you!”. 
This was the first time I had interacted with him about a work-related matter in my new role as SP.  I was unaware that the HBCL had already message staff prior to asking myself to do it and this immediately made me feel uncomfortable. It also made me think of the prior situation about the colleague who had become a DOM, and I was unintentionally now doing a similar thing. This made me feel deflated as I had now annoyed staff with a further reminder after HBCL had already emailed and text them that day. When I initially received the task, my focus was on completing it as assigned by my line manager, and I didn’t consider how it might impact my existing relationships with colleagues. When I became aware of the upset, I had caused, it made me feel as though I was breaking friendship boundaries by pestering my friend/peer about work matters. I was aware that I would need to manage my existing friendships with peers before I was in position, however this interaction was the first time where it was highlighted. I realised I needed to strike a balance of separating personal and professional relationships with staff who were also friends. 
This prompted me to have an open and honest conversation with them, where I explained that I was unaware of any previous messaging and had simply followed the instruction I had been given by my line manager. I mentioned that I was sorry if I had caused some frustration and doing so what not intended. I didn’t want them to lose a skill which they worked hard to attain in first place by not completing something which was fairly easy to do in comparison. I stated that sometimes I will need to speak to them regarding workplace issues due to my new role as SP. I suggested that in future that I would only contact them by work email or from my work mobile phone to discuss work related issues. This was an attempt to separate personal and professional aspects of our relationship. 
This individual apologised to me for “flying off the handle” and explained that he was feeling a lot of frustration at the time due to personal circumstances and operational issues with WAST. He understood the plan aimed at separating work from personal contact. 

It has been several months since this incident, and I have followed this plan, not only with this individual but also with other staff. Now I rarely contact individuals by phone/text unless it is a very urgent matter that needs attention and will generally communicate with staff face to face during work hours or via work email. This has allowed a clear separation from work and personal life.
Reflecting on this situation with the benefit of my Insights Discovery Personal Profile (Appendix 1) makes a lot more sense. It mentions that I attempt to bring good will and harmony to any situation I find myself in and that my view of people is non-confrontational, understanding and forgiving. This helps to explain my thoughts and feelings at the time and how I then reached out to rectify the issue. Understanding my response to the situation has improved my approach to similar situations in the future. I feel I have gain respect within my team and they see me as a leader who is approachable and open to constructive criticism. This has also spread to other staff outside of my direct team as I have staff approaching me instead of their teams SP, due to not being comfortable to ask a certain question or fearful of the response. This gives me confidence that I am being seen as a respected clinical leader who will support staff.

I have had positive experiences since starting the role as well. An example of this was a shift when I was working on a rapid response vehicle. I tasked myself to a patient who had jumped out of a 4th floor window. There was already a crew in an emergency ambulance (EA) and a Duty Operations Manager on route. The only information I had received was that the patient was conscious, breathing and had a leg injury.  I arrived on scene 1 minute after the EA and DOM. The patient appeared to be confused and the patient’s friend stated the patient was “drunk and taken Valium” during the night. The DOM was on his radio giving an update to control and the EA crew were trying to treat the patient. This was difficult due to the patients confused state and the environment. It was in the early hours of the morning, still dark and very cold. I was now the senior clinician on scene and asked the crew to give me a quick clinical handover. 
It was clear that the crew were unsure on what actions should be taken. I took charge of the situation and delegated tasks to the crew on scene. I assisted and gave direction with some tasks as the crew were unsure on how to use a certain bit of equipment, due to not having to use it in several years. Due to the additional skills and medications given to SP’s I was able to perform interventions that my colleagues on scene could not. I was able to provide leadership and utilise crew resource management (CRM) skills derived from the aviation sector. I utilised the skills and capabilities of the staff on scene, to deliver the best possible care to the patient and minimising the risk of errors. There are benefits to using CRM in high-risk situations (Mulenburg, 2011). The patient’s friend was also intoxicated and didn’t realise they were getting in the way of us treating her friend. I asked for the DOM to try and manage this so that we could deliver effective care to the patient. Once the lifesaving interventions were completed, I informed my team that we should move the patient to the EA, where there was light, warmth and it was a safer environment to manage and deliver further care to the patient. I asked the team if they had any concerns or alternatives with that plan and they did not. This was both for the patients benefit but also for the crew’s welfare, I could see that they were very cold, and this could impact patient care if it was allowed to continue. Once on the back of the ambulance, the patient deteriorated and became unconscious. I again delegated tasks and discussed the patient with the critical care team (EMRTS) who were 1 hour away by road. My concerns were that the patient was bleeding internally and required a blood transfusion and EMRTS carry blood with them.  They were not going to be able to attend within a reasonable timeframe, and with this information in mind, I made the decision to take the patient to the nearest Trauma unit where they can administer blood. 
This incident was quite intense due to its nature and urgency, and the patient’s friend on scene was very upset and understandably emotional. The police arrived on scene, and this drew more attention. More people came out of the nearby properties to see what was going on and members of the public were starting to argue with the police. Tensions were starting to run high although not directly with us on the ambulance. We left the scene and transported the patient to hospital. We continued to manage and treat the patient until we arrived at the hospital, where I gave a full clinical handover to the awaiting trauma team.
This incident was one of the first serious incidents I attended since becoming an SP where I felt like I had made a difference. I felt proud of myself and the team in delivering high quality care to a very unwell and deteriorating patient, in very challenging conditions. 
During this incident I feel everything went as well as it could in the circumstances we were in. During the debrief after the incident all ambulance staff involved agreed that the incident went very well, and one colleague thanked me for the guidance I had given them during the incident as they felt they had not been performing at their best. The main concern was that they were not confident in what had to be done because they had not experience anything like this prior to the incident. However, they had performed well and required just a little guidance from myself. At times during the incident, I successfully utilised a more autocratic style of leadership, where I gave clear directive instructions because decisions needed to be made quickly to provide lifesaving interventions in the emergency situation, we were in (Gopee & Galloway, 2017). This incident demonstrates a situation where autocratic leadership traits proved effective. If a similar situation were to recur, I would anticipate minor variations due to the differing experiences of accompanying staff and potential interventions. This incident solidified my confidence and ability to meet the expected standards in my new position, overcoming my initial apprehensions.

Critically reflecting on these incidents has allowed me to evaluate how my leadership attributes have measured up alongside Steven Coveys “The 7 Habits of Highly Effective People” (Covey, 2020). 
Habit 1 – To be proactive.
Although this is my first leadership role within WAST, I have been a paramedic for 14 years and have held a variety of different roles withing the trust for example working for GP out of hours service, Clinical Instructor and supporting research trials. This has allowed me to become an experienced and respected paramedic. As a result, both students and colleagues, whether new or experienced, seek my assistance or guidance on various topics. I have received feedback that students want me to deliver future training to them and colleagues seek my advice when they have a question regarding clinical care or policy. 
Drawing from my 14 years of experience and various roles, I can anticipate potential issues and offer guidance to staff, supported by examples from my past knowledge and experiences.

Habit 2 – Begin with the end in mind.
As a leader, I prioritise ensuring that my team feels supported and safe. I avoid creating an environment where they feel scrutinised or judged. When concerns are raised about an incident, I approach the review process with a focus on learning rather than punishment. Recently, during a ride-out shift, a staff member made a medication error in an emotionally charged situation involving a terminally ill patient. The medication was rarely used by paramedics and required complex drug calculations. I intervened to prevent the staff member from administering the medication and supported them by working through the calculations together. Afterward, the staff member was upset, fearing punishment. I reassured them that it was a learning opportunity, not a punitive measure. We completed the necessary paperwork and initiated the review process. The staff member appreciated my supportive approach, and I emphasized that we’re all human and susceptible to making an error, regardless of our role or experience. Prioritizing staff well-being is central to my leadership philosophy.

Habit 3 – Put first things first.
Ensuring my team’s well-being is paramount. I create an open, safe, and supportive environment where learning from mistakes takes precedence over punishment. This approach also directly benefits our patients, ensuring they receive the best possible care.

Habit 4 – Think Win Win.
When tasked with completing a clinical review, I view it as an opportunity for a win-win situation involving staff, the trust, and patients. During the review process, I identify concerns, communicate learning points to the staff member, and ensure their understanding. If trends emerge, I share the insights with other staff. This approach supports individual staff members, boosts their confidence, and reduces risks for future patients and staff, ultimately benefiting the trust. By prioritising my team’s well-being, I foster an environment where they feel comfortable seeking help and support without fear of retaliation. I openly discuss my own errors and the lessons learned, emphasising that we are all human and mistakes can happen.

Habit 5 – Seek First to Understand, Then to be Understood.
To effectively support my team, I prioritise understanding the challenges they encounter. Actively listening to their concerns allows me to respond effectively and reinforce my credibility as an empathetic leader.

Habit 6 – Synrgise.
As a leader, I use Habits 4 and 5 to address challenges faced by my team. While some of these issues may not be new and have historical solutions, I actively seek fresh approaches. My involvement in the broader clinical team stems from developing innovative ideologies to address longstanding problems.

Habit 7 – Sharpen the Saw.
Recognising that I am responsible for my own performance is crucial for personal development. I strive to excel and continuously seek new knowledge to enhance my understanding of various subjects. The maintenance of both my mental and physical well-being is also of high importance. By focusing on these areas, I can perform at my best in my leadership role and in all other aspects of life. I recognise that I still need to work on and improve in all these areas to ensure that I grow as a person and as a leader. 

At the beginning of this course, I completed an Insights Discovery Personal Profile questionnaire (appendix 1), and I was surprised at the results from what appeared to be just a few multiple-choice questions. The results for the most part was very accurate, however there were few points that I felt were not so accurate. The positive elements of my Insights profile are that I lend a quiet stability to everything, good at alleviating the concerns of others, naturally curious, bring harmony and goodwill to any situation, understanding and forgiving, sympathetic, tactful and supportive, and easy going. I have concern for and sensitive to the wellbeing and personal needs individuals. This can be demonstrated with the recent situation that I mentioned previously, where a colleague made an error with medication and I was empathetic, understanding, forgiving and supported them throughout the incident and following review.  
I try to unite all parties in a conflict and can see the alternative points of view. I will often perform the small jobs that must be done automatically. I am considerate and patient. I can resist change for changes sake and attempt to slow down impulsive decision making, I look before I leap. I take this as a positive as I need to understand what it is that is being asked of me before I commit to it. I am an excellent sounding board for others who are seeking to explore their own ideas and although I am naturally introverted it does not prevent me from making critical and insightful comments with conviction and presence. 
Some of the negative aspects of the Insights Profile are that I sometimes will focus on past failures rather than significant successes. I feel this is a true reflection as I often find myself dwelling on what can be considered by others as minor failures. It mentions that I need to gather information before responding to an issue and this may frustrate others.  I do recognise this in myself as I often want to have a clear understanding of the issue to give the best response I can, however, this is not always the case as I often have to make quick decisions at the scene of critical incidents and so with confidence and conviction when required. The Insights Profile also mentions that I am see as rigid, inflexible and unbending, I feel this is not accurate as I am often adapting and changing to the needs of the service and those around me. 
Upon reflection, I find this assessment largely accurate, and I believe some of the traits identified will indeed contribute to my effectiveness as a leader.  There are areas that I need to improve on going forward. When evaluating these attributes in the context of leadership styles, I recognise a strong alignment with Servant leadership. 

Utilising my reflections and my Insights Discovery Personal Profile I have created a personal development plan (PDP) (appendix 2). The main development goals are: 
1. Develop leadership my skills.
2. Develop my team.
3. Ensure my clinical knowledge remains at a high standard.
4. Develop a plan to improve and maintain my physical and mental wellbeing.

I have critically reflected and examined both the strengths and weaknesses of my leadership qualities, offering specific instances where I have applied them and observed their impact on my team. Recognising that I am still learning, especially as I am relatively new to the SP role, which is also a relatively new role in WAST, I am committed to further enhancing my leadership skills and earning respect as a competent leader in the future. I will do this by accomplishing goals set out in my PDP and adding future goals which have been identified along the way. I am confident that my leadership skills will continue to develop as I gain more exposure, experience, and knowledge.
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Appendix 1.
Carl Lee Insights Discovery Personal Profile Report.


Appendix 2.
Personal Development Plan.

	Goals
	How will I do this?
	What help and resources do I need?
	When do I hope
to do this by?
	When was this
accomplished?

	










Improve my leadership skills and confidence.
	
· Complete PG Cert in Leadership in the Emergency Services.




· Shadow respected leaders.





· Seek feedback from others





	
· Study time supported by WAST utilising clinical governance days (office days).
· Course funded by WAST. Utilise university resources/library services, WAST resources. 


· Find a leader who is willing to be my mentor.

· Approach other peers and members of my team for honest feedback on my performance. 
· PADRs
	


· Sept 2025




· Next 1-3 months



· By January 2025

	


· ongoing




· ongoing




· ongoing

	










Team Development
	
· Continue to engage with my team. Improve my understanding of individual team members strengths, interests and what motivates them.

· Motivate and empower team to improve performance 








· Deliver CPD days that are targeted to the needs and wants of the team.  

	

· Engage with individual team members and speak to other DOMs and SPs who have previously managed them.








· Be visible and approachable.
· Provide rewards/acknowledgement for good performance.






· Suitable venue, access to relevant equipment and resources.

· Support from the Learning and Development Team if required.

· Sourcing subject matter experts. 

	



· Next 1-6 months









· Next 1-6 months









· Quarterly, 
	




· Ongoing









· Ongoing 










· Ongoing


	




Maintain a high standard of clinical knowledge
	
· By seeking and understanding relevant knowledge from books, CPD events, accredited courses, Podcast’s, Research trials, WAST Clinical Notices, JRCALC Updates, subject matter experts.  

	





· Utilising clinical governance days. Apply for financial support from WAST charitable funds for courses if required. 
	








· Continuous 
	








· ongoing

	










Improve physical and mental well-being. 
	
· Increase day to day physical activity. 
· Eat healthier particularly at work.

· Join a gym.





· While on rest days I will not engage with work related issues. 




· Join a walking/hiking group.



· Improve self-regulation of emotions 


	

· Equipment and resources.
· Allocate time for this.

· Prepare healthy meals for work

· Identify and become a member of gym



· Store work laptop and work mobile in cupboard until due to be working. 




· Access to local hiking group.


· Take regular breaks, well rested, debrief with senior following serious events. 
	

· August 2024

· Immediately 

· Next 1-3 months



· Immediately





· Achieved


· 6-12 months
	

· Ongoing

· ongoing

· Ongoing 




· Achieved





· Achieved


· ongoing
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Introduction
This Insights Discovery profile is based on Carl Lee's responses to the Insights Preference
Evaluator which was completed on 14 February 2024.


The origins of personality theory can be traced back to the fifth century BC, when Hippocrates
identified four distinct energies exhibited by different people. The Insights System is built around
the model of personality first identified by the Swiss psychologist Carl Gustav Jung. This model
was published in his 1921 work “Psychological Types” and developed in subsequent writings.
Jung’s work on personality and preferences has since been adopted as the seminal work in
understanding personality and has been the subject of study for thousands of researchers to the
present day.


Using Jung's typology, this Insights Discovery profile offers a framework for self-understanding
and development. Research suggests that a good understanding of self, both strengths and
weaknesses, enables individuals to develop effective strategies for interaction and can help them
to better respond to the demands of their environment.


Generated from several hundred thousand permutations of statements, this profile is unique. It
reports statements which your Evaluator responses indicate may apply to you. Modify or delete
any statement which does not apply, but only after checking with colleagues or friends to identify
whether the statement may be a “blind spot” for you.


Use this profile pro-actively. That is, identify the key areas in which you can develop and take
action. Share the important aspects with friends and colleagues. Ask for feedback from them on
areas which seem particularly relevant for you and develop an action plan for growth personally
and interpersonally.
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Overview
These statements provide a broad understanding of Carl's work style. Use this section to gain a
better understanding of his approaches to his activities, relationships and decisions.


Personal Style


Carl is a steady individual who lends a quiet stability to everything. He is proficient at alleviating
the concerns of others. He is more comfortable with people who are prepared to take the time to
get to know him and understand his inner drives. He likes concrete facts, has a good memory for
detail and usually learns best from “hands-on” experiences. He may impress others, albeit
unintentionally, by knowing something worthwhile about many things, especially when he speaks
about one of his specialised subjects.


Cautious, conventional, diplomatic and sincere, Carl is a precise and disciplined person with high
standards and expectations of himself. Underlying his characteristic tolerance is a natural
curiosity. He finds the diversity of the world immensely appealing. He needs to remember to
withdraw regularly from caring for others to take care of himself. His modest manner can restrain
him from pushing himself forward and this occasionally results in him being under-valued. He is a
“no-nonsense” person who is not often attracted by the strange, exotic or unfamiliar.


Carl knows what is important to him and will protect it at all costs. Tenacious persistence and
dedication to a cause are his character hallmarks. He does things in a routine manner and is
consistent, conscientious and reliable. He likes system, order and few surprises and to work in
an environment which he feels is secure. Carl provides practical support quietly, painstakingly
and conscientiously, usually behind the scenes. Enjoying a “low profile”, one of Carl's great
strengths is his natural, unobtrusive, accepting manner.


He is responsible and faithful to his commitments and obligations. He will tend to seek solutions
to current challenges in the successes of his past experiences. He likes a certain neatness and
order and prefers a harmonious environment, where each person can be appreciated for their
contribution and can feel a sense of personal accomplishment. He greatly prefers to trust what
he can hear, smell, taste, touch and see, rather than accept abstract or intangible ideas. He may
benefit from taking a step back to consider the cause and effect of his actions, and from
practising becoming more tough-minded.


He is often more interested in “real things” than intangibles, such as abstract ideas and theories.
Low key acknowledgement for his contribution is likely to be appreciated by him. In his own work,
he can become intent upon doing things his own way in order to ensure his high standards of
operating are met. Normally a flexible and open minded person, he may dig in his heels to
defend something he believes in and that is being threatened. Carl's focus is inward, meditative
and reflective.


Interacting with Others


Carl brings harmony and goodwill to any situation in which he finds himself. He believes that
people work best when they are encouraged and helped - not pressured or criticised. Carl's
habitual view of people is non-confrontational, understanding and forgiving. If he feels he is being
put under too much pressure, he may dig his heels in and become stubborn. He may find himself
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automatically adapting his own personality in an attempt to meet other peoples' ideas of what is
desirable.


When his loyalties and values are threatened, he can become very stubborn, rigid and
demanding. Intent on keeping a low profile, Carl is quiet and reserved, especially around
strangers. If he cannot avoid putting off telling someone an unpleasant truth, he will soften the
message by putting it in an affirmative way. Carl is gentle, sympathetic, tactful and supportive of
friends and colleagues. He values inner harmony above all else and is sensitive, idealistic and
loyal.


When he interacts with others, he projects an amicable and easy-going style. Carl probably
prefers more relaxed social interaction. Do not assume this to be an indication that he is not
serious about important issues. He more often expresses his deeply felt feelings through actions
than through words. He may not readily express how he feels, unless he is allowed to feel safe
and comfortable in speaking his mind. His concern for the well-being of people around him
makes Carl especially sensitive to an individual's personal needs.


Decision Making


Carl seeks to unite all parties in a controversy and can readily see the validity of alternative
points of view. He is observant of the small jobs that need to be done and will often offer to do
them or just do them automatically. He is usually aware of the need to comply with the
established view. His quiet demeanour often allows him to get agreement to his alternative
solutions. He tends to make choices around his own personal feelings which may be as
important to him as more objective data.


He may tend to be misunderstood because of his tendency not to express himself forcefully. He
will support those he considers as friends but can feel rather pressured if made to act against
what he considers as his better judgement. He is very firm about his inner loyalties and sets very
high standards for himself in this area. He is reticent about expressing his feelings and may be
rather slow to make decisions as he wants to gather all essential information before acting. He
takes a personal approach to living, assessing events through the personal values and ideals
which govern his life.


With his moderate, affable stance, Carl is considerate, patient and willing to go along with those
he considers friends. His natural leadership style is to resist change for change's sake and to
slow down impulsive decision making. Using past experiences to help him solve current
problems and get things done is one of his strong points. His natural introversion does not
prevent him from making critical and incisive comments with conviction and presence. Carl is an
excellent “sounding board” for others who are seeking to explore their own ideas.


Personal Notes
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Key Strengths & Weaknesses
Strengths
This section identifies the key strengths which Carl brings to the organisation. Carl has abilities,
skills and attributes in other areas, but the statements below are likely to be some of the
fundamental gifts he has to offer.


Carl's key strengths:


● Focuses on the day to day.


● Looks for the harmony in every situation.


● Unassuming, patient, relaxed and non-threatening.


● Prefers structure at work and home.


● Curious and keen observer of life.


● Painstaking, conscientious, industrious and dependable.


● Trusting and tolerant of others' actions.


● Solid organisational abilities.


● Orderly and organised.


● Looks before he leaps.


Personal Notes
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Key Strengths & Weaknesses
Possible Weaknesses
Jung said “wisdom accepts that all things have two sides”. It has also been said that a weakness
is simply an overused strength. Carl's responses to the Evaluator have suggested these areas as
possible weaknesses.


Carl's possible weaknesses:


● The tendency to focus upon past failures rather than significant successes.


● His need to assimilate information takes time. This may frustrate others who expect a more
immediate response.


● His focus on steady efficiency may cause frustration in others.


● May not express his opinions as quickly as the situation warrants.


● Digs in if not convinced of need for change.


● Seen as rather rigid, inflexible and unbending.


● Settles snugly into his comfort zone with ease.


● Has difficulty in sharing concerns and reservations except with close and trusted peers.


● Seen as a private individual, who prefers his own company.


● May appear slow to make decisions.


Personal Notes
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Value to the Team
Each person brings a unique set of gifts, attributes and expectations to the environment in which
they operate. Add to this list any other experiences, skills or other attributes which Carl brings,
and make the most important items on the list available to other team members.


As a team member, Carl:


● Commits to realistic goals.


● Can state significant views with clarity and forethought.


● Makes great effort to build and maintain relationships with others.


● Bonds by recalling special occasions and events.


● Shows tenacity and persistence.


● Will be conscious of the human factors in the organisation and the team.


● Carefully assesses situations before acting.


● Can adhere to high standards.


● Encourages the team to honour its commitments.


● Offers emotional support to others.


Personal Notes
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Communication
Effective Communications
Communication can only be effective if it is received and understood by the recipient. For each
person certain communication strategies are more effective than others. This section identifies
some of the key strategies which will lead to effective communication with Carl. Identify the most
important statements and make them available to colleagues.


Strategies for communicating with Carl:


● Avoid personal conflict.


● Let him know the unique contribution he is making.


● Take a low key, friendly approach.


● Recognise his solid efforts and acknowledge his input.


● Appeal to his need to be of service.


● Give him time to express himself.


● Listen to and value his suggestions and contributions.


● Let him organise his thoughts.


● Leave time for the relationship as well as the task.


● Provide a safe environment in which he can learn, improve and grow.


● Ensure he sees and agrees with the benefit of change before implementation.


● Accept that “reflecting time” is essential to enhance his performance.


Personal Notes
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Communication
Barriers to Effective Communication
Certain strategies will be less effective when communicating with Carl. Some of the things to be
avoided are listed below. This information can be used to develop powerful, effective and
mutually acceptable communication strategies.


When communicating with Carl, DO NOT:


● Speak too quickly.


● Upset or undermine the status quo.


● Press for an immediate response.


● Patronise or be paternalistic.


● Look for immediate answers.


● Interrupt his thought processes.


● Implement change for change's sake.


● Demand change that ignores his personal values and/or beliefs.


● Force him to take a positive stance on an issue without time for thought.


● Try to rush him into a decision.


● Set deadlines you really believe cannot be reached.


● Assume passivity is tacit acceptance.


Personal Notes
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Possible Blind Spots
Our perceptions of self may be different to the perceptions others have of us. We project who we
are onto the outside world through our “persona” and are not always aware of the effect our less
conscious behaviours have on others. These less conscious behaviours are termed “Blind
Spots”. Highlight the important statements in this section of which you are unaware and test them
for validity by asking for feedback from friends or colleagues.


Carl's possible Blind Spots:


Because of his well developed tolerance of himself and other people, Carl may appear detached
and disinterested. When he is disappointed, he may become negative about everything and
everyone around him. When under stress at work, he may need to curb a tendency to become
secretive or even rebellious in order to meet the demands of the moment.


He could do better to become more assertive about his own needs and fully consider the
implications of interactions with others. He would be better to speak up immediately when he
feels that he is being taken advantage of. He may not easily understand criticism of his work,
tending to associate criticism with displeasure. He is vulnerable to the criticism of others because
he tends to take feedback personally, which leads him to take offence and become discouraged.
Stubborn about change, he may resist changing a decision once it has been made.


Continuously focusing on his current experiences, he tends not to look beyond the moment and
may miss the broader view. He is perceived by others as a natural helper and needs to feel
appreciated. If he tried to develop more objectivity about his projects and tasks he would
becomes less vulnerable to criticism and disappointment. His ability to detect what might go
wrong is perceived by some others as suspicion of anything new and untested. He hesitates to
criticise others and has a hard time saying no to requests for assistance.


Personal Notes
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Opposite Type
The description in this section is based on Carl's opposite type on the Insights Wheel. Often, we
have most difficulty understanding and interacting with those whose preferences are different to
our own. Recognising these characteristics can help in developing strategies for personal growth
and enhanced interpersonal effectiveness.


Recognising your Opposite Type:


Carl's opposite Insights type is the Director, Jung’s “Extraverted Thinking” type.


Directors are forceful, demanding, decisive people who tend to be strong individualists. They are
forward looking, progressive and compete to attain goals. Carl will see them as headstrong and
they often have a wide range of interests. In solving problems they are logical and incisive. Carl
may well experience the Director as cold, blunt and over-bearing. Directors tend to be seen as
self-centred and lacking in empathy and can be highly critical and fault finding when their
standards are not met.


Directors may overstep boundaries and may be impatient and dissatisfied with routine work.
They want freedom from control, supervision and details. Carl may see the Director as
aggressive and tending to order people around, as they often rely on personal forcefulness and
intimidation to achieve their aims. Directors are “take charge” types with very high control needs.
They may not often cope well personally when things do not go as planned.


Carl sees Directors as having short fuses. When pushed the Director may become loud, rigid and
domineering. The Director tends to be a focused, if somewhat disorganised, manager with a
tenacious drive towards the future. The Director’s biggest drawbacks may be perceived by Carl
as arrogance, impatience and insensitivity to others’ feelings.


Personal Notes
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Opposite Type
Communication with Carl's Opposite Type
Written specifically for Carl, this section suggests some strategies he could use for effective
interaction with someone who is his opposite type on the Insights Wheel.


Carl Lee: How you can meet the needs of your Opposite Type:


● Allow him to review the agenda.


● Agree with him wherever possible.


● Seek his opinions and ideas before imposing yours.


● Be clear on completion details.


● Provide incentives and encouragement.


● Be thorough, organised and on time.


Carl Lee: When dealing with your opposite type DO NOT:


● Be messy, unstructured or ill-equipped.


● Expect to “rail road” him - without a fight.


● Speak too slowly or hesitantly.


● Ramble or become emotional.


● Criticise his ideas too harshly or personally.


● Prevent him moving on to other challenges.


Personal Notes
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Suggestions for Development
Insights Discovery does not offer direct measures of skill, intelligence, education or training.
However, listed below are some suggestions for Carl's development. Identify the most important
areas which have not yet been addressed. These can then be incorporated into a personal
development plan.


Carl may benefit from:


● Having time bounded action plans for every situation.


● Taking an active part in the process of change.


● Trying to gain a reputation for frank speaking.


● Consciously fighting the negative “inner voice” that may prevent him from achieving his full
potential.


● Acting on impulse more often.


● Dealing directly with conflict rather than worrying unnecessarily about finding alternatives
that will appease all parties.


● Using others' objective criticism as a means of self development.


● Focus on his own needs rather than those of others.


● Maintaining a more objective view of others and their motives.


● Saying “no” more frequently.


Personal Notes
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Management
Creating the Ideal Environment
People are generally most effective when provided with an environment which suits their
preferences and style. It can be uncomfortable to work in an environment which does not. This
section should be used to ensure a close match between Carl's ideal environment and his
current one and to identify any possible frustrations.


Carl's Ideal Environment is one in which:


● There is time for play during work hours, and social bonding outside of work.


● He is able to work independently and objectively.


● He can communicate selectively with those who are close to him.


● Nobody else uses or changes his equipment, paperwork or software.


● Complex data can be assimilated into concise reports.


● He can have his own work space.


● There is an empathetic and caring team approach.


● There is harmony.


● Displays of anger are few and far between.


● Regular feedback and encouragement is given.


Personal Notes
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Management
Managing Carl
This section identifies some of the most important strategies in managing Carl. Some of these
needs can be met by Carl himself and some may be met by his colleagues or management. Go
through this list to identify the most important current needs, and use it to build a personal
management plan.


Carl needs:


● Autonomy and independence within an agreed framework.


● To give more weight to facts when making decisions.


● Regular reminding of the business demands.


● Personal and professional development to be supported and encouraged.


● Encouragement for him to employ his rational strengths and abilities.


● Assignments that take him away from the workplace.


● Meetings with strict agendas and timetables.


● Opportunities and encouragement to meet and mix with more assertive and openly energetic
people.


● Respect for his personal space.


● To have mistakes dealt with in a positive and constructive manner, avoiding confrontation.


Personal Notes
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Management
Motivating Carl
It has often been said that it is not possible to motivate anyone - only to provide the environment
in which they will motivate themselves. Here are some suggestions which can help to provide
motivation for Carl. With his agreement, build the most important ones into his Performance
Management System and Key Result Areas for maximum motivation.


Carl is motivated by:


● Low-key celebrations.


● Small gestures of goodwill that enhance his feeling of belonging.


● Integrity from his superiors.


● Awareness of his domestic needs when setting business targets.


● Acknowledgement of his successes.


● A “key” role within a successful team.


● Safe opportunities to develop untried or previously suppressed skills.


● Occasional appreciative comments.


● Rewards for quality, not quantity.


● The prospect of working for the common good.


Personal Notes
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Management Style
There are many different approaches to management, most of which have different situational
applications. This section identifies Carl's natural management approach and offers clues to his
management style, highlighting both gifts and possible hindrances that can be further explored.


In managing others, Carl may tend to:


● Be uncomfortable amongst clutter or chaos.


● Over-complicate issues by trying to solve too many things at once.


● Believe that he cannot be successful unless his team is successful.


● Speak in calm, measured tones.


● Idealise those whom he respects.


● Allow his heart to rule his head.


● Go to great lengths to do things “by the book”.


● Disappear behind his team in his efforts to develop others.


● Keep quiet until he is able to provide a framework for his thoughts.


● Be a little too generous and understanding when others fail to perform.


Personal Notes
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Personal Achievement Chapter
At its best, life is a rewarding journey of personal exploration and growth.


This chapter is designed to focus on several highly important aspects of personal development.
Using the guidance suggested in these pages can lead to exciting changes and can have a
profound impact on success.


The sections will help Carl define his life's purpose, set his goals and organize his time and life to
achieve them. It offers suggestions on how he can tap into his natural creativity, and unleash
further creative potential from deeper aspects of his personality, to overcome any obstacle.


Finally, it gives powerful suggestions for Carl to understand and enhance his preferred learning
styles.


When applied, the ideas contained in this profile can provide insights and support to life’s journey
of development.
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Living on Purpose
Having a sense of purpose and worthy goals are important to building a strong foundation for a
successful life. Here are some of the things Carl should be aware of in setting goals and defining
his purpose.


Living on Purpose


Interested more in the reality of the senses than in high-flown ideas, Carl has a special
appreciation of natural things. He may look to the moment, rather than the future, when setting
personal targets. A neat and tidy approach to work is reflected in his appearance. He generally
makes a good initial impression.


His motivators are likely to have a strong focus on people and family involvement. He naturally
gravitates towards qualitative, even spiritual goals. He should beware of perhaps being overly
dismissive of parts of the material world. Carl excels at prioritising the tasks that contribute to the
timely achievement of targets. Carl's goals, when he sets them, are likely to be practical and
achievable. While appearing to accept support and encouragement, he may nonetheless
doggedly retain his own ways.


Tangible targets are more acceptable to him than what he may perceive as more "fluffy"
outcomes. He could look deeper perhaps for subliminal "big picture" goal opportunities. Carl can
be relied upon to learn and practise procedures, and few will execute them better. He enjoys
living in the present. The future occasionally holds somewhat negative potential for him.
Preparation and knowing why and how things happen is important to him. He likes to allow time
for adequate planning. Carl usually allocates time to write down specific processes, and monitors
the outcomes carefully.


Personal Notes
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Time and Life Management
Benjamin Franklin said "Dost thou love life? Then do not squander time, for that is the stuff life is
made of". This section contains some strategies that Carl can use to become more effective in
the area of time and life management. Choose the most significant ones and apply them every
day for high levels of effectiveness.


In managing his time, Carl, Suggested Action For Development


Likes to work for the common good. → Try not to become over-run by too many
non-core activities.


Prefers time for ideas and visioning. → Recognise that success also starts by taking
action.


Spends the time necessary on important
people issues.


→ Remember the task deadlines that have
been committed to.


Prefers an orderly working style. → Break with tradition to reveal hidden
opportunities.


Believes that getting it right usually takes
precedence over getting it done.


→ Remember minor details can be re-worked
later, or even ignored.


Tends to dwell on the past and live in the
moment.


→ Occasional positive glances forward will
help provide a balanced perspective.


Personal Notes
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Personal Creativity
Creativity has been defined as seeing the same thing as someone else but thinking something
different. Different people have different creative strengths. This section identifies some of Carl's
creative characteristics and how he can build on them.


In his creativity, Carl, Suggested Action For Development


Uses all his senses to create new solutions. → Experiment more with intuition and "sixth"
sense.


Will absorb and evaluate information before
taking decisions.


→ Place more trust in intuition or "gut-feel"
occasionally.


Likes to listen to many views before creating
solutions.


→ Be aware of time constraints.


Has a gift of common sense which can
ensure that most ideas are relevant.


→ Consider whether some seemingly
irrelevant ideas might lead to greater insight.


Likes to be perfectly organised for his
spontaneity sessions!


→ Get going, and organise later.


Considers the implications before
implementing changes.


→ Make small changes quickly to maintain
momentum.


Personal Notes
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Lifelong Learning
Continual learning is a key part of personal development and growth. This section identifies
several ideas Carl can use to learn more effectively. Use these statements to map out a learning
strategy and to create the environment for optimum personal growth.


Carl's preferred learning style is supported when he:


● Applies a logical and consistent structure to a new task.


● Feels that an exercise, like role-playing, is worthwhile.


● Has a clear picture of the ramifications before starting a project.


● Explains the subject to others at his own pace.


● Is given time to explore the relationship between different pieces of information.


● Understands how the task fits with his values.


Carl can stretch in learning by:


● Changing something just for the fun of it.


● Focusing on the destination rather than needing to understand every step of the way.


● Theorising for a while, rather than focusing on the specific task.


● Keeping his mind open to new or speculative ideas and concepts.


● Meeting a new challenge even though conditions are not perfect.


● Experimenting with shorter time limits for projects in day-to-day situations.


Personal Notes
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Learning Styles
14 February 2024


Focused Thinking


Practical Action


Intuitive Experimentation


Interactive Participation


Flexible Involvement


Considered Reflection


Systematic Processing


Detached Analysis


Focused Thinking


Practical Action


Intuitive Experimentation


Interactive Participation


Flexible Involvement


Considered Reflection


Systematic Processing


Detached Analysis


Less Comfortable Comfortable Preferred
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The Insights Discovery® 72 Type Wheel


Conscious Wheel Position
31: Coordinating Supporter (Classic)


Less Conscious Wheel Position
31: Coordinating Supporter (Classic)
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The Insights Discovery® Colour Dynamics


Persona (Conscious) Preference Flow Persona (Less Conscious)
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