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Introduction
In this essay I will be detailing five leadership models, each will be evaluated for its strengths and weaknesses, this evaluation will be balanced against the current management role I undertake and through critical analysis I will endeavour to highlight the effectiveness of each when operating as a leader within the Welsh Ambulance Service NHS Trust (WAST). Leadership within the emergency services is crucial to ensure the effective and efficient responses to high pressure environments, it is somewhat different to traditional office-based leadership, however what should be remembered is that the emergency services are multifaceted with a traditional business model operating away from the front line. Therefore, clinical leaders within WAST are likely to exhibit more than one leadership style. In attempting to encompass the more common styles utilised in high pressure environments the five chosen styles are, Transformational, Autocratic, Democratic, Servant and Laissez-Faire.
The second element of the essay will detail my own leadership style and how I have developed as a leader within WAST, I will critically examine my strengths and weakness and discus how though continued experience my leadership style is evolving.
 













Transformational leadership theory
 
The Transformational leadership theory has been utilised since as early as the 1980s and is said to remain as one of the most popular leadership styles (REF leadership theory and practice). This leadership style has proven popular amongst many various settings, such as educational sectors and nursing. It is a style that appears to be based on an ‘’influential’’ approach to leadership and requires an inspiring and charismatic leader for it to be successfully utilised. James V Downton first created the term ‘’transformational leadership’’ in 1973. James MacGregor Burns (1978) believed that leadership was best implemented when it motivated its followers, thus merging the meaning ‘’leadership’’ to ‘’followership’’ Mardalena, (2018).
 
Many organisations during the 1070s and 1980s, became more disordered, which created an invested interest for researchers to look into how leadership could be more influential to implement positive change and engagement by followers (leadership theory and research ref). Transformational leadership was identified as a style in which involved the stimulation of followers to be more inclined to meet organisational objectives, even beyond their own selfishness and personal gain. For this style to be implemented successfully, Bass (1985) designed a multifactor leadership questionnaire. This concluded that this particular leadership style required an influential ‘’role model’’ who was intellectual, inspirational and was able to identify the developmental needs of their followers, thus creating a style in which followers found appealing and were more likely to be engaged by the leader. This leadership style could be interpreted as an ‘’adaptive style’’ as it meets the individual needs of the followers.
Transformational leadership has been proven by pragmatic research that it is one of the more favourable styles when considering followers performance and engagement (Dionne et al. 2004). Despite the positive conclusion of the MLQ conducted by Bass (1985), researchers argue the validity of the conclusion, stating that there are limitations to the proposal. It was proposed by Carless (1998) that it evaluates a single establishment and is lacking in behaviours in which make up transformational leadership.
 
The transformational leader exists in my organisation, and in my opinion works well as it offers the followers a clear goal which is proposed by a visible and inspirational leader. I feel that this particular leadership style would offer an advantage to someone who is in my role and carries out operational ride outs with staff, as it offers that one to one followership whereby you can assess the needs of the individual, as well as the wider team. I feel that the biggest limitation of this style is the pressure that the leader may put on themselves to be ‘’charismatic’’ and ‘’influential’’ at all times, as they believe that they are a consistent role model who is always of a high visibility. I find that this could perhaps be exhausting for the leader and they may feel that they have to prove themselves continuously, which may lead to inconsistency if they became ‘’burnt out’’ as a result. Having said this, some leaders may find that if they are generally a charismatic person who effortlessly gain the trust of their followers, this style would be a good fit and would lead to overall positive change when it comes to embedding good behaviours. The Welsh Ambulance Service has infamous seven behaviours, which all staff are required to abide by. The transformational leader could use their charisma to their advantage when considering embedding these behaviours to the personnel, thus achieving the services’ medium to long-term goal. However, Lowe et al. 1996 state that studies have shown that this style works better in predictable environments, which may be an identified flaw within the ever-changing environment of pre hospital emergency care Roe, (2020).

The implications of transformational leadership theory are profound. It suggests that effective leadership is not just about the transactional exchange of rewards for performance but about engaging with followers on a deeper level. Transformational leaders have the potential to create significant changes by elevating the interests of their team members, encouraging development, and fostering a sense of unity and purpose. However, it's also essential to recognise the potential for misuse of power, emphasising the need for ethical considerations in leadership practices.

By focusing on the development of a shared vision, fostering an environment of support and innovation, and encouraging team members to go beyond their own interests for the greater good of both the service at large but more importantly the public we serve, transformational leaders can drive significant change. As the world continues to evolve rapidly, the principles of transformational leadership remain relevant and crucial for navigating the complexities of modern organizations and societies.























Autocratic Leadership

(Demirtas & Karaca, 2020) postulate that the Autocratic leader is one who makes unilateral decisions, they often dismiss input from other team members and exert full control and authority over all aspects of the organisation or team. Whilst this is beneficial in certain environments it is not conducive towards harmonious team working. The basic premise is a top-down approach to all decisions, it has been analysed extensively for its potential benefits and drawbacks within the emergency services context. The reliance on the model is the almost guaranteed presence of a suitable leader in all situations, whilst this is somewhat old fashioned in many senses, the Fire and Rescue service are unique in ensuing each appliance is dispatched with a clearly defined leader onboard. Cherry (2020), review this central figure in their writings, they discuss a central figure making decisions independently, exerting strict control over subordinates, they go onto add autocratic leaders typically rely on their own judgments and rarely seek advice from followers. As a leader within WAST I have a unique insight into this leadership style, prior to joining WAST I served with North Wales Fire and Rescue service as a leading firefighter, therefore I have directly experienced the points discussed above. Whilst I can see benefits within the style, I can see more negatives, when consideration is given for no decision in isolation methodology the autocratic style is somewhat at odds with this. 
The primary advantage of autocratic leadership lies in its rapid ability to make a decision coupled with efficiency in that process. In the case of the fire and rescue service this rapid decision making could mean the difference between life and death. The hierarchical structure within the Fire and Rescue Service does lend itself to the model well, the sole authority with limited group discussion is often perceived as the correct approach within that environment, conversely it is at odds with modern thinking around human factors and no single decision making entity. 
Despite its potential benefits, autocratic leadership carries significant drawbacks. It can lead to decreased morale and motivation among team members, as the lack of input and autonomy can be demoralising. This style of leadership may stifle creativity and innovation, as followers may feel discouraged from offering new ideas or solutions.
Over-reliance on autocratic leadership can also result in a lack of skill development among team members. Without the opportunity to engage in decision-making processes, employees may not develop the critical thinking and leadership skills necessary for advancement and may become overly dependent on directives from above.
Moreover, autocratic leadership can create a fragile system where the organisation's success is heavily dependent on the leader's capabilities. If the leader's judgment is flawed, it can lead to disastrous outcomes without the mitigating influence of collective insight.
In summary autocratic leadership embodies a style defined by centralised decision-making and minimal participatory input, serving as a potent tool in contexts demanding swift action and uniformity. However, its application necessitates a nuanced understanding of its inherent trade-offs, including potential impacts on team morale, innovation, and dependency. The autocratic leader's challenge lies in judiciously employing this approach, balancing the need for control and efficiency against the imperative for team development and adaptability. In essence, the effectiveness of autocratic leadership is contingent upon the leader's ability to discern when to wield authority tightly and when to embrace a more collaborative stance. As the landscape of work and leadership continues to evolve, the value of autocratic leadership, much like any leadership style, will be measured not by its rigidity but by its adaptability to the nuanced demands of diverse organisational contexts and human aspirations.








Democratic Leadership 

(Lewin et al., 1939) seminal work describes democratic leadership as a model that encourages collective decision making, whilst this could be considered the perfect model within the work environment to encourage wider participation with resultant increase in the sense of belonging, within the emergency services environment this model would not be beneficial to the outcome of the patient. (Iszatt-White & Saunders, 2020) support this statement, they maintain that whilst democratic leadership fosters inclusivity the overall decision-making process is much slower with a documented increase in conflicts due to differing opinions. Conversely Shapiro, (2014) examined the social influences of the leadership style, concluding that it fosters innovation and encourages adaptation within teams the more dynamic and complex environments. Interestingly when we consider the constructs of democratic leadership, we cannot help but consider it an almost perfect model in the current social climate we live in, one where all are equals and no one is above another. Inclusivity within the emergency services is a central tenant that all leaders are encouraged to adopt, moreover what the leader is likely to be admonished for not ensuring inclusivity within teams. However, the paradigm is at odds when we consider the wider construct that is the environment in which emergency services operate. If all clinicians were given free choice of patient outcome the increase in clinical risk and resultant harm that could occur to patients would be untenable. 
Democratic leadership is versatile and can be applied across various sectors, including business, education, and non-profit organisations. In the business sector, it can drive innovation and adaptability by empowering employees to contribute to strategic decisions. In education, teachers can use democratic leadership to involve students in setting classroom rules and policies, thereby fostering a more engaging and inclusive learning environment. Non-profit organisations often utilize democratic leadership to ensure that the voices of all stakeholders are heard, which is crucial for maintaining trust and commitment.
Democratic leadership offers a balanced approach to management, emphasising collaboration, respect, and mutual engagement. While it has its challenges, particularly in terms of the time required for decision-making and the potential for conflict, its benefits in fostering an inclusive, innovative, and motivated workforce are significant. By skilfully navigating its disadvantages, leaders can leverage democratic leadership to create environments where individuals feel valued and empowered, leading to better outcomes and more resilient organizations. As with any leadership style, the effectiveness of democratic leadership ultimately depends on the context and the leader's ability to adapt their approach to meet the needs of their team and the challenges they face.
The democratic leadership style offers several advantages. It promotes a high level of employee satisfaction and motivation, as team members feel valued and recognised for their contributions. This can lead to increased productivity and creativity, as diverse perspectives are considered in the decision-making process.
Furthermore, democratic leadership fosters a strong sense of team cohesion and trust. Since members are actively involved in decisions that affect them, they are more likely to support and commit to the outcomes. This participatory approach can also lead to more effective problem-solving, as it draws on the collective knowledge and skills of the group.
Despite its benefits, democratic leadership is not without its drawbacks. One significant challenge is the potential for slower decision-making processes. Since this style involves consultation and consensus-building, it can be time-consuming, particularly in situations requiring quick decisions.
Additionally, democratic leadership might not be suitable in all contexts or for all types of decisions. In some cases, such as emergencies or highly specialized decisions, a more directive approach might be necessary. Furthermore, not all team members may be interested or capable of participating effectively in the decision-making process, which can lead to frustration and inefficiency.
Democratic leadership, with its emphasis on inclusivity, participation, and open communication, offers a compelling alternative to more hierarchical leadership styles. While it presents certain challenges, its benefits in terms of employee satisfaction, creativity, and team cohesion are significant. As organisations, political systems, and educational institutions continue to evolve, the principles of democratic leadership remain relevant and powerful in building inclusive, engaged, and effective communities.
Servant Leadership 

At its core servant leadership is characterised by a leader’s commitment to serve the needs of the team members, stakeholders or the wider community. There is a marked divergence from both autocratic or transformational leadership models, as within those models the leaders tend to focus on the organisational performance and frequently place the needs of the organisation above the needs of the team members. (KUHNERT, 2022) inform us that many religious figures have adopted this style of leadership they tend have an unwavering belief that encouragement of others to ensure growth and fulfilment are key attributes in any leader. Whilst I can see the benefit of such an approach and indeed in some respects this leadership style is utilised with WAST in as much that wellbeing and self-fulfilment are key principles the organisation promotes. However, the premise is based upon trust, you require them to be self-motivated and capable of achieving objectives set for them. Historically trust has been a key issue for WAST, the remoteness of the clinician and direct supervision has resulted in an adverse outcome. As a leader myself I have placed trust in others only to have that trust abused, therefore this is a leadership style I believe is not best placed for frontline crews. However, it may work well in the office environment that WAST operates where tasks and outcomes are less critical and by self-motivation and encouragement to better ones self the employee may indeed flourish with accompanying increase in productivity. 
Despite its benefits, implementing servant leadership can be challenging. It requires a significant shift in mindset from traditional leadership models, which may be difficult for some leaders to adopt. Additionally, servant leadership demands a high level of emotional intelligence, patience, and commitment to the long-term development of others, which can be demanding and time-consuming.
Servant leadership has been successfully implemented in various organisations, ranging from small businesses to large corporations and non-profit organisations. Companies like Virgin Airlines and Starbucks are often cited as examples where servant leadership principles have been integrated into their corporate culture, resulting in high employee satisfaction and strong customer loyalty. In non-profit organizations, servant leadership helps to foster a sense of community and shared purpose, driving effective volunteer engagement, with the Church being a prime example. 
Servant leadership represents a paradigm shift that places the well-being and development of others at the forefront of leadership practices. By prioritising the needs of employees and focusing on their growth and development, servant leaders can build stronger, more resilient organisations that are better equipped to face the challenges of the modern world. While implementing servant leadership may present challenges, the potential benefits of increased employee engagement, productivity, and organisational health make it a compelling model for leaders across all sectors. As the business landscape continues to evolve, servant leadership offers a sustainable path forward, emphasising the importance of empathy, collaboration, and community.















Laissez-Faire Leadership 

[bookmark: _Hlk161404864](Huber, 2014) inform us that laissez-faire leadership takes a somewhat passive approach to managing people, the main construct is that the subordinates are free to make decisions. (Al-Malki & Juan, 2018) add that the strengths of this leadership method is the encouragement, independence and the natural increase in creativity it introduces. They go onto discuss how it works well in highly skilled teams where a high degree of self-motivation is present. Conversely, they state it leads to confusion and lack of direction in less experienced teams, therefore it could result in a lack of accountability and coordination. Two recent studies have directly examined the Laissez-Faire Leadership in the emergency services, Singh et al., (2023) argue that this style can lead to lower stress levels among employees, as it fosters a autonomy and responsibility. Conversely a study by Patel and Williams (2023) found that in critical situations, the lack of direct leadership can lead to confusion and delayed responses. 
(Patel and Williams 2023) also go onto to state that it is a catalyst for creativity and allows complete freedom of thought and action, it is well suited within the technological environment and creative agencies. It mirrors the academic principle of free inquiry, where knowledge advances through exploration and questioning rather than adherence to established rules. 
It encourages individuals to dive into the depths, learn through trial and error, and develop resilience and self-reliance. This process of self-directed learning and accountability is central to adult learning theories Huber, (2014).
This leadership style facilitates swift decision-making by decentralising authority, allowing those with direct knowledge and expertise to make informed decisions without the constraints of hierarchical approval. Such efficiency is paramount in fast paced environments where the ability to pivot quickly can be a significant competitive advantage. This principle aligns with the concept of 'agility' in organisational theory, which directs that nimbleness and adaptability are crucial in navigating the complexities of modern business landscapes Patel & Williams (2023). 
This divergence brings to light the significance of understanding individual differences and the situational leadership theory, which maintains that effective leadership is contingent upon adapting the leadership style to the maturity of the team members and their willingness to embrace the concepts.
The effectiveness of laissez-faire leadership, therefore, is not absolute but contextual. It thrives in environments where individuals are self-motivated, skilled, and require little oversight to produce their best work. Yet, it may stumble in situations demanding clear directives and close supervision. This duality emphasises the necessity for leaders to be versatile, capable of discerning when to grant autonomy and when to provide guidance.
Laissez-faire leadership, with its human centred approach, champions the autonomy and potential of individuals, fostering environments where creativity and personal growth can thrive. However, its success is not guaranteed but contingent upon the right blend of freedom and direction, individual readiness, and situational demands. 













Conclusion
In conclusion, the exploration of these diverse leadership styles transformational, autocratic, democratic, servant, and laissez-faire, reveals a rich blend of approaches that cater to different organisational contexts, team dynamics, and situational demands. Each style embodies unique principles, advantages, and limitations, highlighting the complexity of leadership in practice.
When considering the three traditionally viewed emergency services namely Ambulance, Police and Fire the varying approach by each tends to necessitate varying leadership styles, however the unique difference in the three is the Fire and Rescue Service who despite service modernisation style adopt a somewhat Autocratic leadership, with its focus on unilateral decision-making and control, demonstrates efficiency in crisis situations or when rapid decisions are required. One can only conclude due to the real presence of death or injury from not following strict orders this style is considered the safest approach. Conversely the ambulance service finds itself operating in an environment where the crews find themselves working in isolation, whilst they are guided by polices, the day-to-day decision making is very much autonomous from the management structure. Therefore, in my opinion a blended approach is required from the clinical leader there is no single model that encompasses situations that exist within the clinical setting. Indeed, from the above models, Laissez-faire is perhaps the most suited as it encourages autonomy whilst for those critical incidents the use of checklists and clear protocols would help mitigate against its weaknesses. Yet its inherent weakness of not providing closer supervision could be seen as a limiting factor, as this can foster confusion and a lack of coordination. From a higher organisational view, it would be fair to say Transformational leadership is at work, as the service needs to shift from the traditional view of just responding to emergency situations to a more NHS wide gatekeeper role. From the bottom-up view, the Transformational leadership is somewhat controversial, crews often perceive change as bad, preferring to do instead what we have always done. Or at the very least only wanting change that directly benefits them. Therefore, the argument for not having a single model across any organisation and allowing leaders the freedom to adopt styles to cater for the rich diversity of employees is perhaps the greatest challenge. 

Component 2

Critical reflection on my leadership style and journey within the Welsh Ambulance Service.



















Introduction 
I left school with no formal qualifications and little prospects of a rewarding career, my first employment was on a building site as a labourer, whilst I look back at that period with happy memories, I now have the added benefit of understanding some of the behaviours I encountered, as the foreman was someone feared and in the same way revered on the site. His leadership style was straightforward and involved physical responses to challenge, whilst I recognise this is wrong at the time I did not know better.  
I joined Gwynedd Fire Service in 1991 as a retained firefighter, this was my first introduction to true leadership and its challenges. The fire service has always been viewed as authoritarian, (McCann & Granter, 2019) support this view, they discuss how modernisation of attitudes are at odds with long standing and entrenched beliefs. 
My time within the fire service has in my opinion given me a solid grounding in leadership, the single voice upon the drill ground or the fire ground was listened for and followed without question. Joining the Welsh Ambulance Service I encountered a somewhat similar approach, the first station I joined as a patient transport member was governed by two lading ambulancemen who held similar attitudes and beliefs as I had encountered in the fire service. From this initial experience it fostered an attitude that all emergency services must be the same and authoritarian leadership styles must be the correct choice. 
I moved through the clinical grades achieving paramedic status in 2004, this perhaps my first experience of clinical leadership as the Paramedic is often viewed as the senior individual on an ambulance, reflecting back upon that period my attitude towards others would have been one of “I lead you follow”, however from learnt behaviours I believed this to be the most appropriate method when working with others. 
In 2013 I gained promotion into the training department as a learning and development manager (LDM), this was my first active role as a manager within the Welsh Ambulance Service, hindsight is golden in life with it comes understand that actions may have been incorrect or indeed damaging to others. The autonomy of the LDM role introduced new concepts and challenges to me, the concept of challenge when giving lessons or disseminating new polices was new. My initial attitude was one of being dismissive of other’s opinions and still believing they should blindly do as told and just accept as managers we know better. 
It was during this phase of my career I first became introduced to management concepts and leadership theories, due to converging behaviours within the training department, they embarked upon a program of manager education. My first experience was via Myers Briggs Type Indicator (MBTI) which is designed to identify core behavioural traits in turn this helps guide team members to work along side each other focusing on the individual’s strength and avoiding what could be perceived as weaknesses. The test is split into four component parts namely, Introversion / Extroversion, Sensing / Intuition, Thinking / Feeling, and Judging / Perceiving. 
From the questions asked I returned a result of ENFP, this intrigued me as up until that point I had never understood how core managerial behavioural traits can have such impact on others, the facilitator further highlighted this be having us stand on a chess board type mat which helped demonstrate why some of the behaviours we had been experiencing had established themselves within the directorate. 
Up until that point leadership had been an area I had not considered, I had focused my career on becoming an expert in paramedic practice, however I know realise that all my previous experiences had been building subconsciously thereby directly influencing my interaction with others. This sub conscious behaviour is borne from contextual intelligence, simple the ability to recognise patterns of interrelated artefacts that exist in events or situations. (REF). 
Banners model of skill acquisition would have us believe learning is linear, however perhaps the best way to consider learning and knowledge acquisition is rather like a honeycomb with each cell building upon the previous. My entire work experiences up until that point had been subconsciously developing this honeycomb, (Kutz., 2013) discuss this synchronous learning enabling the individual to apply it in another seemingly irrelevant context. However, this synchronous learning is developing the leadership skills we now call upon in situations where perhaps subconsciously pattern recognition is taking place. 
In 2018 I embarked on MSc in Advanced Clinical Practice, during this programme I undertook a module in Leadership and Management, this further provided me with opportunities to reflect upon my experiences up until that point, I still feel I had not embraced leadership within me, I knew others often followed my guidance but I felt this was nothing more than my length of experience and them having not experienced the problem thus far. I now understand that I was even at that point being a leader and providing leadership, upon completion of the MSc I commenced in the role of Advanced Paramedic Practitioner (APP). Within Wales the advanced practice framework aligns to four pillars of practice namely, Clinical, Research, Education and Leadership/Management, the individual is encouraged to develop across all pillars. However in practice you tend to gravitate towards one pillar in particular, in my case this was clinical, with my second pillar being education, again leadership slipped past me. Over the course of the next three years I operated within the clinical environments of surgeries or on the road for WAST, there was little direct leadership requirements from the role. 
In 2021 I was recruited into the position of Senior Paramedic (SP), this position was my first real experience of being directly responsible for a number of clinicians, my team consisted of emergency medical technicians and paramedics approximately 58 in total. Whilst the SP role is clinically focused, when managing people, it is impossible not to be drawn into issues both internal and external to WAST, this again provided me with valuable experience in dealing with situations that challenged me and allowed for further knowledge gain. However, I would not say even within that role I embraced leadership as a tacit trait, more one that I muddled along with. 
This continued until 2022 when I moved into a seconded position as the clinical lead for the electronic patient care record (ePCR) this role was based from home, with no direct line management at the point of commencement. However, I quickly understood that leadership was a key component of the role, the need to interact with groups across the trust brought with it challenges I had not directly faced up until that point in my career, also dealing with managers in senior positions on a daily basis was also new. Being a leader is often seen as leading those subordinate to you, however it is so much more, those above will also need leading depending on the situation. 
Having detailed my journey in the service I will now turn to my leadership skills and in particular relate them directly to my insight report on my leadership style and abilities, I will highlight my strengths and weaknesses and critically evaluate how these shape me.
Early identification of strengths and weakness is essential for any leader to succeed, as humans we often struggle with negative comments or the negative perception others have in us, my Insights report has caused such feelings, throughout my life my ability to communicate with people of all social and educational backgrounds is something that I have found easy, I think this in part is due to my rebellious nature as a teenager therefore mixing with a wide range of people who came from rich diverse backgrounds. The first point on my reports supports this and mentions my excellent communication and presentation skills, these skills have served me well through my career and also personal life. In emergency situations the ability to dynamically adapt communication techniques is crucial, moreover in meets where presentation to senior managers is needed this ability is equally important, yet perhaps it remains a challenge for us all to master. My presentation skill has been honed from my early days of teaching scuba diving, where as a teenager I battled the opinions of adults in doubting me ability to teach effectively. Further communication skills have been gained from conducting funerals, where the ability to ensure the message has been received by the family cutting through grief. My first foray into management called these skills into question, I suddenly found myself having to not only communicate with peers but people I had thus far been in awe of. These first steps into management coupled with a subconscious belief that others would judge such an inexperienced clinician necessitated that I correctly orated my words and ensured I transcended the barriers of experience. Conversely my report mentions a weakness as my inability to listen to others, prior to the report I had not considered this an area of weakness for me, whilst I recognised, I became frustrated with people not grasping a concept quickly enough I felt I had the ability to listen to the views of others well. Reflecting on various roles and experiences I can now readily identify occasions when perhaps I have demonstrated this trait and caused issues to arise.
Having a strong work ethic and the ability to inspire and help others is for me my biggest source of self-pleasure and pride. I feel that joining the emergency services saved me in many ways from the destructive path I have embarked upon in my life. Having exited school with no formal qualifications I felt that I would be limited in my career options and never amount to much in my life. Many teenagers join the military to find the sense of belonging and identification they crave, for me the emergency services provided this. This sense of belonging and the belief I could succeed, have meant I hold my standards high and expect others to also show the same attitudes. I believe that having these attributes not only contribute to improved patient care but also play a pivotal role in developing effective leadership skills. Interestingly my report mentions a weakness as my impatience with others when I perceive them as having lower standards than I hold. I would add to this in that I believe this is borne out of my sense of owing something to the WAST in that I know how much it has given me; therefore, I almost feel it a personal attack when I see others not performing. 
When I perceive others as not meeting my standards, it triggers an internal dissonance, a juxtaposition of disappointment and introspection. This feeling. isn't merely about the shortfall of others; it's a reflection of my own values, aspirations, and perhaps, an innate desire for excellence. It is an area that I recognise as needing further work, and one that I need to learn to supress to reduce both the internal and external affects of such a belief holds. 
I've discovered that one of my most impactful skills is my ability to reduce tense moments. My leadership isn't characterised by merely giving orders or setting schedules; it's deeply rooted in empathy, in truly listening and seeking a path that acknowledges everyone's concerns and aspirations. My Insights report clearly supports this belief and mentions this as one of my core strengths. 
This ability to navigate through stormy waters with a steady hand has not only helped in crafting a more harmonious team environment but has also been crucial in ensuring that our focus remains steadfast on providing the best care for our patients. When operating in the role of Senior Paramedic this strength directly improved patient care by my ability to reduce team arguments and ensure that team members could work together to achieve common aims. Often as a leader we seek the easy path by moving a problem, however I believe by addressing root cause behaviours and bringing these into open discussion we can ultimately restore harmony. By fostering an atmosphere where conflict is managed with grace and understanding, I've seen firsthand how a team can transform—how a sense of mutual respect and collaboration can elevate the quality of care we deliver.
In my leadership style, I lean into these moments of tension not as obstacles but as opportunities to strengthen our collective resolve and to deepen our commitment to our work and to each other. In this way, my approach to leadership goes beyond the confines of clinical duties; it's about nurturing an environment where each member feels valued, understood, and empowered with the view that the best patient outcomes are achieved when we work together. 
An area that I have found somewhat challenging is the effects that being a leader of an organisation within an area that is considered small by city standards, with the resultant effects that many people know you when out of work. This has been both a positive and negative in as much as you can offer support to individuals whose family has been recently affected by a emergency situations. Yet conversely it can also cause personal issues when you have cause to take action on an individual in work that then spills over into your personal life. One such example would be when I conducted an initial investigation into a clinical issue with the individual involved then resigning before being dismissed. Some time later this individual sought personal retribution against me, whilst I found this deeply upsetting and took it as a personal attack upon my character, reflection has taught me that these events occur and help shape us as more effective leaders.
Moving into a senior clinical leadership role has introduced new areas of challenge that I feel I am yet to fully understand, thus far my career has been somewhat limited in my dealing and interactions with others have been from a junior managerial position where predominantly the knowledge others hold about me has somewhat gone before me and served to carry me through. However, I now find myself having to act in an environment that is somewhat alien to me, in that the skills being needed more often would be likened to a politician rather than a clinician. 
This transition from direct clinical leadership to a more senior role has been an enlightening journey for me, one that required a significant shift in perspective and skillset. Initially as a Senior Paramedic and indeed as a Learning and Development Manager my focus was on the immediate, tangible aspects of healthcare—patient care, clinical outcomes, and team working. Now, as I navigate this broader leadership landscape, I've come to appreciate the subtleties and complexities of influencing and guiding colleagues both at a higher level and those subordinate with me. It's a realm where political skills are not just beneficial but essential.
I am learning the art of diplomacy, the value of listening more than speaking, and the importance of empathy in understanding the challenges and motivations of my peers and their teams. This transition has made me realise that effective leadership at this level is not just about directives and decisions; it's about facilitating dialogue, encouraging collaboration, and inspiring trust.
Moreover, it has reinforced my belief in leading with integrity. As I've taken on responsibilities that impact the organisation more broadly, I've become acutely aware of the importance of making decisions that are not only strategic but also ethical and considerate of the long-term welfare of both the organisation and the individuals within it.
In essence, this journey has transformed me not only as a leader but also as a person. It's taught me that at the heart of senior leadership is the ability to connect, to understand, and to inspire, a reminder that, no matter the level of leadership, the human element remains central. 
However this dichotomy in now having to stop thinking like a paramedic and start thinking like a senior manager is causing conflict within me, I am fearful of losing my identity, yet understand that this transition is needed. As a society we often talk about age being a barrier both as being too young can be seen as you cannot have experience, being too old is seen as being out of touch with modern thinking. In healthcare this belief is preset in both senses, with university graduates calling older clinician’s dinosaurs and the older clinicians dismissing the younger members of the team for lack of experience. Yet as a manager I am now finding myself at this crossroads, my experiences to date have shaped me and moulded me into the clinician I am, as a clinical manager those experiences have been something I have fallen back on and been able to use to ensure I led adequately.
I now find this previous experience of limited use, many meetings I now attend are not clinical in nature and other members present have no clinical knowledge. When I do attend meetings with other clinicians, they often eclipse me in experience and position within WAST. This has caused me to reconsider my feelings as referred to above in somewhat the imposter syndrome view, I am struggling to find my confidence in some meetings and feel subordinate to the other participants.
My insight report highlights these areas as weakness and discusses how I struggle in some situations; particularly were I feel constrained. I have struggled with the rigid framework of the organisational structure and culture. I have been used to making decisions putting things into effect for the benefit of my team, yet I now feel that whilst I am a senior manager, my ability to directly influence and put things into action is being limited and restricting my ability to breathe fresh ideas into the wider organisation or implement innovative approaches. The attitudes of other managers at this level are proving a challenge, I find it hard to constrain my enthusiasm and passion to push us forwards to become the best we can. Yet I am learning that these are the skills of a senior manager, be that from the need to balance partnership working with Trade Union colleagues or balance opposing views from other managers who equally believe they have the right approach. My report again supports this, with advice to others to not constrain me in my thinking or enthusiasm to achieve. 
Conflict is often seen as a managerial trait that some people find challenging, for me it is an area that I do not shy away from. Instead, I see conflict as a necessary component in managing a team of individuals with diverse backgrounds. I see conflict situations as a chance to introduce innovation and constructive resolution, I believe that my overall attitude towards being approachable is a core principle that fosters open communication. I have found that this approach not only resolves conflict more effectively but also builds trust and strengthens relationships among team members. By leading by example, I demonstrate how facing conflict with compassion and empathy, yet maintaining assertiveness, can overcome barriers and turn a negative experience into a positive one.
I further reflect upon the portrait painted of me in relation to my quality of embracing the path of most resistance, I find huge satisfaction for identifying problems and the creative thinking overcoming them. I have a deep belief in the need to demonstrate openness to new experiences and the ready acceptance of projects or tasks that some might avoid. This openness paradoxically sows the seeds of my challenges in that I often struggle to ensure I see things through to completion. My naturally extroverted disposition can sometimes mask this failure and allow me to project beyond it, thereby almost distracting those around me from that failure. Yet this extroversion and openness sometimes scatter my focus and decision making. 
My underlying preference approach to working hours again presents a challenge in the leadership confines, when considering that others may follow, I often forget that team members sometimes do not have the luxury inbeing able to work hours that suit personal circumstances and are confined to the more traditional working day. This is just another example of how I need to constantly consider my actions as a leader directly affect the actions and behaviours of others around me.
One area within my personal report that resonated hugely with me is my ability to make decisions rapidly. I have often been complemented by colleagues for this skill, whilst not thinking much about it until this point. I think the ability is borne from my varied experiences within the Fire and Rescue Service and then into WAST these experiences have given me a solid foundation upon which to build, I have never stumbled at a decision however there has been instances where I have questioned if the decision taken was in the best interests of others. My career thus far in the emergency services has not only honed my ability to manage complex situations with confidence but also instilled a commitment to continuous learning and reflection. As I am now in a role where making quick decisions is not always the best approach this commitment to learn and reflect is even more important, I am transiting through my leadership styles from being the direct problem solver with quick action needed into one where more thought and consideration for the actions taken having a deeper affect upon the wider organisation. I am finding this a challenge, as I am struggling with the views of other leaders in as much as they prefer to form sub groups to discuss issues more thoroughly, whilst I prefer to tackle the issue directly and provide resolution.
Another area that I cannot help but agree with is my lack of ability to focus and time manage effectively, whilst the report mentions to be a blind spot for me, I would argue against that by saying I fully recognise this as one of my biggest weaknesses. Thus far I have failed to find solution to this despite trying different methods of time management and focusing on individual tasks to ensure completion. During Personal Development meetings with line managers, I am often chastised for this trait, it is perhaps one of my biggest fallings and something I do not think I will ever overcome. 
In progressing along the managerial journey, I am becoming increasingly aware of the direct effects my actions have on others, particularly when we consider the colour wheel and its impactions on team dynamics. These skills are new to me in as much as previously my actions had little effect on others as they tended to be taken to make things easier for my team. I now find myself making decisions that directly oppose the views of others. I am finding it challenging in dealing with individual who are perhaps on a spectrum and so struggle to think in the real world effects of things we do, instead prefer to implement items because it may enhance some back room element. I am finding that this dichotomy of views into how we should proceed a significant problem. My entire ethos thus far has been the patient as our end point, whilst now I see that the wider construct of WAST sometimes sists above that position. The managers I am encountering have forgotten my view point and have fully embraced the view that the organisation at large should come first.  

Conclusion 
Reflecting on my journey, I see it as a profound transformation from my early days in the Gwynedd Fire Service, where I was introduced into a culture of authoritarian leadership, to my current role that demands a nuanced, empathetic, and collaborative leadership style. Initially, my leadership philosophy was simple: "I lead, you follow." This mindset was a result of my formative experiences in the fire service and was further reinforced during my initial years at the Welsh Ambulance Service. However, as I advanced through different roles and engaged with leadership theories and management concepts, my perspective began to evolve.
During those formative years I encountered individuals who I now recognise as possessing behavioural traits that consisted of bullying and intimidation, I am sure in their defence they knew no better and in fact had been brought with such behaviours themselves. However, I also understand how I perhaps learnt some of those behaviours and displayed those characteristics at times which was not in the best interests of both the service and me as an individual. 
The turning point came when I was introduced to the Myers Briggs Type Indicator (MBTI) as a Learning and Development Manager. This was the first time I began to understand the profound impact managerial behaviours could have on team dynamics. My leadership path took on a new direction, challenging me to reflect on my approach and to seek a better balance between guidance and empowerment.
Throughout my career, I've come to value communication, empathy, and the ability to inspire and motivate others above all. These reflections have taught me the importance of self-awareness, the necessity of continuous learning, and the courage to adapt. Despite facing challenges such as navigating personal and professional boundaries and adjusting to the complexities of senior management roles, my resilience and willingness to grow have been constants.
The transition from focusing solely on clinical excellence to being introduced to the four pillars of Advanced Clinical Practice and how that should guide us in senior clinical roles, marked a significant expansion of my leadership capabilities. Furthermore, my experiences have reinforced the importance of leading with integrity, understanding, and a commitment to excellence. Navigating through complex situations, making rapid decisions, and continuously reflecting on the impact of my actions on others have become hallmarks of my leadership style.
I have also struggled with personal challenges that have spilled over from within the workplace into my personal life, as a leader I had always accepted that in the work environment not everyone likes you. But to have someone directly attack me in my personal life I found deeply hurtful and something that I have struggled to overcome. My insights report discuss that I find it difficult to approach others for support and guidance, I think this is highlighted even more within my personal life. 
Conversely, I am now more aware of personal issues that people may have going on in in their own personal lives and how those issues can spill over into the workplace thereby introducing challenges and issues that the maybe affecting the team members abilities to carry out their role. This understanding underscores the need for a compassionate, flexible leadership approach that supports work-life balance and addresses the root causes of workplace stress. By fostering an environment where employees feel supported both professionally and personally, it can boost team performance and produce a more resilient, engaged team.
In summary, my development as a leader is a continuing journey of evolution from an authoritarian stance to embracing a more inclusive, reflective, and empathetic approach. I am learning to take the best attributes of those I aspire to be like and learn from the attributes of those who I feel are yet to embrace personal change and growth. 
Reflecting upon my leadership growth within this essay has highlighted to me the importance of a Personal Development Plan (PDP) to ensure I continue to develop and gain insight into my actions and behaviours The contained within appendix 2, highlights objectives I have set myself over the coming 12 months, it will provide a foundation upon which I can further refine my leadership skills. As I grow and evolve, so will my goals and aspirations. My PDP is not set in stone; it's a dynamic plan that changes as I learn and gain new experiences. This flexibility ensures that my development journey is always aligned with where I am at the moment and where I aspire to be. It will allow me to change direction, when necessary, to seize new opportunities The identification of a mentor will be a significant step forwards and enable me to strive towards my objective of gaining a further progression towards the top of this organisation. It will also help challenge my thoughts and refocus me upon striving to ensure I excel. 
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PDP

		Target Date		Objective Identified		Activity (What Will I Do)		Training / Resources Required		Measures Of Succes		Priority

		3/15/24		Authenticity and Role Of The Leader Module		Complete Assessment		University Library, University sessions		Pass		High

		5/1/24		Ensure Completion of remainng Leadership Course		Complete Assessment		University Library, University sessions		Pass		High

		Monthly		Engage with my mentor to develop leadership skills		1-1 meetings and task completion		Time, use of trust IT equipment		One held every month		Medium

		3/31/25		Work on my ability to focus on task completion		Set myself realistic objectives		Time, use of trust IT equipment		reduced stress 		Medium

		4/1/25		Gain permenant emplyoment as a senior leader within WAST		Contiune to pursure opertunities to develop.		Support of others to ensure I develop		Permenant role		High

		4/1/25		Learn to seek support when I identify I am failing		Self awarenees of own aims		Continued self development 		reduced stress 		Medium

		9/1/24		Secure positon within College of Paramedics as Welsh Liason 		Apply for positon 		Application form		Gaining the positon 		Medium
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Introduction

This Insights Discovery profile is based on Keith Dorrington's responses to the Insights
Preference Evaluator which was completed on 24 May 2021.

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.

-\ . Insights®
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Overview

These statements provide a broad understanding of Keith's work style. Use this section to gain a
better understanding of his approaches to his activities, relationships and decisions.

Personal Style

Keith sees possibilities in most situations and can direct others toward making a vision become a
reality. One of his greatest contributions to life is his creation of ideas, which flow almost
continuously for him. He values the gifts of inspiration and intuition above almost everything else
in all that he does. He is versatile, clever, enthusiastic, easy with people and full of ideas about
everything under the sun. Keith is stimulated by challenges and often shows ingenuity in meeting
them.

Hard work, busy schedules and merit-based remuneration are hallmarks of the way Keith prefers
to work. He is good at getting things done in an assertive way. He is motivated more by the big
picture and goals than by regulations and procedures, and is content with established structures
only if he can abandon them when they don't serve the intended purpose. He can benefit from
learning and applying time management and personal organisation skills, rather than just giving
the impression of having mastered the system. Details and the deeper interpersonal skills are not
his strong points as he is mainly interested in seeing the possibilities beyond the present.

He needs work that makes use of his strongly creative drive. Gifted with clarity of thought and
articulation, Keith is an excellent communicator and presenter. Keith is a good organiser and
seeks to control the world around him with structure and discipline. Although his feelings are
deep they can change quickly with his mood. Finding the right way to approach a person or
tackle a situation is very important to Keith.

He prefers to improvise on the spot and get started right away, instead of preparing and planning
ahead. He can find it hard to concentrate on the small details and he may get bored with projects
quickly. He may find it hard to prepare as thoroughly as he should. He constantly opens up new
avenues of thought or action and can keep them open against all comers. He is an enthusiastic
innovator, who is dynamic, assertive and interested in success and the status that it can bring.

Tasks that involve practical day-to-day maintenance tend to frustrate him. Eager to add to his
knowledge, Keith is passionate about researching significant new subjects that capture his
interest. Keith is an ingenious and original problem solver. Keith enjoys work that involves
moving projects forward. Although sometimes viewed as rather unemotional, he is in touch with
an internal energy that can border on the passionate.

Interacting with Others

Whilst usually accepting of others' beliefs, Keith holds deep convictions that may not be obvious
to many. He prefers what might be, rather than the reality of what is already. His “drive” is natural
and not contrived. Errors made by others may upset him and cause him to react loudly and
vociferously. He has a rather impersonal style and may wrongly assume others wish to be
treated in the same impersonal manner.

Visualising future programmes or outcomes that seem impossible now, he may well see them
come to fruition months or even years later. He may sometimes present himself as an “expert”,

N\ . Insights®
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fully knowledgeable on a subject and eager to educate others about it. This can sometimes prove
embarrassing when challenged by a more qualified expert. Because he is so interested in
possibilities, Keith sees significance in everything while preferring to keep lots of options open.
He prefers to try to understand and relate to people's views rather than be judgmental of them. If
his work constantly requires him to be warm and outgoing with others, he finds this draining after
a while and may need to take some private time out before regrouping.

Keith can display quick humour and optimism. He can be charming and stimulating company and
will often enthuse with others to become involved in his projects through his infectious
personality. He does not appreciate critical comments about his personal qualities as he sees
these comments as personal attacks on his integrity. He is noted for his innate ability to inspire
and encourage others around him and exhibits excellent interpersonal skills. He relates to
colleagues who appreciate his outgoing, talkative, matter of fact manner. Routine practical work
does not interest him for long, because he needs variety and freedom from controls in order to
sustain his interest. Keith has a remarkable ability to get people to follow his lead.

Decision Making

Keith is self-reliant and is not frightened to take “the path of maximum resistance” in his efforts to
produce the best results. The best part of a project for him is the initial problem solving element
and the creation of something new. Thereafter the interest in completion begins to wane. As an
extraverted, future oriented person, he may fear failure but knows how to turn it on its head into
something positive, if the event occurs. Constantly generating ideas, he sometimes has trouble
focusing on just one thing at a time and can find difficulty in making consistent and lasting
decisions. His combined sensing and intuitive gifts give him the ability to question shallow
decisions although he will not necessarily come forth to do so.

He likes to convert everything into possibilities, ideas, plans and schemes and his initiative and
imagination leads him to start many new projects which he may not always complete. Optimistic,
spontaneous, creative and confident, he has an original mind and a strong sense of the possible.
He is constantly full of enthusiasm for new ideas. He prefers tasks or projects which allow
flexibility of scheduling. He sees so many possibilities that he sometimes has difficulty selecting
the best activity or interest to pursue, or in keeping to the agreed track. Because he finds the
information gathering part of a project the most tedious, he runs the risk of never getting past the
“start” phase, or once started, never completing.

Always restless, he would rather ignore or put off dealing with troublesome details, by preferring
to move on to something new or unusual. He always tries to decide as much as possible through
logical, analytical and highly organised thinking. He may have so many ideas on the go that he
has difficulty in making up his mind on the best course of action. Carefully choosing where he will
focus his energy may help him avoid wasting his time and considerable talent. Sometimes he
makes poor choices by getting involved with too many things at once.

Personal Notes
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Key Strengths & Weaknesses
Strengths

This section identifies the key strengths which Keith brings to the organisation. Keith 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.

Keith's key strengths:

*  Excellent communication and presentation skills.
*  Grasps opportunities quickly.

A strong work ethic.

* Inspiring, inventive and ingenious.

*  Dynamic negotiator.

 Brave, daring and bold.

* Direct and quick thinking.

e  Skilled at defusing tense situations.

 Keen sense of priorities.

* A natural go-getter with great enthusiasm for life.

Personal Notes
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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. Keith's responses to the Evaluator have suggested these areas
as possible weaknesses.

Keith's possible weaknesses:

Becomes impatient with routine and repetition.

Impatient with others he sees as having lower standards.

May ignore the practicalities.

May finish others' sentences for them.
Sometimes lacks attention to detail.

Not always attracted to what is practical.

Dislikes and avoids routine tasks.

High sense of urgency can create stress for others.

Generates so many ideas that chaos often ensues.

Knows the answer before the question is asked.

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 Keith brings,
and make the most important items on the list available to other team members.

As a team member, Keith:

* Has an ability to predict accurate outcomes.

* Is opportunistic, original, spontaneous and versatile.
» Has foresight and farsight.

Motivates others with contagious enthusiasm.

*  Provides stimulation and resourcefulness.
(Generates a prolific number of ideas.

* Isflexible, co-operative, versatile and easy going.

* Provides inspiration and perspiration.
 Demonstrates leadership and involvement.

* Challenges existing methods if he feels they are inadequate.

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 Keith. Identify the most
important statements and make them available to colleagues.

Strategies for communicating with Keith:

Talk tangibly and with enthusiasm.

Provide incentives and encouragement.

Look for signs that say “I'm losing interest”.

Generate inspiration by recalling past successes.

Check that he is with you as he may be easily distracted from listening attentively.
Acknowledge his talent for leadership.

Use powerful and emotive adjectives.

Support his need for new ideas, material and challenges.
Adapt to sudden changes in direction.

Be alive and entertaining.

Support his goals with suggestions for achievement.

Present an overview of the essence of the important facts.

Personal Notes
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Communication

Barriers to Effective Communication

Certain strategies will be less effective when communicating with Keith. 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 Keith, DO NOT:

*  Forget to recognise him personally in a job well done.
e Say “any time will do”.

*  Dream with him - unless you can spare the time!
*  Bore him with the routine or details.

*  Speak too slowly or hesitantly.

 Engage in laboriously long meetings.

* Let his imagination run riot at your expense.

e  Be dull, dour or redundant.

 Emphasise established processes.

* Unnecessarily challenge ideas or actions.

*  Appear timid or ineffective.

 Keep him in the dark or he will do likewise.

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.

Keith's possible Blind Spots:

Keith tends to enjoy the admiration of others and may almost unknowingly seek personal power.
He can sometimes be impractical and may neglect routine details that need attention. Sometimes
he is so intent on his own plans that he doesn't stop to listen to what others have to say.

He may need to learn and apply time management and long-range planning techniques to help
him complete his projects. Taking the time to pay closer attention to what is actually going on in
the world around him and listening carefully to both the input and reactions of others will help
him. Keith enjoys democratic and participative relations and promoting ideas to and with other
people. He may find it difficult to work alone. While excited by certain ideas and the lure of the
“big” picture, he will not remain totally committed to a schedule or project if a better or more
exciting challenge appears. People can see that he doesn't always take a rational or objective
view of the world.

He may neglect essential preparation as he moves quickly in his zeal to take on something new.
He expects to win and is very assertive in attaining outcomes despite how narrow his view may
sometimes appear. Tending to take on too much at one time he can find himself overloaded and
unable to keep his commitments. He needs to prioritise his activities, and find the balance
between work and play. In this way he can gain a broader perspective of his life. When his hopes
or dreams lose touch with reality, others may then witness a rather surreal approach to life.

Personal Notes
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Opposite Type

The description in this section is based on Keith'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:

Keith's opposite Insights type is the Coordinator, Jung’s “Introverted Sensing” type.

The Coordinator is a careful, cautious, conventional person who is diplomatic and sincere.
Coordinators tend to be very loyal, precise and disciplined with high standards and expectations
of self. Coordinators may appear to lack self-confidence and prefer to operate in a structured and
ordered manner, focusing on established guidelines rather than future possibilities.

Keith will often observe the Coordinator procrastinating on a decision until all of the facts and
details are available. Keith may also see the Coordinator as a critical and ideological thinker who
will be quiet and reserved around strangers. Coordinators do not like stress or chaos and tend to
be rather private, requiring support and reassurance. They prefer to build close relationships with
small groups of people and like to retain the familiar and predictable. The Coordinator becomes
stubborn if pressured, particularly by Keith!

Coordinators are concerned with what is “right” and, to Keith, appear slow in decision making.
They prefer a steady-paced environment with little interpersonal aggression and they tend to
distrust outgoing people. They are motivated by schedule and order and are among the most
private of the Insights types. Keith sees the Coordinator as ever concerned with efficiency,
becoming stressed when others do not stick to tightly laid down schedules and plans.

Personal Notes
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Opposite Type
Communication with Keith's Opposite Type

Written specifically for Keith, this section suggests some strategies he could use for effective
interaction with someone who is his opposite type on the Insights Wheel.

Keith Dorrington: How you can meet the needs of your Opposite Type:

* Ensure he has all the facts he needs before pressing for a decision.
Expect him to come back later for clarification.

e  Give him advance notice and time to prepare.

* Take the time to get to know him well.

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

* Remember that he may not be revealing his real underlying concerns.
Keith Dorrington: When dealing with your opposite type DO NOT:

e Put him “on the spot” in front of others.

Make critical comparisons in relation to other staff.

* Assume that hesitation implies a lack of knowledge.

e  Prevent him from expressing his thoughts.

* Betoo loud and hearty.

e  Exert unnecessary pressure.

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 Keith's development. Identify the most important
areas which have not yet been addressed. These can then be incorporated into a personal
development plan.

Keith may benefit from:

* Trying to finish one thing completely before moving to the next.
* Being less vocal at group meetings.

* Being made to plan a completion in great detail.

* Looking for the good in everything.

* Accepting that decisions based on solid analysis are more reliable than intuitive decisions
alone.

* Regularly reflecting on the days events.

» Keeping a diary and accounting for the happenings of the day.

* Being tested to distraction in method and detail.

* Appreciating that there are circumstances where order and structure are essential.

*  Accepting rather than rejecting negative feedback.

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 Keith's ideal environment and his
current one and to identify any possible frustrations.

Keith's Ideal Environment is one in which:

* His ideas are heard and encouraged.

* There is opportunity to create and express ideas and to develop these collectively.
* Constant progress is seen in the development of projects.

*  Bright, motivational, inspirational posters and prints abound.

* He can get his teeth into new projects.

* He can change focus immediately to deal with opportunities as they arise.

 He can set the pace.

* New products and strategies can be implemented regularly.

* There is a wide variety of differing tasks and challenges, with teams fully supported.

»  State of the art technology is provided.

Personal Notes
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Management
Managing Keith

This section identifies some of the most important strategies in managing Keith. Some of these
needs can be met by Keith 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.

Keith needs:

Encouragement and empathy when his visions “turn sour”!

* An adaptive, understanding and patient manager.

 To get clear and unambiguous answers.

* A manager who communicates clearly and precisely, yet allows him room to manoeuvre.
* To know clearly where the future prospects and opportunities lie.

* To be advised to tune into negative feedback.

 To understand systems and cultures if he is to avoid upsetting others.

. Freedom from controls, supervision and details.

e  Only the minimum of social chit-chat around him.

Worthy and talented competition.

Personal Notes
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Management
Motivating Keith

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 Keith. With his agreement, build the most important ones into his Performance
Management System and Key Result Areas for maximum motivation.

Keith is motivated by:

*  Recognition for his results.

*  Problems that require his intuitive skills.

e  Setting stretching goals for himself and others to achieve.
»  Exposure to the limelight.

*  Working towards targets, goals and objectives.
 Change, variety and new projects.

* Being able to take control of situations.

* New principles and imaginative concepts.

*  “Pioneering” opportunities with little limitation.

Having a cause he can believe in.

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 Keith'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, Keith may tend to:

* Provide “life force” and energy to the team.

e  Find it difficult to prioritise tasks.

» Pay lip-service to, or completely ignore, both positive and negative feedback.

*  Prompt people who naturally work at a slower pace.

 Take on too many disparate activities, resulting in a loss of focus and identity for others.
* Beinconsistent in delegation.

* Always shoot for the goal.

*  Expect that every challenge can be resolved by brainstorming.

* Leave people drowning in his wake.

» Be optimistic and sometimes over-confident of the abilities of his staff to perform effectively.

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 Keith 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 Keith 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.

-\ . Insights®
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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 Keith should be aware of in setting goals and
defining his purpose.

Living on Purpose

Keith's goals are usually underpinned by a strong core set of personal values. His life's purpose
may not be well defined, although he has an over-riding awareness that he is working towards
something significant. He will unerringly stick to plans that support his values. He could perhaps
perform regular, more clinical appraisals of his attainment.

Underlying his characteristic tolerance is a natural curiosity. He finds the diversity in the world
very appealing. He can be ingenious and ideas oriented, but may be somewhat modest about his
finer qualities. Due to his infectious optimism, his goals may appear to others as unrealistic.
Optimism is a useful mindset when used positively, but he may care to remember that 'reality is'.
He may neglect to nurture the more straightforward relationships which he may not recognise as
directly contributing to the attainment of his ambitions. His move towards his goals follows a
steady pace. He may however, sense an erosion of their urgency and lose momentum with the
progression of time.

Achieving significance in life is important to him. He is driven by a strong ego, which is energised
through success and public recognition. He will seek help amongst people he knows or trusts,
but may find it difficult approaching people he does not know. The big questions of life are with
Keith much of the time. He may be advised to spend a little more time dwelling on the seemingly
mundane and trivial. His sometimes unassuming and self effacing demeanour may not reflect the
potential within. Although perhaps reluctant to do so, seeking support and guidance from those
close to him may significantly enhance this potential. His goals need to be practical, defined and
measurable. He tends not to be overly concerned about checking progress.

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 Keith 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, Keith,

Thinks and acts fast without necessarily
obtaining feedback.

Is capable of adopting a number of projects
simultaneously.

May not finish everything that he starts.

Is an expert at living, and predicting, the
outcomes of future events.

Develops objectives that may impact
adversely on others.

Thrives on chaos.

—

—

—

Suggested Action For Development

Ensure all interested parties are consulted
and/or informed.

Ensure that adequate time is allowed to see
each project through.

Recognise that enthusiasm must be
supported with discipline in follow through.

Learn to enjoy the gifts to be found in the
present moment.

Remember some others' priorities will be
different.

Build on this strength with a sprinkling of
structure and planning.

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 Keith's
creative characteristics and how he can build on them.

In his creativity, Keith, Suggested Action For Development

Often intuitively knows the way forward. —  Add some structure to offer an even more
complete solution.

Forges ahead once an idea is generated. —  Pull as well as push to bring others along.
Is a master of imagineering. — A balance of reality will ensure buy-in.
Seeks to build new structures. —  Build them on rock, with a soft centre.
Generates many and varied ideas and — Be aware that, to others, heat is not
promotes them with zeal. necessarily light.

Has strong, innovative views, which he —  Less talk, more action will ensure

enjoys discussing with others. progression.

Personal Notes
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Lifelong Learning

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

Keith's preferred learning style is supported when he:

* Is able to absorb himself in an activity or challenging new subject where he can learn by
doing without too much supervision.

* Isin control at all stages of the learning process.

* Has opportunities for presenting to others.

* Can consider options from a number of different sources.
 Has opportunities to engage in trial and error.

* Has a flexible working environment.

Keith can stretch in learning by:

* Paying attention to details beneath the big picture.

* Understanding the importance of self-discipline in gaining a thorough understanding of the
subject - if something is worth learning, it's worth mastering well.

e Thinking a situation through before initiating action.
*  Scheduling time for family and relaxation.
* Keeping on practising until a feeling of perfection is achieved.

»  Capturing 'out of the box' thoughts in black and white.

Personal Notes
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Learning Styles
24 May 2021

Detached Analysis

Systematic Processing

Considered Reflection

Focused Thinking

Flexible Involvement

Less Comfortable Comfortable

®)) Discoveiy

Preferred

Practical Action

Intuitive Experimentation

Interactive Participation

Focused Thinking
Practical Action

Intuitive Experimentation
Interactive Participation
Flexible Involvement
Considered Reflection
Systematic Processing

Detached Analysis

Personal Profile

© The Insights Group Ltd, 1992-2023. All rights reserved.

Page 26





Keith Dorrington @ | n Sig htSw

The Insights Discovery® 72 Type Wheel

Conscious Wheel Position
144: Creative Directing Motivator (Accommodating)

Less Conscious Wheel Position
105: Creative Inspiring Motivator (Focused)

#))Discovery
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The Insights Discovery® Colour Dynamics

Persona (Conscious) Preference Flow Persona (Less Conscious)

BLUE GREEN YELLOW  RED BLUE GREEN YELLOW  RED

6 100 6

50

0 3

50

100
2.64 | 3.84 | 3.36 | 4.48 47 9% 264 | 1.52 | 3.36 | 2.16
44% | 64% | 56% | 75% 270 44% | 25% | 56% | 36%

= Conscious

— Less Conscious
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