[image: See the source image]

Prifysgol Cymru Y Drindod Dewi Sant.
University Of Wales Trinity Saint David.
AD15 Wales Academy for Professional Practice and Applied Research.
Postgraduate Certificate: Professional Practice (Leadership in Emergency Services)








Module code:  Authenticity and the Role of the Leader (BMPF7021).
Student Number: 2031090
Word Count.
Component 1: - 3705
2031090 
Component 2: - 5884


2

Contents.
1. Chapter 1, (Component 1) ……………………………………………………..…..1

     1.1. Introduction…………………………………….………..……..………………..1
1.2 Leadership Styles……………………………………………………………….2
1.3 Conclusion……………………………………………………………………...14

2. Chapter 2, (Component 2) …………………………………………………….....16

2.1. Introduction……………………………………………………………………16
2.2. Self-Reflection of leadership Style……………………………………….....18
2.3 Conclusion…………………..……………………………………………….…35

3. Referencing…………………………………………………………………..…….37

4. Appendices:

4.1. Personal Development Plan…………………………………………………47
4.2. Welsh Ambulance Service, values and beliefs……………………….……53
4.3. Insight’s profile…………………………………………………………..…….54
4.4. Maslow’s hierarchy of needs……………………………..………………….55
4.5. Hershey and Blanchard’s, situational model………………….……………56
4.6. Strength’s wheel………………………………………………………………57
4.7. SWOT/PEST- Knowledge-Clinical, Leadership & Management and Training…………………………………………………………………….………..58
4.8. SWOT/PEST- Coaching and Mentoring……………………………………59
4.9. SWOT/PEST- Neuro Linguistic Programming……………………………..60
 
Chapter 1.
Introduction.
  When an individual influences the thoughts or actions of others to achieve goals within personal or professional lives we engage in leadership (Blanchard, 2003). Leadership and management whilst not necessarily being the same entity are complimentary and interlinked, nonetheless significant published literature has delineating differences between the two; whilst a manager’s role coordinates, plans, and organises, a leader’s role is one of innovation, inspiration, and motivation (Sharma and Jain, 2013). Nanjundeswaraswamy and Swamy, (2014) suggest effective leaders influence followers to achieve, they further conclude organisational performance and cultures are also influenced by leaders’ style, and integral to success.
  Throughout my lifetime I have occupied varied leadership and management roles both professionally and externally through various community groups, sporting activities and as a parent, these experiences have offered challenges of varied success providing opportunity for reflection, learning and development within my leadership journey. My current leadership responsibility sits within the unscheduled emergency health care setting as a Senior Paramedic (SP), a newly innovated and unique role accountable for leadership and management of a diverse team of Paramedics and Emergency Medical Technicians (EMT) of varying clinical experience, education, and career progression, whilst additionally holding responsibilities of a registered healthcare practitioner with extended skillset, pharmacology and knowledge.
  Leadership duties within my team include clinical supervision and support, providing individual feedback on clinical ability, knowledge, and patient interaction, encouraging reflection, personal development, and motivation of employees to reach their optimal performance to assist delivery of organisational strategy, vision, and goals, to further enhance organisational reputability and service delivery for stakeholders and service users. Within this essay six leadership models, theories, and concepts; Transactional, Transformational, Situational, Servant, Compassionate and X and Y leadership shall be critically analysed, discussing their relevance within my current role and organisation, analytically exploring from personal experience my own leadership style, behaviours, and people skills, reflecting upon their impact upon relationships, performance, and outcomes within the workplace.

  The leadership arena is complex and critical for organisational survival with increasing pressure placed upon these institutions to ensure team leadership practices are embedded to enable success (Kiersh and Peters, 2017). Leadership and management theories have evolved over many centuries; from the “Great Man” theory, where leaders were thought to be born with an inherent ability to lead during the late 1800’s to modern day thesis on authenticity and effectiveness of leaders (Klingborg, Moore and Varea-Hammond, 2006). Azad et al, (2017) define the terms ‘leading’ and ‘managing’ as providing the skills and abilities of an individual to actuate team success with leadership and management concepts transposable within organisational performance and effectiveness. 
  Odumeru and Ogbonna, (2013) describe transactional leaders as action orientated and directive, they reward or punish followers for completion or non-completion of leader set goals, such rewards are extrinsic motivators linked to Maslow’s motivational hierarchy of needs (1943), which defines a tiered model of human needs conceptualised within a pyramidal system and comprised of five hierarchical levels. Fulfilment of needs at pyramid base must be satisfied prior to individuals’ recognition of higher needs and from base upwards include physiological, safety, love and belonging, esteem and self-actualisation (McLeod, 2007). Transactional theory attracts minimal compliance from followers, readily accepting of organisational culture and goals, but is often proven useful within crisis situations or where deadlines exist (Fasola,, Adeyemi and Olowe, 2013). Transactional leadership relies upon a trade between the leader and follower, during which followers gain rewarded for meeting performance criteria. To initiate trade there must be clear correlation between performance criteria and renumeration available to encourage improved performance (Nanjundeswaraswamy and Swamy, 2014). Ben and Agu, 2012 criticise transactional leadership being a generalised assumption followers achieve motivation through simple reward and fails to promote improved job satisfaction or working environment resulting in fruitless provision of skilled workers to the organisation (Ben and Agu, 2012). Benjamin, (2016) further purports transactional leaders are reliant on a single approach, unwilling to consider or discuss innovation from others, limiting leader creativity with inability to adjust when things go wrong.
  Exemplars of transactional use within my own leadership/organisation include employment of staff with expectation of performance in exchange for negotiated salaries, pensions, holidays, and other rewards including sickness pay, uniform, education, and training. Also, during crisis periods arising from performance pressures, high roster abstraction from increased sickness and of particular significance recently within the coronavirus pandemic, enhanced rates of pay are offered to followers in exchange for additional working hours to bolster performance and service delivery, however criticism of these actions are the lack of penance and governance for performance inadequacies during standard and additional hours. Incentivised payment transactions have caused negativity and demotivation of staff working under similar strain for standard renumeration (Negussie, 2012). Furthermore, Petrie et al, (2018) outlined a correlation to ambulance workers mental health and well-being from the work undertaken, any increase in working hours may therefore potentially harbour adverse effects on the health and wellbeing of staff exacerbating sickness, increasing staffing pressures. Not to mention any additional resources gained from incentivised payment may also be consumed within offloading delays at the front door of hospital emergency departments. (Wales Online, 2021).
  Transactional theory focuses on exchanges which occur between followers and their leaders allowing task completion, accomplishment of performance and direction of follower behaviours towards established goals to improve organisational productivity. In turn transactional leadership allows fulfilment of follower’s self-interests, reduces workplace anxiety concentrating on defined organisational objectives such as customer service, reduction in costs, increased quality, and productivity (Sadeghi and Pibie, 2012). Yukl, (2011) criticised transactional leadership due to its one size fits all approach disregarding organisational challenge, situational and contextual factors While Burns, (1978) suggested transactional practice led to short term relationships in leader follower exchange, with inference of relations being temporary and shallow exchanges of gratuity which often create resentment between members (Burns,1978) 
 On reflection I have experienced both positive and negative effects of transactional leadership use within my organisation, criticised as ineffective within healthcare (Walls, 2019). Enhanced payment offered to followers in reward for additional working outside of standardised contractual hours to improve performance and service delivery, delivers a positive effect initially through increased staffing levels and production hours but latterly resulted in opposing negative effects on follower behaviours through reduced performance and absence during standard working hours ensuring lucrative extra hours remain available whilst also having a deleterious effect on follower motivation, efficiency with resentment of members receiving standard renumeration for similar work. Marsden and Richardson, (1994) concluded recognition of deterioration in work atmosphere, jealousy and a decline in staff morale during their study on the effects of performance pay.
  Bass, (2006) argued transformational leadership as being an expansion of transactional leadership, highlighting transactions which take place amid leaders, followers, and colleagues. Furthermore, literature reports a relationship between transformational leadership and higher levels of follower and leader satisfaction compared to other leadership styles (Ben and Agu, 2012). World renowned exemplars of transformational leaders include Nelson Mandela who enforced change within South Africa, abolishing racism employing transformational principles, Winston Churchill the visionary and inspirational leader of World War two and Malaysian prime minister, Mahathir Mohamad who’s “Vision 2020” transformed Malaysia into a fully developed nation. (Reza, 2019).
Developed in 1978 by Burns, transformational leadership consists of four components. 
Idealised influence: admiration, trust and respect of an iconic, charismatic role model who exhibits extraordinary abilities and ethics, delivering clear vison and mission statement (Bass, 2006). 
Inspirational motivation: performance beyond expectation by leaders motivating those surrounding them to provide meaning and challenge to follower’s work, raising awareness of organisational vision encouraging commitment and achievement of personal goals (Kirkbride, 2006). 
Intellectual stimulation: creative empowerment of followers to formulate their own ideas and concepts, attracting no public criticism of individual’s error. Encouraging development of innovative approaches to problem solving by followers with leaders encouraging follower development and confidence within their own abilities (Metwally El-Bishbishy and Nawar, 2014).
Individualised consideration: evaluation of follower needs for growth and achievement by coach or mentor, with creation of learning opportunities, cognisant of individual strengths, weaknesses and differences tailoring support appropriately (Bass, 2006).
  Transformational leadership elevates and broadens employee interest, creating awareness and acceptance of the groups mission objectives, prioritising collective interests ahead of their own to achieve shared goals with commitment of organisational teams (Olvera et al ,2017). A transformational leader motivates followers to aspire for excellence without reliance on power or authority, inspiring through passion and broad thinking (Fasola, Adeyemi and Olowe, 2013). Sadeghi and Pihie, (2012) argue behaviours displayed by transformational leaders include being models of integrity and fairness, setting clear goals with high expectations, employing support and recognition to followers to ignite passion and emotions. Supported by Goleman, Boyatzis, and Mckee, (2002) who further alludes to follower inspiration arising from a transformational leaders own passions and deep thinking. Experts argue elements of emotional intelligence (EI) such as self-awareness, empathy and self-confidence are core foundations of transformational leadership (Goleman, Boyatzis and Mckee, 2002). 
  Mullins, (2007) amongst other academics criticised transformational leadership as being of unidirectional influence from leader to the follower concluding followers may be more susceptible to deception. Moreover, transformational leader aim to refocus peoples thought onto common goals or communal interests, implying leaders place themselves above follower needs and antidemocratic. Additionally, followers risk fulfilling their leader’s vision however deceptive, ambiguous, or impractical, with the goal of the leader proposed for the good of the collective open for debate (Northhouse, 2013). Therefore, blind trust placed within a leader blinkers followers through obsession with heroic leadership encouraging exponential growth of bias and danger through unethical and deceiving leader visions,’ as in the case of Adolf Hitler, considered to have been a transformational leader and whose vision led his followers to commit many atrocities (Lee, 2014).
  Within my current role and previous leadership roles I can reflect on my use of transformational style to achieve required tasks. My own personal work ethic and morals have formed the foundations of my leadership acting as a role model and ambassador, building respect and admiration from followers through a willingness to roll up my sleeves and work alongside my followers visibly undertaking tasks requested of others to a high standard. It was through these behaviour’s I was able to gain authenticity and credibility to my leadership by not dictating tasks as leader I was unprepared to undertake. Biermeier-Hanson, (2020) outlined authentic leaders are linked to higher performance, reduction in stressors and burnout, with higher general job satisfaction, employee engagement, trust and organisational commitment. 
  My transformational approach paved the way to motivate and inspire staff within my influence to seek work, encouraging employee innovation knowing we were in it together. I was able to involve staff with problems, encouraging followers to produce their own solutions to overcome these issues with a sense of fulfilment and belonging to the team and organisation, with staff more receptive to their own ideas (Hussain et al, 2018). A particular exemplar was transformation of working practice within an ambulance station located in West Wales, where historical working practice existed, requiring significant modernisation of rosters, values and team vision to realign staff to organisational vison and goals. Using transformational methodology, I set out to inspire staff to change leading by example, although initially met with resistance from an element of followers opposed to change, which I later learned through self-reflection to be an expected behaviour, rationalised by the Kubler Ross’s change curve theory (Studden, 2019). 
  In 1960 McGregor published his X and Y theory within The Human Side of Enterprise, he inferred managers basic beliefs had a dominating influence on how organisations function with managers behavioural assumptions pivotal. He argued these assumptions fell into two categories, namely- Theory X and Theory Y which described two views of workers and two opposing managerial styles (McGregor, 1960). The first of the theories (Theory X) assumed the average person has an inherent dislike of work and will avoid it, if possible, requiring coercion, direction, or even threats of punishment to commit effort to achievement of organisational goals (Sahin, 2012). Leaders holding beliefs and assumptions of theory X tend to be authoritarian in approach closely supervising, directing, and controlling their followers using reward and punishment to achieve goals like transactional leadership, these leaders are intolerant, distant, and non-participant with followers with emphasis on work more than people (Nathan, 2020)
  Theory Y opposes theory X in assuming people like work, are creative and willingly accept responsibility (Sahin, 2012). Leaders of this theory are result orientated and effective through participative, people centred and democratic behaviours, understanding of follower needs and appreciative of their value. Given the correct environment they believe workers can achieve their highest potential and value to the organisation (Nathan, 2020).
  Within my current organisation reflecting upon experience and observation of staff behaviours I am able to identify both X and Y theory employee’s, there are those who come to work to get through the day and do what they are told, looking at the clock for home time (Theory X) and those who attend work enthused ahead of their daily expectations and look to make improvements for patients, colleagues and the organisation, readily suggesting improvements, taking on tasks without coercion or reward (Theory Y). However, I have witnessed theory Y staff move to display theory X behaviours when continually met by barriers and or a lack of interest within their suggestions from senior managers, and conversely I have seen theory X staff change to theory Y through life events such as parental responsibility creating motivation to attain promotion and increased renumeration (Maslow, 1943). As leader of a diverse workforce within my organisation application of theory X or Y is difficult to apply to all followers with an individual approach preferential, treatment of a crew similarly when of differing values and work ethic would have deleterious motivational effects on one or both crew members if pigeonholed into a particular theory when opposed (Klien, et al, 2011).
  Hershey and Blanchard, (1969) introduced the theory of situational leadership (SL), outlining leaders as being flexible in their approach to individuals modifying their own behaviours to suit any given situation, in preference to utilisation of a single approach (Zurlinden and Bongard, 1991). Often cited within managerial books situational leadership is amongst the most favoured leadership theories within management training. However, considering its popularity over the years it remains one of the least researched visions of managerial efficacy (Thompson and Glasø, 2018). Thompson and Glasø, (2018) describe when first introduced in 1969 by Hersey and Blanchard situational leadership principles provided a framework for dealing with new inexperienced employees applying directness and instruction initially prior to substitution with support and coaching when the employee has gained sufficient experience and competency. 
  Within my current leadership duties as senior paramedic, I can relate to the use of Hersey and Blanchard’s new employee theory, with responsibility for clinical supervision, coaching and mentorship of my team comprised of diverse clinicians of differing experience and knowledge (Meier, 2016). When providing feedback and coaching to staff I am mindful to alter my leadership approach dependent upon the individuals experience, education and competency, when providing supervision to newly qualified emergency medical technicians and paramedics my expectations of their abilities are lower than they would be for an experienced time served counterparts, thus initially a more directing instructional approach is adopted until the situation evolves and appropriate skills and experience are gained becoming competent autonomous practitioners reducing the need for direction and adoption of a more supportive nature, coaching and motivating individual further development. In 1977 Hersey and Blanchard revised their original work providing greater description of their theory foundations and following this situational leadership has encountered several changes.
  Servant Leadership (SL) is the most influential leadership model amongst Christian groups rationalised through practice of servant leadership by Jesus Christ, having employed a servant nature to redeem and minister to others despite holding supremacy amongst peers (Wong, Davey and Church, 2007). Despite such biblical origins, Robert Greenfield is considered to have conceptualised servant leadership amongst modern theorists (Spears, 1996). Keets and Abaldo, (2017) describe Martin Luther King, Mahatma Gandhi, and Mother Theresa as exemplars of SL having influenced people around the world, from which other leaders can learn.
It was Greenfields, 1977 opinion, leadership should principally meet the needs of others rather than on focusing on themselves, understanding the role of the leader in being a servant. Such leaders influence others by providing vision, gaining credibility and trust from followers (Farling, Stone and Winston, 1999). Wong, Davey and Church, (2007) report servant leadership is comprised of ten core characteristics centred around the attitude of a humble and selfless leader who focuses on development and retention of followers through creation of a safe working environment, encouraging innovation and enhancement of intrinsic motivation. Such leaders humanise the workplace earning trust by placing others needs ahead of their own, listening open-mindedly to employees building relationships through empathy, kindness, and emotional intelligence. Leaders encourage team building and value follower cooperation in joint decision making releasing the creative potential of followers to achieve organisational goals. Servant leadership is criticised as being too good to exist, attracting passiveness, occasionally serving the wrong cause and ineffective in all situations with additional negativity through use of the word servant (Herbert, 2005). 
  I have utilised servant leadership concepts within the leadership of my teams to assist motivation and team building by providing all the basic requirements as theorised within Maslow’s hierarchical needs (Benson and Dundis, 2003). General use of servant leadership within WAST is scarce, with traditional preference for a uniformed service comprised of hierarchical ranking structure where those positioned below provide for and answerable to seniors above. However, it is argued employment of servant leadership within emergency services may improve employee satisfaction, removing bureaucratic and toxic environments, creating healthy work environments, strengthening individual clinicians (Russell, 2017).
  Associated with empathy, kindness and sympathy, compassion is defined as the sensitivity to personal suffering and that of others with commitment to lighten and prevent such suffering (Wasylyshyn and Masterpasqua, 2018). Compassionate leaders have a connection with others intending to contribute to achievement of their own and others wellbeing, they show care and concern for themselves whilst displaying unconditional concern for others, developing an understanding of the continued requirements of others treating them with patience fairness and respect. Readily accepting of diversity amongst others embracing new ideas and approaches, respectful of values and beliefs different to their own (Pharoah, 2018). 
[bookmark: _Hlk83163900]Basran et al, (2019) argue behaving too compassionately has the potential for leaders to become soft and taken advantage of by followers, with leaders concerned of becoming dependent upon such behaviour. Furthermore, they conclude a fear of receipt of compassion from others exists. Supported by Simpson, Clegg and Freeder, (2013) who purport feelings of belittlement and being patronised by receivers of compassion by virtue of highlighting their deficiencies and problems, leading to rejection. However, they further conversely conclude an acceptance of compassion from the receiver, mindful of enhanced social standing within the workplace through close affinity with influential leaders.
Amidst my leadership journey my compassion towards followers developed through experiences and reflections of personal highs, lows, successes, and failures. The most impacting experiences was during the resuscitation and death of my father, which left a legacy on my work and home life. Throughout the process I felt unsupported by my organisation through a young immature leader who offered no compassion or thought which led to a decline in my motivation, performance, and health with subsequent knock-on impact upon my own team and organisational performance. On reflection following my experience I realised the importance of compassion and support of followers within the workplace especially during difficult life events and their potential impact on organisational stability, with the role of compassion and support essential to any recovery process (Flux, Hassett and Callanan, 2019). Provision of compassion to followers has attracted conflicting results, whilst those having suffered a significant event within their lives compassion has provided successful maintenance of motivation and team commitment, whilst others have attempted to take advantage of my compassionate nature with an expectation of support for most personal and work issues no matter how trivial (Basran et al, 2019).





Conclusion.
Organisational leadership is vital and cannot be overlooked, leaders’ knowledge and skills motivate and encourage groups to facilitate individual and collective collaboration towards a common direction, relevant to organisational objectives and success.
Healthcare settings provide continually changing situations, with problems and tasks to overcome, especially within unscheduled emergency healthcare where staff occupy professional roles as a vocation, committed to do their best wherever possible for patients’ indicative of most being aligned to theory Y traits, however ignorance of theory X would be perilous and treating a crew with differing beliefs and values similarly may have opposing effects. To meet organisational goals and vision there is cause to use each theory dependent upon the situation, within my own leadership there may be necessity to apply transformational methodology to deliver the ideologies and supportive nature of the new senior paramedic role embedding staff within the role benefits by leading by example and receptive to innovative ideas. Display of a servant type leadership may be required on occasionally working for followers benefit as a tool and resource within their armoury, whilst also having to use situational leadership in the delivering of individualised feedback to staff members commensurate with their level of experience and education, when delivering this feedback, it is also pertinent to be compassionate towards the individuals needs dependent upon their personal circumstance.
Within this literature I have critically evaluated six leadership models and theories with consideration to their application within my own and organisational leadership. Through critical analysis of these leadership styles, there is no single overarching leadership style applicable when applied in isolation when considered within my own leadership, organisation or within an unscheduled health care setting. Each leadership theory, style offers positive and negative aspects when used within differing situations and key to successful leadership is the adaption of leadership style to meet the demands of a specific situation with several leadership styles at the leader’s disposal and dependent upon the given task or situation. Successful leadership however is also dependent upon the self-awareness of leaders own qualities and skills and their impact on others within the workplace with continual analysis of strengths and weaknesses to guide personal development.

 

Chapter 2.
   Effective leaders are distinguished by a high degree of self-awareness, self-regulation, empathy, motivation and social skill (Goleman, 2018). 
   Within this discourse I shall critically explore and evaluate my own personal leadership qualities and skills, assessing the impact of my leadership behaviours and values upon others within the workplace. Reflection and critique of behaviours and outcomes will inform basis for future development, identifying negative and/or positive practice and development of smart objectives to overcome shortfalls within my ability culminating with formation of a personal development plan (PDP) detailing long, medium and short-term improvement goals. Mamede and Schmidt, (2004) claim reflection within modern work experiences contributes to improved practice and learning with John Dewey’s work rooted deep within. Dewey, (1933) purported catalyst for refection is thought or thoughts provoked by an occurrence within an experience which harbours doubt, uncertainty, or a lack of understanding leading the individual to search for solutions or explanations of the event.
   I have been involved in leadership and management roles within my organisation for several years occupying various positions, and historically prior to holding official leadership roles I have stood out amongst groups of my peers to lead and achieve success. Supported by Carson, Tesluk and Marrone, (2007) who report teams may do well when reliant upon leadership from the team itself rather than appointment of a single leader figure, something I remain cognisant of when leading teams. In hindsight It was not until I reflected on successful team leadership prior to an annual personal appraisal and development review (PADR) that I realised how significant my influence had been upon my peers, fuelling motivation to seek further leadership experience and professional fulfilment. 
   My current Senior Paramedic (SP) role is a newly innovated organisational leadership role fulfilling clinical governance requirements and support for clinicians, identified as being deficient for many years (Harrison, 2019). As an SP practising within prehospital unscheduled emergency healthcare, I hold leadership responsibilities for a team of clinicians dispersed over a large area, encompassing three ambulance stations within the Hywel Dda university health board area of Wales. My team is comprised of forty-five diverse Emergency Medical Technicians (EMT’s) and Paramedics of varying experience, education, ambition, values and behaviours. Leadership of these individuals involves inspiration, motivation, empowerment and stimulation of autonomous individual practitioners and collectively as a team to achieve common goals to become their absolute best in accordance with Welsh Ambulance Service Trust (WAST) values and behaviours (Appendix 4.2), to successful achieve organisational vision, goals and strategies. 
   Recently strain has been placed upon limited SPs through unrealistic expectation from senior managers and large teams, compounded further from unprecedented pandemic and hospital pressures with resultant demotivation and inefficient leadership of my team. Use of Borton’s, (1970) simplistic reflective model “What”, “So What “, “Now What” has assisted my cognition and learning following this experience and will form the basis of my reflections within this discourse. Covey, (2004) suggests within his book “The Seven Habits of Highly Effective People” individuals operate within circles of concern or influence, inferring the ability to directly influence and change factors or the inability to change factors which however remain a concern. Leaders who remain within their circle of influence are thought to be more initiative-taking offering effective leadership (Sherman, 2020). An area out of my control and influence at present, influenced by economic and political pressures is SP numbers, which is currently below anticipated establishment required within the organisation with large teams consequential. Thompson et al, 2015 suggest optimal team size is five to seven members and readily develops cohesiveness expediting enhanced team performance, however larger teams are reported to have greater collective intelligence to solve complex issues. On reflection, as leader I should develop awareness of issues out of my control which exert effects upon myself and my team, with ability to differentiate between challenges where I can be effective as opposed to those where unnecessary time and energy is lost to futile outcomes with deleterious effect upon my team and personal motivation, behaviours and work ethic (White and Lean, 2008).
  Activities undertaken throughout this leadership course such as Insights, Myers Briggs, Emotional intelligence, Neurolinguistic Programing, Honey and Mumford learning styles and Johari window have enabled critical evaluation and review of previous experiences to inform coherent reasoning and cognition of my leadership journey, rationalising indifferent outcomes and how they may be overcome, understood, or improved for future incidence. On commencement of this learning experience, I intrepidly undertook the insights personality preference evaluator, skeptical of worth. Insights was developed in 1998 through collaboration between Andi Lothian and Jeff Davies, forming a core component of Jeff Davies PhD “Jung’s Typology-The Development of a Psychometric Tool” (Benton et al, 2008). Insight’s centres around the personality model first identified by Carl Gustav Jung a Swiss psychologist, who’s personality preference work has become the seminal work of understanding personalities and subject of research to present day. On receipt of my insights profile (Appendix 4.3), I was astonished by the accuracy into my strengths, weaknesses, behaviors, and traits, candid engagement within the process had gleaned an accurate overview of my personality, however areas pertaining to faults and weakness proved difficult to read but necessary to provide a holistic overview of me as a person, warts included.
   Years of leadership has afforded significant opportunity and experiential learning to develop my leadership abilities and influence my leadership style. When reflecting upon my early leadership years, organisational preparation of leaders was inadequate and leader behaviours followed their own ideology, education, and experiences (Edmonstone, 2011). In true activist style I leapt onboard the leadership ride, reflective of my activist outcome within Honey and Mumford’s learning styles evaluator where I learn from doing, happy to jump straight in (Fleming, Mckee and Huntley-Moore, 2011). Rakoczy and Money, (1995) argue however that variety of learning styles are required within differing complex work situations. Looking back, I strove for excellence within my early leadership years with no understanding of leadership theory or skills achieving promotion from clinician ranks. Not until recently has the importance of preparing managers and leaders been appreciated with the uptake of leadership development within healthcare recognised to be slow and sporadic (Stoller, 2017). Conversely however Donald Schon concluded within his concept “reflection-in-action”, professional knowledge develops within action, suggestive of learning taking place in the moment of doing, once again resonating an activist learning style (Munby, 1989). Souba, (1998) purports when experience combines with formal educational and excellent role models, an excellent environment to learn to lead forms.
  Historically, I believe my leadership style to have been transformational, however I rarely rely upon one style complementing my predominant style with use of several differing leadership styles, including transactional, situational, servant and compassionate leadership styles, with choice of complementary style dependent upon the situation or goal to be achieved and its argued leaders who use several styles have a greater propensity for success (Goleman, 2017). Using transformational leadership, I was able to propose transformation of seminal working practices and systems within my team to improve quality of services delivered to our service users, with no materialistic gain to them as individuals. Persuasion of ethical and moral benefits of improved to service to patients initiated the groups engagement within the change process, assisted further by the vocational nature of emergency healthcare work, where devotion to go beyond the call of duty, or a passion for their role exists with a caring need to undertake it, additionally influenced by close proximity of individuals work footprint to family groups and members (Heyes, 2003). 
  My first experience of leadership within WAST commenced in 2009, when I achieved promotion from paramedic to clinical team leader (CTL) within a neighboring health board, the position carried managerial, leadership and clinical responsibilities of a group of scheduled and unscheduled prehospital care staff. Despite building a reputation as a competent paramedic held in esteem by colleagues, students, and managers with an innate ability to lead and get things done, on appointment to the CTL role however I experienced anxiety of what lay ahead with no preparation, just change of title and responsibility for a team of twenty staff. Whilst I felt anxieties about my predicament my paramedic abilities were unquestionable and I commenced my leadership role building upon my clinical abilities working with staff on station assessing their strengths and weaknesses whilst ensuring staff observed I was not a desk leader, readily willing to roll up my shirt sleeves and work alongside them in a servant leadership manner, engaging followers to support and accomplish organisational vision (Lockhart, 2021). On reflection through display of these humble, charismatic behaviours and origins I was able to provide authenticity and credibility to my leadership perception from followers, influencing similar behaviours in return acting as a role model.
  Bass and Steidlmeir, (1999) state authentic leadership is strongly associated with transformational leadership with rationale of personal charisma underpinning both ideologies, with authenticity perceived being dependent upon values held by the individual holding deep rooted core beliefs within their character. Having or gaining respect for your leader is of utmost importance to team and organisational success, respect is gained from followers from the authentic behaviours of the leader, including positivity, resilience, transparency, moral and ethical. As an authentic leader I required limited persuasion of followers who alternatively modelled their own work ethics from my display of the authentic behaviours, values, and beliefs (Lawler and Ashman, 2012).
  Within my early leadership one of my first thought provoking enigmas was what motivated individuals within my team, wondering how I could catalyse their motivational needs, reducing apathy portrayed by some members who appeared to trudge through until day end counting down the days to retirement, listlessly completing enough work to harbour off unwanted attention with no thoughts or aspirations. I became perplexed by individual difference in drive to achieve success, complete work goals and activities. My own motivation was driven from a need to provide for my young family who required various needs including housing, nutrition and clothing, whilst my competitive nature as per my newly discovered fiery red insights personality amongst peers provided further motivation to acquit myself to the best of my ability displaying high standards and work ethic, behaviours influenced upon me from an early age from parental exemplars (Leenders, Bunk and Henkens, 2017). Reflection highlighted the need for further understanding and knowledge of team motivation, leadership and management and embraced a vocational leadership qualification with the Institute of Leadership and Management (ILM) level 3 and 5 qualifications, cognisant of not having undertaken any formal education for a significant period, however through this activity I first became aware of Maslow’s hierarchy of needs. Maslow, (1943) reported existence of five major human motivational need groups, which were placed within a pyramidal system requiring fulfilment of each layer prior to progression to the next in a hierarchical system (Appendix 4.4).
  With this newfound knowledge within my first leadership role, I used Maslow’s theory to try and motivate my staff, providing new furnishings and comfortable, warm, and secure environments for team members to unwind, readily stocked with welfare items whilst instilling a feeling of belongingness amongst the team through arrangement of social events building relationships, allowing networking amongst peers, friendship growth and shared interests external to a work environment between staff. I further grew a library of learning and educational resources for staff use, encouraging team members to apply for promotion or achieve higher qualifications and further explored during annual appraisals. Sing, (2015) reports existence of improved effectiveness and efficiency within teams and individuals where effective personal appraisal and development review (PADR’s) are undertaken against clear objectives. Whilst keen to undertake PADR’s within my team the organisation however are less keen to afford appropriate time for their completion as a result they have become counterproductive as a meaningless reporting and tick box exercise.
  On reflection, additional to the use of Maslow’s motivational theory this was an example of servant leadership providing for and serving the team under my sphere of influence and whilst early success was achieved with improved team motivation and increased transfer requests from outside staff keen to join our success, criticisms of this theory became apparent however where not all members required fulfilment of all pyramidal levels and able to progress without the fulfilment of all level’s dependent upon personal values, beliefs, social background and experience (Wicker et al, 1993). Whilst successful in delivering team motivation effects upon my own wellbeing as a servant to the team was questionable with laborious maintenance of team requirements which proved difficult to maintain by the leader alone, requiring team involvement, buy in and assistance of others essential to create a sustainable system (Lynam, 2021). From this experience I learnt a place exists for use of Maslow’s hierarchy of needs to motivate my team but realised it does not fit all followers and required awareness of individual motivational drivers necessary for global success.
  When my team were able to see I was a worker and looking to do all I could to improve their workplace they began to warm towards me, and I was able to assess what was good and indifferent at station and locality levels. I began to collate lists of essential duties to be completed by staff during each shift which on reflection was an autocratic leadership style with no involvement of staff within decision making or encouragement of their innovative ideas, consequently my actions attracted considerable resistance by followers and my first disappointment. I quickly realised change was difficult to manage within a team and far more productive and successful to involve all team members within decisions with individuals more receptive to their own ideas rather than those enforced.
  When previously attempting to orchestrate change I have met by resistance from individuals whose opinion was any new or delegated tasks and process as not being of their concern or role and sat alternatively within my responsibility as the manager, on reflection within these early leadership years my fiery red personality trait as per insights profiling would come to the fore and I would display dictatorial, assertive and controlling personality traits, especially with followers of an opposing green supporter insights personalities. The occurrence of these experiences caused unrest and agitation from team insubordination, initiating enquiry into behaviours to rationalise causation of discontent and why plans had not gone as well as anticipated. I discovered most people fear change and what it may mean and present barriers to resist its occurrence (Moran and Brightman, 2000).
  Following my early learning in action experience of organisational change I discovered it is essential to develop good leader and follower relationships with optimal communication and collaborative involvement of followers to ensure success and engagement (Arif et al, 2017). Additionally, adoption and development of coaching skills by the leader can support organisational change, moving away from a typical controlling and commanding mindset, towards a more positive, motivating coaching culture (Grant, 2010). Jantunen, (2019) further supports the adoption of a coaching culture by the leader valuing empowerment of teams. Improvement of my leadership approach and communication from coaching and mentorship is an area I feel I could expand upon my knowledge and skills to enhance my leadership efficacy, whilst being mindful of differing personality traits.
  I realise on reflection, leadership skills and my behaviours with team member engagement is interlinked, having experienced much of it through experiential learning (Moon, 2004). A potential driver within these situations is the identification of my supervisor Jungian personality trait type ESTJ, according to the Myers-Briggs (1962), based upon Carl Jung’s  (1923) simplistic description of personality types, renowned to be one of the most practical tools to describe personality trait and one of the most sold personality tests (Bahreinian, Ahi and Soltani, 2012). Myers Briggs purports everyone has a number of personality type elements within and there is no best fit typology. Analysis of my own traits using Myers Briggs assessment identifies me to be ESTJ personality which infers to me being an extrovert (E) with a natural ability to take care of business in a practical, realistic and matter of fact style, displaying no interest in subjects seen to be of no practical use, furthermore I am thought to enjoy organising, administrating and running activities but liable to miss other people’s feelings and points of view regularly. Other parts of my personality trait S and T refer to sensing and thinking respectively and relate to my sense of attention to reality and thoughts of what I can learn from my own interpretation of incidence with thorough analysis of available options prior to making decisions, a trait which I have acquired over the years through experience of hastily decision making by managers without being in full possession of facts and having to deal with the consequence. I enjoy gaining first-hand experience whilst gaining a holistic overview of facts and details, which I can imagine may be overbearing and seen as controlling, using a situational leadership approach within these situations may assist the efficacy of my leadership assisting with my own requirements for development of coaching and mentorship.
  The final J aspect of my ESTJ personality trait refers to a preference of planning and structure with analytical decision making, whilst I resonate with this I am also able to work intuitively making snap decisions a trait of all clinicians working within emergency critical care, with lifesaving interventions required and supportive of being extrovert, frustrated and intolerant of inaction. 
  This course has assisted reflection upon my leadership style including how I engage with others whilst undertaking my duties. When interacting with my team, peers and other departmental colleagues a varied style is required with my preference being of innovative ‘democratic’ or ‘delegative’ leadership rather than an autocratic culture where staff are directed, as outlined within studies undertaken by researchers led by psychologist Kurt Lewin (Cherry, 2006). Authoritarian leadership is reported to be less creative and viewed as dictatorial and controlling, its application however is not to be ignored and should be used where the leader is the subject specialist and little time for group decision making exists (Cherry, 2006). It is possible on occasions that colleagues perceive me to be autocratic with an authoritarian approach pertinent to some aspects of the SP role where specialised enhanced skills and abilities are role specific, especially during a pitstop approach to resuscitation efforts orchestrated by the leader in a directive manner to improve resuscitation success and achievement of an organisational goal (Batt, Haliwell and Clark, 2015). A democratic and delegative style is useful within a range of incidences and as a senior manager with a large team comprising a range of competent and developing staff it is realised task delegation on occasions is required to provide challenge and development to individuals, inspiring them to be innovative and creative within the workplace. Other team members who are very inexperienced and still trying to find their feet within their role and organisation require specific need for instruction on how to complete tasks and processes and use of a situational leadership style is required until competency proven, and experience is gained with continual leadership assessment and adaption of leader behaviour dependent upon follower experience and competency (Hersey and Blanchard, 1997). 

  Hersey and Blanchard, (1997) suggest there is no single all-encompassing leadership style, and successful leaders are those who can read the demands of a given situation and adapt their style to meet these demands. Whilst completing tasks is important my leadership is driven by and often dependent upon situations with importance of good interrelations and communication between myself the leader and follower essential, with relationships improved through listening, providing emotional support and encouragement. Kerr et al, (2005) argue leaders’ effectiveness and perception of followers is related to the emotional intelligence (EI) of the leader. EI can be defined as ‘the social awareness and intelligence to be able to monitor your own and others’ emotions and feelings, analysing these emotions to be able to guide the leaders thinking an actions when engaging with the individual’ (Salovey and Mayor, 1990). 
  My own understanding of EI is all human beings including the leader live within a fluctuating emotional state and influenced through receipt of good news such as promotion or personal success with resultant euphoric, motivated effects or conversely entering a depressing, unmotivated psychological phase following receipt of bad news or information such as negative feedback or a relationship breakdown. It is important to understand emotions and feelings displayed within the work environment can be the result of incidents both at home or during work, as a leader it is important to read these emotions and act on them appropriately by harnessing the euphoric, motivational feelings to improve performance and achieve objectives or to withhold or change approach of delivering further difficult news to those already emotionally perturbed. Occasionally I may lack emotional awareness caught up in the moment of task achievement, supported by my insights red coloured profiling suggestive of my application of an impersonal approach to life with little time, tolerance or compassion for my own feelings or that of others, with the need to express my appreciation of the efforts of others, remaining open to views and ideas of my team.
  It is important for leaders to have a personal awareness of their own leadership style and how this style is perceived by others, this awareness in collaboration with feedback from those I influence is important in the identification of areas for improvement and development of my leadership ability whilst also celebrating good practice. To gauge follower perception of my leadership I attempted to undertake a 360-degree evaluation, a feedback instrument which addresses the differences between a leader self-scoring appraisal and scores provided from follower appraisal of the leader (Kets de Vries, Vrignaud and Florent-Treacy, 2004).
  Prior to engagement in 360-degree feedback with my team I experienced nervousness and anxiety of what information would be received eager to be thought of as a good leader but remaining optimistic of constructive criticism on my leadership abilities. My anxieties however proved short lived with limited team members taking part within the evaluation, enquiries into the lack of engagement highlighting team member frustration from increased time constraint arising from proliferating workloads and receipt of too many survey requests from within the organisation (Khan et al, 2004)
  This experience drew my attention to my communication approach with my team and over reliance on email as a mode of communication, due to the challenges of unscheduled healthcare provision over twenty-four-hour shift patterns and dispersal of team members over large geographical areas (Childs, 2015). Whilst email forms a record, is fast, free, and provides social distancing amongst staff during COVID pandemic it is 
impersonal and asynchronous with delay between sending and receipt. There is however no single panacea of communication and whilst face to face remains considered the best mode with regards to speed, quality and invaluable to build trust amongst teams, especially when sensitive issues are the topic of communication, however various other methods exist such as video and teleconferencing and I now understand the need to explicitly analyse what I wish to achieve and utilise appropriate communication tools (Smith and Mraz, 2001).
  Despite poor 360 feedback team engagement team, it was not a complete failure with forty percent of staff returning feedback to the simplistic model used which looked at my leadership behaviour including team engagement, communication, inspiration, acting as a role model, developing, and influencing the team. Whilst most staff considered me to be an exemplary role model and ambassador for the organisation, inspirational to their own development needs and achievements motivating further education and promotion. Areas of constructive criticism however centered around my communication and my provision of straight talking and no-nonsense approach with feedback examples:
“You speak straight as you see it which whilst appreciated you don’t ever consider any possibility of personal reasons which may currently conflict with work”
“You can be overwhelming and intimidating occasionally due to your size and reputation for straight talking, I feel sometimes that I cannot share or challenge things with you” 
“Your experience and knowledge within the organisation is unquestionable however you sometimes need to use softer skills when engaging and communicating with staff”
Initially I was taken aback by these comments and saddened by some, I sought reason for their occurrence and the rationale behind my shortfalls and how to overcome these in future, when reviewing comments against my insights Jungian personality report I realised my preference was to be controlling of situations and lack empathy for others unaware of the impact of my actions on others with my preference to get the job done taking over control of my actions. In future I have now developed an understanding of the effects of my presence with staff and the need to develop softer skills including emotional intelligence and use of NLP practices. Riggio, (2013) state soft skills are hard to develop and remain a developing part of current leadership training, whilst the harder skills are a necessity the softer skills are required to improve team performance and leader follower relations and an area of development for my own improved leadership.

  During the course of this leadership program, I have been able to reflect upon my skills of negotiation and coaching. Challenges presenting to leaders within unscheduled health care are unique, whilst having generic team concerns such as choice of annual leave weeks, station duties, and roster cover all of which are challenges existing within most workplaces, the arena I operate within also has the stressful and difficult situations of having to deal with everything from birth to death with injuries and illness that fall within, all of potential adverse effect upon staff wellbeing.
  Within my early team leadership journey, I found generic workplace issues were initially challenging however looking back I quickly learnt to engage collectively with all  team members with problems encouraging them to formulate their own solutions, or if a problem developed between two individuals I would mediate between them and encourage reflection, and more often than not parties concerned would solve their issue without further assistance and disruption to the team, an approach accepted and favoured by staff. I have frequently had to support my team members following difficult incidents where things have not gone as well as they could or following incidents where for whatever reason they have felt emotionally attached and personally effected by an incident suffering potential well-being issue as a result.
  Following calls of high acuity and significance such as a cardiac arrest or significant trauma, It is an expectation of SP’s to be in attendance to lead and manage the team throughout the event, following completion I undertake a hot debrief with the crew within a safe, comfortable environment and location encouraging participation of team members to talk through and discuss the management of the incident, inclusive of what went well and what was felt indifferent and what could be improved upon should a similar event be attended. Quite often there are aspects within the incident which have caused a difference in the outcome which sit outside of our control, often the team requires coaching to understand they are unable to control all aspects, and these should be placed aside and not dwelled upon as per circles of influence and concern (Covey, 2004). During debriefs I get the opportunity to celebrate staff success following a good job or alternatively where performance areas are identified to fall below expectation I am able to provide constructive, impartial and objective feedback to individuals highlighting areas for development and training, enhancing  team member self-awareness and understanding of strengths and weaknesses, enabling reflection on personal development needs moving forward in line with organisational values and strategies. As leader I recognise feedback as an opportunity to effect change whilst providing clarification of needs to enhance future performance to assist achievement of organisational vison and goals. 
  Aguinis, Gottfredson and Joo, (2012) conclude the purpose of feedback to teams and individuals is to improve job satisfaction, motivation and employee engagement, To enable successful feedback delivery communication and coaching skills are essential, delivery of feedback on successful performance to followers motivates employees to increase use of their strengths, producing further positive behaviours and results (Buckingham and Clifton, 2001)
  Following conclusion of difficult situations, I reflect upon my performance to enable identification of areas of improvement within my own knowledge and understanding assisting my future performance. I have gained awareness following this course assisted through reading and study of how significant and valuable to leadership, coaching and mentorship is and how when applied in the correct situations it can have a marked impact on achievement of organisational goals. Occasionally when undertaking coaching and mentorship I have found difficulty with the cognition of events within some individuals. Neuro Linguistic Programming (NLP) is a popular approach when dealing with human cognition, seeking to predict and understand human behaviours. Van Rooyen, (2018) report NLP as being a user manual on how the human mind works and influences behaviour, which may be manipulated to deliver particular behaviours.
  Van Rooyen, (2018) further described how tools and approaches of NLP are said to encapsulate four areas of endeavour and something for leaders to aspire to:
· Outcomes – Strategies and approaches for self-motivation and the motivation of others. 
· Rapport – Approaches for building rapport and influencing others. 
· Flexibility – Techniques for developing personal flexibility and awareness of others; and 
· Language – Language models from hypnosis, and therapy.
Gaining knowledge of NLP methods and use would be beneficial to me as a leader able to influence followers’ behaviours to align working practice with requirements of the organisation.
  One of the main SP objectives is the delivery of clinical supervision, education and incident leadership to a range of clinical staff including EMT’s, paramedics and advanced paramedic practitioners (APP), each of these groups of employees have differing levels of education and experience as previously mentioned, however during operational delivery of emergency patient care there is a general consensus of the SP being the highest skilled, respected members of staff, which enables clinical supervision and feedback of developmental needs. Previously emergency ambulance staff achieved qualification to the role through internal qualification methodology, but more recently higher education institutions have become the enablers of access to Paramedic employment with a requirement for level 6 education degree qualifications (Caffrey, Barnes and Olvera,2019). Having qualified as a paramedic pre-degree era and despite numerous years of experience I reflected personally on how I would be perceived by new paramedics entering with a higher educational qualification with greater skills of analysis and formation or arguments for evidence based practice, with anecdotal evidence of comments being made regarding “dinosaur paramedics”.
  I felt a lack of authenticity and credibility as a paramedic let alone as a leader feeling respect from these individuals would be harder to achieve, a result of my reflections I became motivated to study achieving a critical care degree and parity with followers enabling functionality on a similar level. With the success of the higher education of paramedics and the development of diverse paramedic roles availability within the current healthcare structure for paramedics there now exists a drive for level 7 education and master’s qualifications within the paramedic ranks, with APP already requiring a master’s qualification, this once again places me with further development needs as a leader to gain level 7 education, achievable with completion of this Post Graduate Certificate. Additionally, delivery of training and familiarisation of equipment and procedures to staff will necessitate the need for a teaching qualification to be a credible source of training available to staff operationally and on stations.
  Reflection and exploration of my own leadership style has assisted development of a plan of improvement within my skills, abilities, and effectiveness within my leadership role. I am now appreciative of the presence of diversity amongst team members who hold differing core values and beliefs to myself and other team members, cognisant of differing motivational requirements and existence of individual strengths and weaknesses of the team with requirement for individualized approach and enhanced communication skills to achieve optimal performance. Organisational leadership is necessary from all levels to drive achievement of vision and strategic objectives enhancing reputation and service quality. Numerous leadership styles are available at one’s disposal offer differing benefits and pitfalls, with success dependent upon alignment of situational requirements and style, use of several differing styles is essential for success with reliance upon one style destined for failure. A culture of continual improvement should be embedded within team vision, through collaboration of all team members with inclusive leadership important to staff engagement and improved outcomes (Ahmed, Zhao and Faraz, 2020).
  Storey and Holti, (2013) were commissioned by the National Health Service (NHS) leadership academy to consider the future development of leadership within the NHS. Their response was positive, current, and simplistic:
· Provide and justify a clear sense of purpose and contribution.
· Motivate teams and individuals to work effectively.
· Focus on system improvement.
To achieve such aspiration as a leader of an NHS team it is important to analyse personal leadership qualities and skills, cognisant of my perceived behaviours and values by those under my influence. Throughout this literature I have reflected on my leadership ability using the information gleaned both good and bad within tools such as the strengths wheel (Appendix 4.6) through which I have been able to identify areas of personal development. To address identified developmental needs, I have formed a personal development plan of activities which are specific, of measurable of success, achievable, realistic and able to be completed within a timely manner (SMART). Each development area has been analysed for strategic suitability utilising SWOT and PEST tools of analysis prior to inclusion within my PDP (Dyson, 2004).
  In conclusion, I have explored leadership styles and the effects of their use within the organisation concluding there is no singular encompassing leadership style and whilst I may lean towards a particular predominant style, use of a range of styles is evidenced to be more effective for successful leadership outcomes dependent upon situation. Moreover, successful leaders display authenticity and credibility to their followers, respectful of their position, experience and abilities readily accepting of them as their leader. It is important to have insight into how you as a leader are perceived by followers being observed as a role model and exemplar for behaviours.
Leaders and followers are individuals with their own personalities, values and beliefs  which may be conflicting on occasions, therefore it is important to have an understanding of varied team personalities and learning preferences to ensure suitable approach to leadership is employed and considered when difficulties present within the workplace,  successful leaders will have a holistic awareness of their own personality traits, skills and qualities able to adapt to given situations to produce optimal performance from their followers with an awareness of differing values, beliefs and priorities of followers which may directly oppose their own. Self-awareness by leaders of their strengths and weaknesses through various methodologies including follower feedback should form a basis of continual professional development of the leader and achievement of organisational vison, goals and mission through successful team leadership. Reflections of previous experiences within this literature has enabled identification of areas of weakness within my own leadership abilities and formulation of a PDP to improve upon these skills for future use mindful of how my actions and behaviours affect others in the workplace.
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Appendices. Appendix 4.1,
Personal and professional development: Activity planner

Name: Gary John Dymond			Period from:  April 20			Period to: April 
Planning Professional Personal
	Your aims
	Professional
	Personal

	
What would you like to achieve in the next twelve month period?

How would you like to develop yourself?

What skills will you need for the future?

Are there any particular problems you would like to solve?

	To become an efficient Senior Paramedic, a go to for clinical queries and concerns and a tutor, motivator, and developer of a highly skilled knowledgeable innovative team.

Complete the PGCert and chartered managers qualification to enhance my leadership skills, knowledge, and ability. 

Undertake further clinical qualifications or master’s qualifications to provide appropriate clinical support my team of highly educated practitioners. 

Undertake an official Coaching and mentorship course to support my leadership role.

Align the team’s goals and objectives with those of the organization, working towards a common goal of being the provider of high quality clinically focused care.
	Further education to better my own knowledge and abilities.

Be a better communicator with individuals, including both staff and my own family prioritizing my workload and commitments allowing adequate work life balance to ensure my own wellbeing.

Continue with my own hobbies and interests outside of work, many of which have been stopped due to my own internal difficulties and barriers.

Embed the fact others have differing values and behaviors, understand that not everyone thinks the same or hold the same priorities in life.

	Learning needs
	
	

	


	
46
	

	What areas do you wish to develop in the next twelve months?

	I wish to develop better communication skills with my team and gain an understanding of my own teams individual learning styles and personality preferences to enable optimal approach to their leadership and development. I hope to gain further insight into leadership and management skills through completion of a level 7 PG cert, Leadership in Emergency Services.
	

	Work skills
	
	

	What technical skills do you need to improve in the next twelve months?

	I would like to pursue a teaching qualification to enable development of my team, and leadership of them to provide high quality patient centred care.
	I wish to hone my current Senior Paramedic skills, whilst gaining further skills to benefit patient care and assistance to my team members in their own skill levels.

	Future Learning Needs
	
	

	Where would you like to be in three to five years’ time?
Does this change your plan?

	I would like to be in a higher position within the clinical directorate management structure such as regional clinical lead or director of paramedicine. Taking the organization forward with an enthused vigor to improve patient outcomes.
	I hope to see my children graduate from university and complete A levels respectively, supporting them along the journey. 


Priorities and strategies

 

Which is the top priority, second, and so on? When would you like to achieve each? How might you achieve this learning (e.g., self-study, course attendance)
	Your priorities
(learning needs and skills development)
	How will you do this?
	What help and resources do you need?
	When do you hope
to do this by?
	When was this
accomplished?

	PG Cert 
	Completion of all aspects of the course to the highest of my abilities and effort. Management of my office-based hours to attend course requirements completing written work in line with milestones set.
	Support from my employer with time to attend workshops and complete study and written work. Economic support in the form of course funding. Study leave. Support from my family to undertake further education.
	September 2022.
	

	Coaching and Mentorship Course.
	Search for accredited course availability, apply for a position.
	Support from line managers with all aspects of course attendance and study leave. Management of work life balance and wellbeing. Work based mentor and coaching practitioner.
	June 2023
	

	MSc in Advanced Care
	Application to University of South Wales for a position within the 3-year MSc course to enhance my clinical abilities even further.
	Support from my organization/ Line management with economics and study leave to attend course dates remotely from home or via university attendance. Family support to undertake course requirements.
	September 2025
	

	Neuro-Linguistic Programming diploma/course.
	Search and apply for accredited courses. Discovery learning through books, mentorship.
	Available courses, search for suitable books and practitioners of NLP who could coach and mentor my development. Study time.
	August 2024.
	

	Enhance Emotional intelligence knowledge and skills.
	Research trials and papers, purchase a reputable book on emotional intelligence.
	Study time, mentor feedback of success from followers.
	November 2022.
	

	
	
	
	
	

	
	
	
	
	


Record of activities
	Date
	Activity
	Duration
	Development
	Potential Application
	Usefulness
	Development Hours

	The date the
activity took place
	What type of development activity have
you undertake? It may be a course or
an event or a work related task

	How long did the
activity take?

	Explain what you gained in one
of these terms:
• Skills: something you can now do
• Knowledge: Something you now know
• Experience: Something that reinforced
what you know or understand or
introduced you to something new

	Where do you think this development
will have the most impact, and when
will you be able to use it?

	On a scale of 1
very useful to 5 not
at all useful how
would you rate this development?


	Claimed Cumulative


	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	


Da
the Activity review
	Planning
	Professional
	P Personal P

	Review comments – achievements
	
	

	What has been your greatest achievement during this review period?
What does it mean for you professionally and personally?
What did you learn from the experience?

	
	

	Review comments
	
	

	What have you not achieved and why?
How have your development plans changed as a result?
What new learning needs has this generated?

	
	

	Activities to be carried forward
	
	

	What activities would you like to carry forward into next year?
What activities need further development?

	
	

	Moment of realisation
	
	

	What has been this year’s ‘light bulb moment’ when you have learnt or experienced something that has helped to make sense of everything else or which was truly inspirational? It could be a phrase, a quote, or a brilliant idea.

	
	

	Review date
	Proposed                      Actual
	Proposed                      Actual

	Set a date for when you will look at your plan again and revise it. Make room for at least two reviews before the end of the plan year.

	11th January 2022.

31st March 2022.                                         

	11th January 2022.

31st March 2022.                                          


	Cross reference
	
	

	Some or most of the activities you plan may be the requirements of other bodies you belong to. Make a note here.
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Welsh Ambulance Service, Values and Beliefs.
[image: A picture containing diagram

Description automatically generated]

Appendix 4.3. 
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Appendix 4.4. 
Maslow’s Hierarchy of Needs.
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Appendix 4.5.
[bookmark: _Hlk88084735] Hershey and Blanchard’s, situational model.
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Appendix 4.6. 
Strengths Wheel.
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[bookmark: _Hlk88084822]SWOT analysis Knowledge- Clinical, Leadership & Management and Training.
	Strengths.
· Authenticity.
· Credibility.
· Respect.
· Support of individuals.
· Mentorship.
· Clinical Excellence.
· Leadership and Management excellence.
· Quality Care/service delivery.
· Improved reputation.
· Innovation.
	Weakness.

· Financial Cost.
· Lengthy course, work release.
· Dedication.
· Commitment.
· University location.



	Opportunities.

· Delivery of efficient operational training.
· Improved delivery of high quality care.
· Well, trained highly skilled workforce.
· Organisational reputation.
· Exemplar employers.
· Motivation.
	Threats.

· Loss of staff.
· Competition between peers for support.
· Reduced team time.
· Costs.
· Higher banding/ payment.
· Covid Pandemic.



	Political.
· Ambulance commissioners buy in.
· Welsh Government buy in.
· Availability of course institutions, bursaries.
	Economical.
· Financial Costs, course travel, shift cover.

	Social.
· Respect from team members of being directed by a highly qualified leader who has knowledge and experience to support their growth and development.
	Technological.
· Equipment shortage to deliver training.
· Poor rural internet connection.



Appendix 4.8.
[bookmark: _Hlk88085052]SWOT/PEST analysis- Coaching and Mentoring.
	Strengths

· Improved organisational performance.
· Improved Leader performance and behaviour.
· Improved employee performance.
· Motivated workforce.
· Improved wellbeing.
· Enhanced follower leader relationships.

	Weakness

· Financial outlay for qualification, course.
· Lost working hours.


	Opportunities

· Share knowledge and skills with others.
· Organisational growth in reputation and quality.
· Enthused, innovative workforce.
· Leader within staff support 
· Development of staff.
· Improved service user experience.


	Threats.

· Finance
· Lost Production hours.
· Reduced Leader numbers.
· Change and engagement.
· Buy in from senior managers.
· Loss of higher educated staff.
· Covid Pandemic.



	Political

· Ambulance Commissioner funding
· Welsh Assembly Funding, engagement.

	Economical

· Funding 
· Annual budget, yearly position.
· Covid Pandemic cost.

	Social

· Leader competition.
· Managerial support.

	Technological.

· Rural Internet accessibility.
· Computer literacy.



Appendix 4.9.
[bookmark: _Hlk88085174]SWOT/PEST analysis- Neuro Linguistic Programming.
	Strengths.

· Improved self-awareness.
· Improved communication.
· Builds relationships.
· Goal setting.
· Behavioural adaption.
· Achievement of goals and vision.
· Awareness of body language and other sensory signs.

	Weakness.

· Developing theory.
· Innovative.
· Poorly understood.
· Limited learning resources.

	Opportunities.

· Relationship development.
· Manipulation of behaviours to reach goals and vision.
· Engage and communicate with staff.
· Understand staff perception.
· Organisational success.




	Threats.

· Senior manager engagement.
· Lost unit production hours.
· Availability of one to ones with staff.
· Covid Pandemic.



	Political.

· No political 

	Economical.

· Production hours financial costing.

	Social.

· Staff engagement.
	Technological.

· Resource availability.






image2.jpeg
OUR VISION

A LEADING AMBULANCE SERVICE
PROVIDING THE BEST POSSIBLE
CARE THROUGH A SKILLED,

.
JOUR BESTY
(‘i!’!
N NP

v 3¢ T e gesT,

ORESPiup ope s oS MER

'WIYSELF AND OTHERS WE CAN BE BETTER OWN MY DECTSIONS

1w





image3.emf
GD insights  profile.pdf


GD insights profile.pdf


Gary Dymond


24 May 2021


Foundation Chapter
Management Chapter







Gary Dymond


© The Insights Group Ltd, 1992-2021. All rights reserved. Page 2


Personal Details


Gary Dymond
gary.dymond@wales.nhs.uk


Telephone:


Date Completed: 24 May 2021


Date Printed: 25 May 2021


Referral Code: 2021_26May_WAST







Gary Dymond


© The Insights Group Ltd, 1992-2021. All rights reserved. Page 3
Insights Discovery and Insights Learning Systems were originated by Andi and Andy Lothian. Insights, Insights Discovery and the Insights Wheel are registered trademarks of The Insights Group Ltd.


Contents
Introduction............................................................................................................... 4
Overview .................................................................................................................. 5
Personal Style ................................................................................................................................ 5


Interacting with Others ................................................................................................................... 5


Decision Making ............................................................................................................................. 6


Key Strengths & Weaknesses.................................................................................. 7
Strengths ........................................................................................................................................ 7


Possible Weaknesses .................................................................................................................... 8


Value to the Team .................................................................................................... 9
Effective Communications...................................................................................... 10
Barriers to Effective Communication ...................................................................... 11
Possible Blind Spots............................................................................................... 12
Opposite Type ........................................................................................................ 13
Suggestions for Development ................................................................................ 15
Management .......................................................................................................... 16
Creating the Ideal Environment .................................................................................................... 16


Managing Gary............................................................................................................................. 17


Motivating Gary ............................................................................................................................ 18


Management Style ................................................................................................. 19
The Insights Discovery® 72 Type Wheel ............................................................... 20
The Insights Discovery® Colour Dynamics ............................................................ 21







Gary Dymond


© The Insights Group Ltd, 1992-2021. All rights reserved. Page 4


Introduction
This Insights Discovery profile is based on Gary Dymond'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.
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Overview
These statements provide a broad understanding of Gary's work style. Use this section to gain a
better understanding of his approaches to his activities, relationships and decisions.


Personal Style


Gary is a pragmatic individual who can be as tough as the situation warrants. He constructs a
code of rules embodying his own judgements about the world. He then acts upon the basis of his
judgement, whether or not this appears well-founded to others. He is quick to spot opportunities
and see how they can be turned to his advantage. He is adept at dealing with crisis situations
and will readily take charge, organise and communicate to others a sense of calm, security and
confidence. He should learn to delegate more to improve the completion of his tasks and should
have assistance in ensuring that follow up is maintained.


He is keen to pick out logical inconsistencies. He enjoys work that allows him to get his teeth into
new projects. Gifted in natural marketing and selling, Gary needs work that challenges him and
holds his attention. He is responsible and faithful to his commitments and obligations. People
with whom Gary works are aware of his excellent organisational qualities and commercial
aptitude.


His rather impersonal approach to life may leave little time, tolerance, or compassion for his own
or others' feelings. Logical, analytical and critical, achieving power is important to him. He will be
prepared to constantly defend any stance or position he may have taken. Gary is optimistic and
positive, living mainly in the here and now. Gary's ability to focus on task suggests that he is a
good problem solver. Gary is at home in the energetic administration of practical matters.


Gary is a resourceful, action-oriented person who lives for the future by making every moment
count. He expects his goals to be attained, and he wants to be recognised for his own
accomplishments. Gary strives to make things better rather than simply accepting them as they
are. Driven to achieve competence in all he does, Gary can spot the flaws that may exist in most
situations and quickly see how to improve them. Developing, fostering, improving and honing his
skills is likely to be a life's work for him.


He likes to have control of most situations and can speak out clearly and forcibly when he sees
the need to do so. He may in reality be less competent at a specific task than his confident style
indicates. He dislikes confusion, inefficiency, half measures and anything that he sees as aimless
or ineffective. He is a disciplinarian who can be tough when the situation calls for it. Gary is
independent by nature, but he is prepared to labour tirelessly for a team mission he commits to.
Gary likes to make things happen and drive everything around him.


Interacting with Others


Gary likes to be valued for his directness and strength in relationships. He is outstanding at
establishing and implementing orderly procedures, rules and regulations, and may show
impatience with those who don't carry out their designated tasks or work by the rules. He may
need to work at taking the feelings of others into account and to learn to express his appreciation
of others more readily. He needs to make a special effort to remain open to the ideas and views
of others, and avoid shutting other people down. Although his emotional and social life may not
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seem as important to him as other aspects of life, he tends to seek consistent and stable
relationships.


Being respected by his peers is of greater importance to Gary than being liked. Not keen to
respond positively to views which differ from his own, he may jump to incorrect conclusions as he
is often without the benefit of an alternative opinion. As he takes a rational approach to life, he
may be seen as tough, blunt, impatient and insensitive to the needs and feelings of others. He
needs to be aware of being too outspoken, over-talkative and overly logical with some
colleagues. He may lack an understanding of how his behaviour affects others and can be critical
and blunt in giving recommendations for improvement.


He may frequently rebel against the rules and in so doing will strongly resist attempts by others
to regulate his behaviour. He can be somewhat inconsiderate towards both himself and others,
and tends to drive others almost as hard as he drives himself. He should first listen to the input of
those around him and express appreciation for every contribution, rather than automatically
being critical of negative feedback. He is a good innovator, negotiator, and manager. He does
not appreciate critical comments about his personal qualities as he sees these comments as
personal attacks on his integrity.


Decision Making


Gary will be deeply committed whenever he chooses to undertake a role or task. “Do it now” is
his motto. Using past experiences to help him solve current problems and get things done is one
of his strong points. Gary tends to be seen as strong, analytical and impersonal. Good at
organising, decisive, quick, logical and strong in reasoning power, he values truth in the form of
fact, formula, method and judgement. He seeks realistic and satisfying solutions to challenges.


He has a tendency towards making higher risk decisions. Gary's tendency to think “out loud”
enables others to follow his line of thinking. He may occasionally see himself as being physically
larger than life, especially during confrontation. He is frank and decisive and doesn't hesitate to
let others know where he stands. He always tries to decide as much as possible through logical,
analytical and highly organised thinking. If something does not seem rational, he runs the risk of
dismissing it out of hand, even if it is a critical issue.


He finds himself driven to make fast decisions and tends to base his decisions on his own
experience. Impatient with what he may see as inefficiency and incompetence, he can take tough
decisions when the situation calls for it. Gary is willing to admit the truth about people or things
that are important to him, is very alert to problems, and seeks to find solutions himself. He has a
sense of precision and pays attention to detail only if it suits him to do so. Practical and realistic,
Gary is a most matter-of-fact and thorough individual.


Personal Notes
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Key Strengths & Weaknesses
Strengths
This section identifies the key strengths which Gary brings to the organisation. Gary 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.


Gary's key strengths:


● A strong work ethic.


● Sets precise goal oriented objectives.


● Ingenious thinker with a great ability in long range planning.


● Embraces change readily.


● Evaluates people on their results.


● Can master technical subjects.


● Effective implementer, will readily accept responsibility.


● Sensible and matter of fact.


● Has a well developed sense of urgency.


● Enjoys a challenge.


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. Gary's responses to the Evaluator have suggested these areas
as possible weaknesses.


Gary's possible weaknesses:


● Blaming and judgmental, particularly when challenged on shortcomings.


● May pay lip service to “team” issues.


● May be reluctant to ask for assistance.


● Lacks follow-through if interest wanes.


● Will lose interest quickly if the challenge diminishes.


● Tends to over-control the situation.


● Lacks empathy for others in some situations.


● Sometimes unaware of the impact of his actions on others.


● Spots others weaknesses but not his own.


● Reluctant to seek help from others.


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


As a team member, Gary:


● Acts as the “conscience” of the group.


● Ensures there is never a dull moment where he is involved!


● Can focus equally upon “task” and “process”.


● Will never be influenced by emotion alone.


● Breaks down barriers to completion.


● Will cut through “red tape” to speed up the outcome.


● Almost always delivers on time.


● Defends the truth and is not frightened to fight for it.


● Is always ready to offer service to colleagues.


● Encourages others to compete.


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


Strategies for communicating with Gary:


● Be sure he sees evidence of your support.


● Let him know he is in control.


● Bring proof and evidence of performance.


● Match his pace in presenting to him.


● Be aware of his becoming defensive by watching his body gestures.


● Remember to thank him for his time.


● Be ready to leave quickly.


● Let him decide on the way forward.


● Be clear about expectations and timescales.


● Present an overview of the essence of the important facts.


● Allow him to review the agenda.


● Be frank, earnest, decisive and confident.


Personal Notes
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Communication
Barriers to Effective Communication
Certain strategies will be less effective when communicating with Gary. 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 Gary, DO NOT:


● Underestimate his abilities to decide for himself.


● Leap between topics in an unstructured way.


● Be inaccurate.


● Impose your feelings onto him unless he shows willing.


● Stray from the agenda.


● Undermine his authority.


● Wait for praise or recognition.


● Tell him what to do or how to do it.


● Be unenthusiastic or negative.


● Be indecisive, unclear or “woolly”.


● Appear slow or unambitious.


● Impose a “can't be done” or defeatist attitude on him.


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.


Gary's possible Blind Spots:


Seen by many as a smooth talking persuader, Gary may seem indifferent to people who appear
to be less of an extraverted achiever than himself. He is honest and fair but can be seen as
rather blunt and tactless in his ready criticism of others. Increased effectiveness for him may lie
in being prepared to yield on small points to win the important ones.


He should learn to be more considerate by thinking through how his actions will affect others. He
has a short fuse and when pushed may become loud, rigid and domineering, bringing a high
level of stress to the team or his peers. When he doesn't see the logic in others' feelings, Gary
can appear argumentative and difficult to approach, and may not seek or accept common-sense
advice. He sets himself a lifestyle of discipline, structure, schedule and order, and leads best
when he learns to keep his tendency to become frustrated and impatient with others in check. He
runs the risk of deciding too quickly and should first stop and listen to the views of others before
barging ahead.


He may need to slow down to consider the feelings of others even if he doesn't share them. He
may adopt an “if you've got a headache take an aspirin” attitude, which indicates a lack of
empathy to some. He tends to be seen by others as dictatorial and can be aggressive in arguing
his position. He dislikes disorganisation, tardiness, sloppiness or inappropriate behaviour in both
self and others and can sometimes generate an intensity inappropriate to the situation. He may
appear aggressive and too strong willed at times.


Personal Notes
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Opposite Type
The description in this section is based on Gary'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:


Gary's opposite Insights type is the Supporter, Jung’s “Introverted Feeling” type.


Supporters are affable, amiable, steady, loyal individuals who get on well with others. They build
a close relationship with a small group of associates in the work environment. Gary will see the
Supporter’s efforts being directed at retaining the familiar and predictable. Supporters look for
constant appreciation from others and may be slow to adapt to change. They will often go the
“extra mile” to help someone they consider as a friend.


Gary may suspect the Supporter requires assistance in eliminating the old and embracing the
new. Supporters are cautious, conventional, diplomatic and sincere and may avoid decision
making until many of the facts and details are available to them. The Supporter is intent on
maintaining a low profile. In order to perform well, the Supporter needs specific and detailed
instructions before starting a job.


Gary will experience frustration when the Supporter, if challenged, becomes stubborn and
defiant. Supporters are easy going and low key people and like to feel needed and significant in
other peoples’ lives. Even if a mistake has been made by someone else the Supporter may
spend a lot of time sympathising and attempting to diffuse responsibility. Disagreements or
opposing views can be stressful to Supporters. If the conflict in the workplace becomes too great
they may become restless and uneasy, often withdrawing to avoid further conflict.
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Opposite Type
Communication with Gary's Opposite Type
Written specifically for Gary, this section suggests some strategies he could use for effective
interaction with someone who is his opposite type on the Insights Wheel.


Gary Dymond: How you can meet the needs of your Opposite Type:


● Let him organise his thoughts.


● Take your time getting to know him if you want critical feedback.


● Deal with “here and now” projects.


● Ask how he feels about the things he does.


● Speak calmly and quietly, avoiding ostentation and bluster.


● Give him time to reflect inwardly.


Gary Dymond: When dealing with your opposite type DO NOT:


● Patronise or be paternalistic.


● Upset or undermine the status quo.


● “Tell”, instruct or command.


● Undervalue his ability to make essential contributions.


● Try to rush him into a decision.


● Dismiss his work, ideas or opinions lightly.


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


Gary may benefit from:


● Recognising that his bull in a china shop approach is sometimes inappropriate.


● Modifying his sometimes harsh voice tone to more appropriate levels.


● Practising warmth, empathy and understanding.


● Being less forthright and more discreet.


● Reducing the level of activities in his life.


● Trying to hear and appreciate others' perspectives.


● Making a special effort to show appreciation and to acknowledge others contributions.


● Recognising that actions based on feelings are as valid as those based on analysis.


● Arguing the opposing position to recognise the value of it.


● Avoiding driving others as hard as he drives himself.


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


Gary's Ideal Environment is one in which:


● No one stands on ceremony.


● Numerical or technical data abounds.


● Clear rules and procedures exist.


● There is ample opportunity to express ideas.


● Opportunities for personal and professional development are plentiful.


● He has good access to relevant sources of information.


● Regularly changing job roles are available.


● Few distractions exist to take attention away from the task.


● Everything is well ordered and all key reference material is within reach.


● There is space for graphs, charts and other sources of reference.
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Management
Managing Gary
This section identifies some of the most important strategies in managing Gary. Some of these
needs can be met by Gary 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.


Gary needs:


● To have authority equal to responsibility.


● Knowledge that he has “right” on his side.


● To negotiate face to face.


● The ability to define at least some of the rules.


● To slow down from time to time.


● The authority to re-examine and re-test his conclusions.


● Take the time to smell a few more roses.


● The freedom to change out-dated rules.


● Established support systems and procedures.


● To be shown the “Big Picture”.


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


Gary is motivated by:


● A wide range of activities.


● “Pioneering” opportunities with little limitation.


● Being able to take control of situations.


● Having access to data and verifiable evidence.


● Career prospects that appear unlimited.


● Being given a challenge.


● Being in positions of authority and responsibility.


● Setting stretching goals for himself and others to achieve.


● The freedom to delegate tasks to others at his discretion.


● Freedom from constraints and supervision.
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Management Style
There are many different approaches to management, most of which have different situational
applications. This section identifies Gary'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, Gary may tend to:


● Expect others to work as hard as he does.


● Leave people drowning in his wake.


● Prompt people who naturally work at a slower pace.


● Be passionate about his ideas.


● Promote pride in the organisation.


● Always shoot for the goal.


● Become very defensive if his competence is questioned.


● Keep an eye on the prize, not the cost.


● Appear to project the blame onto others when things go wrong.


● Establish high standards for self and others.


Personal Notes
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The Insights Discovery® 72 Type Wheel


Conscious Wheel Position
22: Reforming Director (Classic)


Less Conscious Wheel Position
22: Reforming Director (Classic)
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The Insights Discovery® Colour Dynamics


Persona (Conscious) Preference Flow Persona (Less Conscious)
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