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Critical Analysis of 5 Leadership Theories

Introduction

Currently working as a Senior Paramedic, I have found myself in a leadership role within a regional ambulance service trust. With a clinical managerial role over currently 50 plus members of staff from varying clinical capabilities and backgrounds educationally and in life experience. This is in the form of completing operational ride outs ensuring that the best clinical care is provided to our patients. Whilst also providing clinical leadership pre-hospital for our most critically ill patients in person.  I have had previous experience to being a manager and leader within my previous employment. Employed in the British Army for 26 years’ service to the colours, promoted through the ranks reaching the rank of Warrant Officer class 1 Regimental Sergeant Major. 

With my final operational deployment serving with one of the national reserve field hospitals to Camp Bastion field hospital in Afghanistan. I was required to be part of the executive management team and in charge of discipline and security of 500 active service personal and 30 locally employed nationals in a conflict zone and the running of the hospital. This has given me a broad range of experience to supplement what was gained, when I held a similar position for the Defence Medical Services Training Group (DMSTG) with 2,500 plus service personnel and civilian staff.

I am going to review the following five leadership theories within the context of working in the regional ambulance service trust, Tannenbaum and Schmidt leadership continuum, compassionate leadership, authentic leadership, transactional leadership and servant leadership.



Tannenbaum and Schmidt- Continuum of Leadership

Robert Tannenbaum and Warren Schmidt first published their continuum of leadership in the Harvard Business review in 1958. This continuum has 7 leadership styles held within its process from the manager having total authority to their subordinates having authority. Each style will have its own advantages and disadvantages the 7 styles and the authority that is attached on a sliding scale is seen in the diagram bellow:

	
	Subordinate centred leadership

	Boss centred leadership
	

	Use of authority by manager
                                                                               Area of freedom for subordinates

	
	
	
	
	
	
	

	Manager Makes decision and announces it
	Manager Sells decision

	Manager presents ideas and invites questions

	Manager presents tentative decision subject to change

	Manager presents problem gets suggestions makes design

	Manager defines limits; ask group to make decision

	Manager permits subordinates to function within limits defined by superior


(Scmidt, 1973)

Advantages of using this approach is that the style can be altered with the task that is required to match the situation, also the specific part of the workforce that is completing that task. 

With regards to the ambulance service this is made up from a varied medical and managerial roles that are required to work with differing organisations at different levels of authority to ensure that our populations needs are met. For example, working with the national government and the differing hospital trust to ensure the delivery of medical care. To the local councils and the regional social service groupings to enable patients to remain at home, avoiding unnecessary hospital admission or safeguarding of individuals to take place.  Or communication within the ambulance service itself this continuum could be adjusted as appropriate.

All our medical multidisciplinary team are managers and leaders to some extent, in that they have a task to deliver the best health care to patients, in doing so we will adjust our approach with patients. Those that lack mental capacity and require urgent lifesaving treatment we would use the boss centred approach and make a decision and announce it, with the patient’s best interest at the fore front of the decision. Patients that have mental capacity a more shared model of the decision-making process would be used. With limits of outcomes and risk of treatment that can be received at home. Options that are available to the patient being given by the attending staff member and the decision being made by the patient on the course of action that will be followed (Rigolos E, 2013).

By allowing staff to work at the higher end of subordinate control this will allow managers to empower their workforce, and which will have a positive impact and make a less reliant workforce free to make decisions. This important within the regional ambulance service as all patient facing staff will be required to make decisions without direct supervision due to the type of work conducted. This will also let managers and senior clinicians look at the task that they are unable to delegate to others and make a more efficient work force (Muduli, 2018)

Some disadvantages to using this continuum is that this style requires the manager to know their own limitations as they may not be able to use all the seven leadership styles within the continuum. As some managers may not have the confidence/ personality to allow the subordinates to take charge and feel that they must interject rather than let noncritical mistakes happen (Muenjohn, 2018).

Compassionate Leadership
Compassionate leadership is made up of 4 behaviours Attending to those we lead, Understanding the challenges they face, empathising with them and helping them (West, 2021).
The diagram below breaks these behaviours down.
[image: page2image2633292320]Empathising
is feeling the strains, pains and anxieties and frustrations of those we lead without being overwhelmed by those feelings. This then gives leaders the motivation to help or serve those we lead.

Helping 
to ensure there’s a good path for those we lead to achieve their goals by removing the obstacles or providing the resources and support to help them deliver high quality care.
Attending
Being present with those we lead. It requires that we listen with attention and fascination

Understanding 
is dependent on listening deeply. It requires that we take time to listen in order that we understand the challenges that those we lead face in their work.


(Anon., 2021)

The Welsh Ambulance Service by its very nature of providing care to the community is a caring organisation with health care being its product and its staff ultimately delivering this output. By its leaders showing the 4 behaviours these will in turn be replicated by the operational staff towards the patients that we serve improving the standard of care that is received by the community (Shipton, 2008). 

The Roffey Park leadership institute identifies some barriers to compassionate leaders for example that some managers felt that by showing compassion in the workplace that some people may see these leaders as a soft touch or weak. That also if people expressed their worries that this may affect their job in the future (Poorkavoos, 2016).

However, by displaying the behaviour aspects of compassionate leadership the Chief Nurse for the heart of England NHS foundation trust believes that there are benefits at all levels from teams to individuals. That new inventive ways of working, shared responsibility and a positive attitude in the workplace (Foster, 2017).

In practice during the COVID 19 pandemic the General Medical Council looked at its approach to the introduction of the new medical graduates as the foundation interim Year 1. With compassionate leadership in mind this new approach was trailed within Northern Ireland, by following the behaviours and listening to the individuals that were being inducted and understanding what their needs were. Looking at the graduate’s control over rotas etc and providing a space for belonging, this created a community feeling amongst these junior members of staff. Feedback from this was that the graduates felt heard and valued and a reduction of sickness was seen (Dougan, 2020).

From my recent experience of a secondment as the Locality Manager during the COVID 19 pandemic. I could identify with some of the points raised by the displaying of compassion within the workplace, as I found that a small percentage of staff thought that kindness appeared as a weakness to be exploited and used against the managerial structure and process. However, by maintaining a compassionate style combine with aspects of other leadership styles a team spirt was forged and a greater respect by a larger number of staff was received and mutual support gained.


Authentic Leadership

Throughout my military career and working with voluntary organisations and now the Welsh Ambulance the use of Authentic leadership has been displayed by many of what I would like to say were natural managers/ leaders. By leading and manging in a genuine manner these leaders created trusting relationships with their staff. “Authentic leadership is about behaving with integrity and being consistent” (Mindtools, 2021).

A clear set of values and integrity and not deviating from these is one of the behavioural traits of an authentic leader by always informing staff of the truth even if this is good or bad news build up trust. This enables true 2-way communication to flow, and fully informed decisions be made in the workplace (George, 2003).

The British Army has worked has a shared values that are initially taught to new recruits and all members are remined of these each year with workshops being delivered by senior management of the unit that individuals serve being the Commanding Officer (CO) or Regimental Sergeant Major (RSM). All are held to account and expected to live and display these values in and out of the working environment.  These values are broken down to the following:

Selfless Commitment- This is to put others before self-act and work as part of a team this falls very much into the Ambulance service demands as we belong to the public to provide a service and the patients are at the centre of what we do.
Respect for Others- We are all different and it is these differences that allow for success. The Ambulance service is made up from those of differing background and experiences and the community we serve are also from varied backgrounds.
Loyalty- Supporting each other and putting other people’s needs before your own this is from the bottom up the crew mate that you work with to the station and the locality this can be held in comparison to the fire team section Platoon Company and regimental system of the British Army.
Integrity- Being Honest I would put this as one of the highest values as this is easily lost and never regained.
Discipline- Doing the right thing and carrying out task as they should be do even when no one is watching.
Courage- Moral courage to do the right thing this in the context of the ambulance service may be going against the family’s wishes to stand up for the rights of the patient and can be very emotive at times. and the Physical courage whilst the Ambulance service is not asking individuals to go into battle there are occasions that risk must be undertaken and fear must be controlled, Dangerous Locations, Circumstance with violent patients. (British, 1995).

By using these values and to be seen genuinely living by these and holding others to account to these consistently I believe these to be traits of an authentic leader.  There is also thought though that placing authentic leadership as a golden bullet for leadership is not the answer, as this style depends on who the leader is and not so much as what the leader does. That the aspirational values may be too high and that leaders will fall short of these.  

An example of a leader that I believed showed these traits. That during a riot in Northern Ireland where I was serving as a company medic a pipe bomb had been thrown. It had not exploded to protect the public a company sergeant major, went forward of our shield wall carrying a sandbag in each hand to cover the bomb and dampen the blast should it explode. Which meant he could not hold his shield for protection, He asked me to walk in front of him to provide protection as the riot was still ongoing. I did not because I was ordered but due to the traits discussed previously. This level of followship could not be replicated for every leader that I have come across.

The aspects of authentic leadership are not easily measured, and more research is required into this style. Those with strong self-belief and projection with no feedback may struggle with this notion, as modern working practices change, and remote working becomes the normal pattern the leader will not be able to engage with the staff as in previous times so less influence is gained. With this less understanding of how the manager/leader is protracted to the employee (Einola, 2021).

Transactional Leadership
Transactional leaders work by use of a reward or punish/ negative feedback with maintaining the level of performance with marginal or no improvement to standards (Bass, 1988). This style of leadership works within a hierarchical management structure with staff working within a defined chain of command with monitoring and correcting staff errors to gain short term success (Hamstra, 2011). The Welsh Ambulance service often finds itself under great scrutiny for the measured targets as does the NHS. An example being the handover to clear at hospitals staff have 15 minutes from handing a patient over at a hospital department and then clearing the job off the internal screen in the ambulance to be ready for another tasking. These targets are monitored, and staff have these figures pointed out to them from the top down the regional managers to the locality managers and then downwards to the crews themselves via duty operational managers. These figures are looked at and given in a negative way with the use of warning letters and the offer of support to get these figures down. This fits with a transactional behaviour of regulating by exception when performance is not what is expected. (Antonakis, 2014) 

With clear objectives and roles being given to staff and the expectations of what the product/outcome will be limits the empowerment felt by staff and restricts individuals’ ability to generate new ideas or be creative with new ways of working as failure to achieve is punished.  Success is rewarded and the leader/ staff relationship is that of a transactional one “you give me success I give you promotion/ bonus payments”. Welsh ambulance service would equate to the success of performance targets such as red response reduction of post-production hours etc. (Bilal, 2017).

Transformational Leadership
This a leadership style that the National Health Service leadership academy have been championing since a review of adequacy of leadership in 2013 looking to a new model of leadership in the NHS (John Storey, 2013). This review was brought about after scandals in management from various areas of the NHS Transformational Leadership has 3 main themes Relationship, Environment and Leader attributes.

Relationships this area is about building relationships with staff/ followers by management. Showing a genuine care/ trust and that it is then thought that his will be reciprocal. However, there are aspects of leadership such as sickness management that may cause tension and difficulty. Building relations with this the ambulance service as a leader was challenging at times as a lot of the staff saw the management as a completely us and them affair. I found that by treating people as individuals and using the managerial discretion in the sickness policy where it was appropriate that this broke this barrier down rather then sticking to the you have been off so you must be punished.  Also following through with the stages of the sickness policy where applicable and ensuring that this was completed showed respect to those that had genuinely stayed in work during an unprecedented time during COVID.

Leader Attributes, this style of leadership is about the leader at its centre who can set the environment to allow empowerment of the staff and encourage self-empowerment through showing integrity, charisma sharing the organisational vison, this is mainly down to good communication skills (Rolfe, 2011).

I tried to create an environment whilst working as the locality manager of empowering individuals to act within their own sphere of influence. By keeping everyone informed by a weekly update of what was happening within the locality and the wider organisation that affected what happened to our patients and people. By being straight with people and showing the shared vison of where we would like to go even if this was going to be an uncomfortable journey, I felt that this allowed for a better understanding and more of a mutual respect amongst all levels of staff.

It is argued that transformational leadership for all its positives also has the negative side of creating dependence on the leader from the staff/ followers. It was found that some followers were working harder and creatively due to the fact of wanting to please the manager and gain their approval, as in a parent and child relationship and that if that manager would leave then the feeling of motivation and creativity would decrease. Overall, the benefits of transformational leadership were shown to outweigh the negative aspects of this leadership style (Silke Astrid Esenbeiss, 2013).

Servant Leadership
Servant leadership was first discussed in 1971 the this is a style of leadership were the leader listens to the staff and tries to fulfil their needs it does not always correlate to want they want (Greenleaf, 2002). The Motto of the Royal Military Academy Sandhurst motto “Serve to lead” predates Greenleaf’s model every single Army officer when on their commissioning course is given a copy of the book Serve to Lead by Winston Churchill and this is the ethos of the British Army Officer.

This ethos is then replicated through the Officers and Warrant Officers and Sergeant messes. An example of this is when on exercise and active-duty operations the junior staff eat first and have priority of phone calls home and welfare. When In Afghanistan and Northern Ireland at Christmas the officers and myself would take over some of the normal tasks that the juniors would complete such as providing the sentry’s and duties so that they could eat together and have time off to call their families.  (O'Connor, 2019).

There sometimes tends to be a negative view of this style of leadership as servant is often seen as a lesser status, I would disagree I have been a public servant all my working life as a soldier and as a paramedic in the ambulance service and am proud of the function that this carry’s out within the community. Being a public servant is different than being forced into service this is slavery.

Servant leadership can be aligned to the leader ensuring that the basic needs of those we lead are met such as Maslow’s theory of basic needs in order that individuals perform at their best which in turn ensures that the task/ company goals are met in the most efficient way. The leader may appear at times to be conducting task that would not normally be associated with the leader position and would be carried out traditionally by a junior member however by showing genuine concern and action for his staff gets the buy in from the staff and followership. (Sendjaya, 2002)
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Servant leadership takes leaders to listen to staff of what they want and what are their problems / barriers to completion of a task it is only after listening can these needs be met. By ensuring that the basic needs are met the staff can move through Maslow’s hierarchy of needs to the path of actualisation, with a strong feeling of belonging I would a liken it to a parental look at leadership fulfilling the needs of the family however at time there is a need for discipline and rules boundaries to be enforced as what we want is not always what we need to get the job done.

Conclusion
After reviewing the five leadership models of Tannenbaum & Schmidt, Compassionate, Authentic, Transactional and Servant, there appears a theme of if individuals feel impowered to act then they are happier at work and will be more productive going beyond what is expected and using more free thought to complete task.

That all the models have an underlying message that if a leader is consistent with their values and the decisions made then this also provides a stable platform for staff to fulfil the basic needs according to Maslow and reach actualisation. Whilst I would like to think that I use all the above leadership styles when used naturally to the best effect that this is true authentic leadership.

“A leader is best when he is neither seen nor heard. Not so good when he is adored and glorified. Worst when he is hated and despised. Fail to honour people, they will fail to honour you. But of a great leader, when the work is done, his aim fulfilled, the people will say, “We did this ourselves” (Tzu, c600BC).

Having looked at leadership styles I will now look at my own style and reflect on and produce a personal development plan to enhance my leadership and management. This will enable a more efficient and provide a better service to the community that we as a regional ambulance service provide.

Due to my past, I believed that I was driven by my own values and would like to think of myself as a values-based leader. With the use of the Insights questioner in appendix 2 and the Swot Analysis, strengths wheel I would consider myself most aligned to compassionate leadership with a strong bias to value-based decision making. By caring for those that I work with and trying to remove barriers to their progression with empowerment of the team as much as possible these align with the compassionate leader. I do at times find it difficult to empathise with individuals if they do not hold the same values as me. Work has always come first for me with a strong sense of duty before self I find it difficult for those that do not have this priority the “mission comes first with the needs of the individual a close second”.

Also, by trying to ensure that the basic needs of the team were fulfilled this places myself in the Servant leadership area. This is not always what the individual thinks they need, this has proven more difficult outside of my previous employment as it was taken that you will follow and complete your job. However, in the civilian community this is not always the case and a more individualistic look on employment I have found to be present.

I would also like to think that the use Tannenbaum and Warren Schmidt continuum can be evidenced by the way that I have led during my employment as the locality manager. There were aspects were complete direction was required for safety and consistency the wearing of personnel protection equipment and clothing. There was also the other end of the continuum were the team members were given direction of what they had to achieve and the limitations of their power to act. There were individuals on alternative duties who were shielding from patient facing duties due to belonging at risk groups for COVID. These individuals worked within the stations providing stores checks and equipment restocking with a requirement for a roster to be put in place. By giving this small group of individuals the task required and the limitations and the importance of the deadlines they felt empowered to carry out this role. They functioned independently feeding back to myself via the clinical team leaders and sometimes directly to myself (Schmidt, 1958). This allowed the Clinical team leaders to concentrate on other areas of importance.

By using skills that this cohort already used with time management working out treatment plans, problem solving and aligning it to a different situation empowered the individual and made them feel as though they were contributing and not letting their fellow colleagues down.

Whilst undertaking a review of my management styles I have looked at the Strengths wheel using the Ambulance Services Trust shared behaviours (values).  Using the regional ambulance services shared behaviours as the strengths and measuring these with scores from 1 to 10 against my current use of these as a senior paramedic and what scope there is to potentially improve these scores using the strengths wheel below.




The Trust Shared Behaviours are:
· I will be Kind, caring and compassionate.
· I will ask and listen.
· I will be honest and open with myself and others.
· I will be my best; together we can be better.

(Welsh Ambulance Service Trust, 2016)

Reflecting on the shared behaviour’s:

I will be kind, caring and compassionate I scored myself as a 7 in this area. I have found that whilst I would wish to be a kind and compassionate leader and practitioner the current time constraints and pressures with increasing demands on the service. Of increased absence due to staff stress and sickness and call volume increase that compassion for me has been put aside to become more objective based to reach targets that have been set for the role i.e., Operational ride outs with staff are a part of new role to improve patient care experience and improve clinical indicator compliance this compliance is one of the measures of how we as a trust are providing quality of care. That the Welsh government look at.  I have had some members of staff that have pulled out of these ride outs rather than looking at the reasons why and what support I can give these individuals I have focused on the failure to reach my own targets that have been set. I believe this may be due the pressure of the new role having to prove its worth and show impact in order to gain further funding and justify its creation by our senior management. However, my behaviour of not always showing compassion will have an adverse effect on future ride outs with staff. As this will affect their engagement with the process. I believe that the scope of improvement for this shared behaviour to be a 9 this is in my circle of influence to change by not projecting my pressures onto the team and to simply log the reason why a ride out could not be completed and move on. I believe it would not be achievable to score a full ten and be compassionate all the time there are occasions where the objective must come first.

I will own my decision I would like to think that I do own my decision making when possible and this is aligning to one of my own core values that I believe in which integrity. I have scored myself as an 8 out of the 10 whilst I believe I own all my decisions there are decision’s being made on my behalf that I am having to implement. To go around stating I would have done something a different way or deviating from the prescribed direction from senior staff to all the staff would show a lack of loyalty and support, undermining the senior leadership.  Challenging these decisions up the chain of command is a more direct approach to changing them. By empowering the role and freedom to act which may be uncomfortable for the senior management with their own leadership traits (Muenjohn, 2018). I suggest that there is scope to improve this area to a score of 10.

I will ask and listen this is an area for improvement due to the current climate and pressures I do not think that I am listening to staff all the time it is difficult to have the time to ask questions of staff and actively listen to what they are saying.  The operational ride out is where most contact is made however most of this time is spent in front of patients so no true meaningful conversation can be held. Without these frank one to one discussions and time for any questions answered or support that the staff may want to raise an opportunity to empower the staff member is missed. With one-to-one time being at the end of jobs or when returning for meal breaks or end of shift often over the shift time so the staff member is just wanting to get back and finish or driving or I am driving.

 I do turn up to shifts a good 30 minutes before hand to allow time to talk to staff in general and be available in a nonformal setting due to the current climate those on duty are normally absent and those coming on duty tend to arrive just on time or have had late finishes so start times vary so this has not been as successful as I would wish. I have scored myself a 5 out of the 10 with a view of making more time to listen to staff in the governance days that I hold, when the demand levels return to allow for this, and I am then not required to book on and be a response capability. With this as part of the actions on my behalf and further understanding of the role from the trust I believe there is scope to improve this to a 9 (Hoppe, 2006).

I will be my best discussing this with some of my fellow senior paramedic colleagues I feel that I am not currently working to the best of my potential this is due to a range of factors. This is a new role that was brought in by the regional ambulance service trust and not fully understood by the control rooms or staff as there has been not central information released on the capability’s or how we would be deployed. The deployment and utilisations of the Senior Paramedic is different across Wales, and this can be considerable even in neighbouring counties.  At times we are being used as a highly paid relief staff member to cover operational gaps in the rosters this has an impact on my own beliefs and expectations of the job role and then this then reflects onto the staff that I work with seeing the role in a negative light (Mind tools, 2021). As the role develops and the senior leadership have an agreed vison of how to use and invest in the role the scope of working as a higher preforming clinician will be realised. Through recent engagement with senior clinical management that I have partaken in an agreement for deployment of the senior paramedic role has been drafted and this will be populated to the dispatch teams which will see this reflect in a positive manner on the current score of 3 to a 10. This is a start and has reinforced my thoughts of working with the clinical management and supporting them.

A way of looking at my own leadership and understanding this was to carry out a Strengths Weakness, Opportunity and Threat (SWOT) analysis I had previously used this in planning of completion of task this is a way of having a rounded look at myself in (Ash, 2020).

By critically analysing these aspects of my leadership it is to assist in the making of a personal development plan to improve upon strength of capability for myself and those I lead. In using the insights discovery profile appendix 2 that was undertaken in May 2021 I have populated the first two sections strengths and weakness also with what I think are my own characteristics. 

By carrying out this task I have re-affirmed what I thought were my strengths but also have brought to my attention of gaps in my leadership, by concentrating on my strengths and relying on these as would be the natural inclination these also could turn into weaknesses (Kaiser, 2001). 

I will look at areas of weakness as this is where I will need to concentrate to become a more rounded leader.
	Strengths

· Open Minded and tolerant of others
· Analytical and detached
· Strong sense of duty
· Attention to detail
· Usually reads non-verbal signs effectively
· Practical work
· Curious and keen observer of life
· Sound clinical knowledge
· Strong sense of values
	Weakness

· Not forceful enough to express ideas or feelings
· May have to work at being more action orientated
· Worries too much about colleagues
· Stubborn when threatened
· Resists by being passive yet stubborn simultaneously
· Sometimes avoids high risk solutions
· Over dependence on rules and procedures
· Frustrated at those that do not match my own values


	Opportunities

· Further formal education
· One to one annual appraisal interview with line manager
· Furthering medical knowledge and leadership through Medserve Wales.
· Engagement with Chief executives Road show
· 360 feedback survey from staff.


	Threats

· Administration time reduce due to high levels of demand removal from primary role
· COVID Pandemic further staff abstracts due to sickness less staff interaction.
· Target based objectives rather than patient/staff outcome-based objectives.



The characteristic of attention to detail relying on rules and procedures sometimes leads me to be micromanaging in some circumstances recently something as simple as taping a set of head stabilising blocks to a spinal board when the emergency medical technician was placing the tape across the patient’s forehead. I interrupted and instructed the technician on how I would like it done in order that the patient was more comfortable. 

This then made the newly qualified technician nervous, she then found other task more difficult I could have let it go, it did not affect the treatment and would have caused no harm. I could have rephrased it with a have you thought of using the tape in this manner or brought the subject up after the handover of the patient to hospital. This would have had less impact on the individual I was instructing to carry out the task and would have been a better learning outcome for the individual.

My attitude of this is the way it should be done, effected my behaviour that this is the way it will be done as I wished it to be, and directed the member of staff which then had the impact that she thought that she didn’t know what she was doing and became nervous and unable to complete simple tasks as self-doubt had taken over. This then frustrated myself which then made me more directive. Betaris box is taught to police and used in conflict resolution the behaviour of myself on that task consistent with this model. On reflection I should have picked up on this sooner as I have worked with this individual before.
[image: Diagram of the Betari's box behaviour process]
(UK POLICE, 2020)

I tend to take the path of least resistance and do not openly confront individuals as much as I should. The insights survey produced an accurate and uncomfortable reflection of myself in some respects. As this highlighted what I was already thinking and feeling. It produced the statement that I should be more forceful and express my ideas more this resonates with myself as I know that I am backing down due to not wanting the confrontations as in the big scheme of things feel that they do not matter. This is a complete change of personality for me in previous employment confrontation was not an issue and I was quite happy to engage with this. This change for me has come about after my last tour of Afghanistan and I was diagnosed about a year later with post-traumatic stress disorder. My Wife had noticed that I had become withdrawn and would not involve myself with others or would be hyper aggressive. I was still functioning at work as part of the role was to show aggression at times so this would not be unusual. I have undergone treatment and now at times I feel that if I were to come into conflict that it is easier to give in and walk away rather than confront as aggression is now not always comfortable for myself. This is an area that I am required to work on.

On reflection confrontation is much more subtle and undermining in the ambulance service. With passive aggressive being the lead, rather than out right speech or physical confrontation. Whilst acting up as a locality manager I would often get confronted with staff during the pandemic asking what PPE and actions to carryout when attending patients. Should they be in full respirators and then don the full personal protective equipment and clothing prior to entering an address on a suspected cardiac arrest. 

During the initial stages there was no full guidance and when guidance was given it could change in the same day that was given. At time when asked I would give a decision this seemed to be so that this could be used as evidence against myself. As if told they should fully protect themselves what would I as the manager be saying to the family’s if the patient was not resuscitated, and they thought that by attending in a quicker time without placing the PPE on the patient would have lived. I found this sort of confrontation difficult as I found a small number of staff behaviour like this conflicting with my own values and integrity. With why they are not owning their own decision making and actions. 

I did make decisions and gave direction this was uncomfortable, but I felt that by giving direction and answers and by responding myself at times. This was not a requirement of my job at the time and was often done when I should have been off duty. By going the extra mile, I was trying to show that I was willing to comply by my own decisions and gain staff trust in the organisation’s decisions. If staff have trust in the organisation’s decisions and support, then they are more likely to go the extra mile themselves (Lynelle Coxen, 2021) and that this gave weight to my decision-making process and reduced the number of confrontations as I was carrying out what I had directed.

Some of the strengths that I have as a leader are that I have good clinical knowledge and come from a different background to most that enter the ambulance service and see things from a different perspective. For example, when in the Army in the field and on the ranges, you would have a main activity target practice with concurrent activity also occurring i.e., first aide training. I have taken this and used this with regards to ambulances waiting outside hospital emergency departments, by kitting an emergency ambulance that was not being used with training equipment and advance life support manikins and going to the departments and running training sessions and airway management practice opportunity for those that are waiting to off load their patients. This has allowed staff opportunities to practice and update their airway logs which are mandatory in works time and not having to find time within their off-duty periods. 

This has proved a successful move and reinforced that as a Senior Paramedic I am there to support them and will go out of my way to invest in their requirements. As it would be easy to either sit in the office for these days or book onto a rapid response vehicle (Foster, 2017)

Personal Development Plan

The long-term aspirations of being a senior paramedic for me is to deliver better patient outcome and care for the patients that I and my team encounter. 

This will be through strong clinical leadership and through the completion of supportive operational ride outs with staff engaging where required in a supportive role. In the technical hard skills and the softer skills of prehospital care and unscheduled care that we as clinicians attend. As a registered paramedics it is mandated that continuous professional development be undertaken and is a standard required to be met to ensure that I as a registrant remain on the health and care professions council register. Without meeting this standard, the use of the title paramedic is illegal as this is a protected title in law (HCPC, Health & Care Professions Council, 2021).

By reviewing what I have reflected upon and the leadership models I would like to engage in the following areas emotional intelligence, leadership and management, personal skills to include in my personal development plan and will use the smart objective system. By having reflected and reviewing the insights questioner I have a baseline to achieve specific objectives with the ability to home in on gaps of my knowledge and experience. This will enable a targeted approach to the personal development plan and truly make SMART objectives (May Britt Bjerke, 2017).

Emotional intelligence after production of the swot assessment and taking the insights questionnaire I have areas that can be worked on that would fall under emotional intelligence. Emotional intelligence has four main areas self-awareness, self-regulation, empathy, and social skills. One of the areas that I require to improve upon is not being forceful enough with my own ideas and feelings within the workplace setting and moving away from aggression rather than dealing with this in a positive manner. Insights has shown that I tend to keep my thoughts to myself and not informing those around me. This is something that I thought I did well, I am now starting to realise that I communicate this is probably the case when verbal. However when I am using written word and emails probably not this may be down to the fact that I have slight dyslexia and find when I write I cannot articulate myself to the full extent and standard that I speak and this is embarrassing to me.

By engaging in a 360-degree feedback from my teams that I work with I hope to gain a fuller understanding of how I am seen and come across rather than how I believe I come across. Prehospital care providers can be at times working in highly emotional and tense situations. Emotional intelligence intervention within high performing athletes has shown individual performance and team performance increased (Mickael, 2016) which means better outcomes for the community we serve.

I have also included in my personal development plan to review writings on emotional intelligence and neurolinguistic programming to gain a better understanding of the subject and how to include the beneficial aspect of this into practice (Machado, 2019). 

Leadership and management I am finding the current PG Cert in Leadership and management is giving myself a refreshing review of leadership and different models of working to achieve the outcomes desired. Through the process of the course the ability to discuss with other senior paramedics the challenges that they face and the solutions that they have found has enabled shared learning that I am able to take forward into my own area. It is hoped by full completion of the course and full accreditation that this will give me new skills and the ability to provide stronger clinical leadership for the teams that I work with. Gaining experience for future opportunities for progression within the prehospital provision of care. 

One of the areas that I am going to concentrate on is team work currently I have a team of approx. 60 staff members that are spread over a large geographical area working within 5 smaller teams that have their own ambulance stations and even. They do not regularly work with all the staff that is on that station. Most have a regular partner, so group work is seldom experienced. In my past I used to run practical leadership/ team bonding training, through command task and mission planning exercises for the NHS. I plan to conduct this for my teams so that they experience working as a team in nonmedical environments to increase awareness of individuals skills and experiences. These exercises can then also be used to identify those that have potential to progress developing my team. Whilst allowing me to run low level projects to completion. By carrying out these training team bonding days this also allows me to bring in human factors of paramedic practice of shared mental models and situational awareness which can be taken back to the prehospital care setting (Rutherford, 2020).

Project management this is an area that I require to strengthen I hope to achieve this by working alongside a small group of senior paramedics with the director of paramedicine. Since the introduction of the new role there has been some inconsistences of how we as a cohort have been used. With little guidance given to the deployment of the senior paramedic asset. Being part of this project and interacting with senior management via attendance at online meetings and face to face with clinical health board leads and regional clinical leads. I hope to gain a better understanding of how projects and manged within the organisation. There have been some challenges to this role with a pandemic however how the trust problem solves and how they reach decisions will be invaluable leaning for future project management of my own. 

To develop myself in the leadership role I also must look at my own personal skills and operational skills. I believe that I should display a high level of clinical skill if my team are to trust me when I am asking them to do things that are outside their normal practice, for example when carrying out advance pain relief methods using medications such as ketamine patients require monitoring and scene management is important in order that patient safety is maintained. Or asking that chest compressions are ceased in traumatic cardiac arrest so that other interventions are carried out before the compressions which would not be the normal day to experience of an emergency ambulance crew.

By carrying out further training with a Basic’s Scheme which is a charity were volunteer critical care doctors, nurses and paramedics. Provide enhanced medical skills and guidance above that which is available by the regional ambulance service. I can bring further knowledge into my own practice and share this with others. For example, by working closely with consultant anaesthetist I can pass on techniques of optimising airway management to my team through coaching (Linder-Pelz, 2010).

Time management is an area that is important in all aspects of management with the pressures that are falling upon the NHS at this current time the having to do more with less is placing even greater pressure on the team and myself.  I have included time management in my PADR to enable myself to maximise my output but also with using delegation as one of my strategies develop my team further. By manging more effectively I hope to gain a better work life balance and reduce work related stress (Atkinson, 2009).

The use of delegation is encouraged by NHS Wales, but it must be remembered that accountability will still lay with those that delegate a task delegation is not abdication as a registered health care professional there as still an obligation to maintain standards of care. By using all wales guidelines for delegation this should ensure that delegation is appropriate and safe (HEIW, 2018).

An aspect of being a senior paramedic is also to act as an operational incident commander for an example if a road traffic accident may occur with 2 cars this may produce 6-8 casualties. The number and types of casualties may be greater than the resources we have at the time.  Scene management and the. Management of those causality’s and responding crews will be the responsibility of the Senior paramedic in attendance. By co ordinating the clinical treatment, interaction with Police, Fire responders, other agencies and the control centre. This is manged by use of the Joint Emergency Services Interoperability Programme principles. This is a mandatory part of the job role with mandated continued professional development.

Conclusion
I have found that by reviewing and critically analysing the leadership styles and how these align to my own style that I align myself as a compassionate and values biased leader with an aspiration to follow the Tannenbaum and Schmidt continuum, with control and power to act being moved from manager to team member as appropriate. That my first employment has shaped the way that I manage and lead others. 

The use of the INSIGHTS questionnaire was more accurate that I first thought it would be and would be a good tool to use again in future evaluations of my leadership style and strengths and weaknesses. Which has feed into the SWOT analysis used for the personnel development plan.

I have concluded that each leadership style shares inter change able traits from each other and that if the individual using the leadership style is acting in their natural way this is authentic leadership good or bad in its nature.
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Personnel development Plan		Appendix 1

	Short Term Goal
To provide a higher level of pre-hospital care through clinical leadership and enhanced skills within the regional ambulance service. Providing training and meaningful skills delivery to team members

	Long Term Goal
Be prepared to leave the regional ambulance service to deliver enhanced care to the community

	Specific areas for development/ Objectives
	Measurable activity
	Achievable, resources required
	Realistic 
	Time frame for completion

	Emotional Intelligence








Self-awareness




	Read Emotional Intelligence and neuro-linguistic Programming New insight for managers. Boca Raton: CRC press


360 reviews from colleagues to gain further areas for possible development  
	Online access through university of UWTSD library DOI https://doi.org/10.1202/b22180 
Time set aside to read and look at application into the Senior Paramedic role.



Use of survey monkey to produce a questionnaire. Input from team and management. 
	Yes 









Yes
	Completion by the end of Dec 2021







31 Mar 2022 which will mark the 1st year of Senior Paramedic role

	Leadership & Management

PG Cert Level 7 in leadership













Teamwork







Team bonding/ Staff development












Project Management






	


University Course participation in university course. completion and award of Certification.







Read Human factors in paramedic practice. UK: Class professional publishing.

Produce a training day with Command task to gain staff participation and teamwork outside the medical environment. Staff participation and feed back forms are measure of success.

Work with Senior management on implementation of Senior Paramedic project and its evaluation.
	


Self-study time, time at work 1 day every 2 weeks for attendance at university. Support from managers. IT infrastructure for access to online presentations and zoom sessions. 








£25 book cost, Gary Rutherford, Human Factors in paramedic practice, Bridgewater, Class Professional Publishing. Reading time


Management support for none-medical activities.  Team engagement. Support from local reserve field hospital for staff and equipment requirements. Cost are travel cost for team members and allowance of CPD hours for each team member.






IT infrastructure to allow attendance at online meetings. Senior management to allow attendance at meetings also engagement sessions with executive team. 
	


Query realistic with current workload and current pandemic pressures,
IT infrastructure not fully available, personnel circumstance.


Yes







Yes














Yes, time pressures of Senior management allowing
	


Completion Apr 2022













completion of reading 30 Nov 2021





June 2022 Pandemic restrictions allowing.










1st Apr 2022 1 year evaluation of the senior paramedic role due.

	Personal Skills/ operational skills

Time management










Advance Clinical care Skills






Operational Commander Training











Confrontation Management

	




Delegation. Review work streams and log on Excel spread sheet, delegate tasks to suitable team members. Measure of success each station to have taken on 1 task.

Advance clinical care training. Complete training with Medserve for completion of BASICS tier 3 provider status

Completion of CPD portfolio.












Completion of wellbeing team sessions
	




None disturbed governance/ office time to review work streams and task. Team members engagement. Team members with required knowledge and time.  Training equipment availability across team areas.




Volunteer for critical advance care prehospital provision through Medserve Wales. This provides skills training above that which the regional ambulance service provides. 



Access to online JESSIP materials through work IT.  Time to complete reflections on multi-disciplinary incidents and take part in Multi agency debrief as required when events arise. 







Support from Trust Occupational Health services and wellbeing team

	




Yes, team members identified during mandatory operational ride outs who wish for progression.



Yes, already volunteering as of this year and completion of training shifts started


Yes, Incident command is a regular part of the Senior paramedic role.








Yes, Wellbeing team available resource
	




1 Apr 2022











Sept 2022 training pathway underway





31 Mar 2022 Commander Portfolio are to be submitted to the Emergency planning cell of the regional ambulance service.

Depending on Wellbeing team availability no later than Feb 2022







Appendix 2
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 Subject ....................................................................................................................... 17 Motivating Subject....................................................................................................................... 18 Management Style ................................................................................................. 19
The Insights Discovery® 72 Type Wheel ............................................................... 20
The Insights Discovery® Colour Dynamics ............................................................ 21
[image: ]
© 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.
Introduction
This Insights Discovery profile is based on subject’s responses to the Insights Preference Evaluator which was completed on 19 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 Subject's work style. Use this section to gain a better understanding of his approaches to his activities, relationships, and decisions.

Personal Style
Subject will go to great lengths in order to fulfil his sense of responsibility and obligation. He is aware that he may become the back-office expert in his role. He may impress others, albeit unintentionally, by knowing something worthwhile about many things, especially when he speaks about one of his specialised subjects. Being allowed to gather a wider range of information to anticipate the future implications of his decisions increases his effectiveness in most situations. Easy-going, neat, and orderly, he nonetheless values appreciation from others.
He is responsible and faithful to his commitments and obligations. He focuses inward as an objective thinker and he rationalises his view of the world through concrete facts. It is not unusual for him to stay late at work, or to do additional unpaid work to get the job right. He is often successful in improving efficiency and reducing time wasting in others. Subject can be considered as a completion expert.
Whatever he is doing he will accomplish with orderliness and reliability. Because of his strong work ethic, he accepts responsibility for things that need to be done, especially if he can see that his actions will conclude the process. He may find it hard to express his ideas as clearly or as concisely as he experiences them. He values and adheres to established routines and procedures and for him there will always be some work yet to be completed. Subject is painstakingly accurate and systematic in handling a variety of tasks.
He takes his commitments and obligations seriously. His work has to contribute to things that matter to him and he tends toward perfectionism only when he cares deeply enough. He likes system, order, and few surprises and to work in an environment which he feels is secure. His strength is his ability to act correctly and to stay with projects until they are complete. He is easy-going and low key and may be prone to doubting his own ability.
A good day to day planner, he is relaxed about getting things done because he is fully engaged in the here and now. One of his outstanding traits is economy of effort. He may appear more tolerant of others who prefer to operate in a moderate or controlled way. Subject provides practical support quietly, painstakingly, and conscientiously, usually behind the scenes. Subject is always outstandingly practical and sensible.
Interacting with Others
His concern for the well-being of people around him makes Subject especially sensitive to an individual's personal needs. He tends to distrust strangers and will constantly worry about those who are close to him. He prefers to play a supporting role at work in a loyal and conscientious way. Though perhaps hard to get to know, he is a trustworthy confidante who accepts a wide range of behavioural differences in others. He more often expresses his deeply felt feelings through actions than through words.
He needs to know that he is making a unique contribution to the organisation. He has a great deal of personal warmth but may not show it until he knows a person well. He may mistrust authority and hierarchy and will choose to remain neutral rather than be drawn into supporting lost “underdog” causes. Ever concerned with efficiency, (“a place for everything and everything in its place”), he may neglect the human element, unwittingly causing stress in the process. He does not seek positions of “front-end” leadership, preferring to act behind the scenes.
Subject cares deeply - and shows it through his strong sense of responsibility which makes him very loyal to certain individuals or the organisation. His inner reactions are seldom revealed, but behind the outward calm appearance, he looks at things in an intensely individualistic way. If he feels he is being put under too much pressure, he may dig his heels in and become stubborn. He may occasionally appear to lack self-confidence, which can be remedied by regular reassurance from people he trusts. Subject prefers quiet and may develop ingenious ways to make himself invisible, particularly when he is called upon to take part in social or gregarious interaction.
Decision Making
When Subject perceives that something needs to be done, he will accept responsibility for implementing it. He is uncomfortable moving beyond his own experience until he fully understands the problem. He seeks to review and assimilate the facts without being pressured to make a rapid decision. He may tend to be misunderstood because of his tendency not to express himself forcefully. Subject is extremely realistic and relies on and trusts what his senses tell him about his world. He is usually aware of the need to comply with the established view.
He has an ability to note what is needed in a situation and act accordingly. He is not usually prepared to commit to high risk decisions. He inevitably double-checks decisions imposed from outside, and excels at maintenance and quality control. He has a tendency to separate out the different components of his life, wanting predictability and preferring to know various options in advance. Tending to be sceptical of new ideas if he doesn't see their practical application, he prefers to take time to consider the overall objective.
With his focus on the reality of the situation, he trusts the evidence of his senses and relies on carefully accumulated past and present evidence to support his conclusions and future courses of action. He may appear dismissive of decisions made on “gut-feel” rather than objective analysis. He is reticent about expressing his feelings and may be rather slow to make decisions as he wants to gather all essential information before acting. He takes a personal approach to living, assessing events through the personal values and ideals which govern his life. With unshakeable, well-thought-out plans, he is difficult to distract or discourage once he has embarked on what he believes to be the correct course.

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

Subject's key strengths:
· Open-minded and tolerant of others.
· Usually weighs up all relevant factors before reaching decisions.
· Analytical and detached.
· Sensitive to the needs of others.
· A strong sense of duty.
· Attention to detail.
· Curious and keen observer of life.
· Pays great attention to detail.
· Practical work.
· Usually reads non-verbal signs effectively.

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

Subject's possible weaknesses:
· May not forcefully express his ideas or feelings.
· May have to work at being more action orientated.
· Worries too much about colleagues.
· Digs in his heels when feeling threatened.
· Finds it difficult to respond to aggression positively.
· May hide strong feelings until it is too late.
· More interested in intellectual rather than practical challenges.
· Can resist by being passive yet stubborn simultaneously.
· Over-dependence on rules and procedures.
· Sometimes avoids high risk solutions.

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

As a team member, Subject:
· Is neat, orderly and tolerant.
· Can become absorbed in following projects through to completion.
· Will only talk confidently about subjects on which he is expert.
· Seeks to be compliant and willing to adapt.
· Becomes a questioning and strategic thinker.
· Is perceived by most others as honest and sincere.
· Capitalises on and makes efficient use of the available resources.
· Makes great effort to build and maintain relationships with others.
· Likes designing workable systems and enjoys problem solving.
· Helps generate trust for the team.

Personal Notes
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 Subject. Identify the most important statements and make them available to colleagues.

Strategies for communicating with Subject:
· Be clear and concise, and concentrate on the task in hand.
· Avoid personal conflict.
· Provide an environment which allows him to express his thoughts.
· Provide regular support and feedback - show interest.
· Be modest and polite.
· Put important messages in writing for clarity.
· Recognise his quality of service.
· Provide a safe environment in which he can learn, improve and grow.
· Present only solid and reliable facts.
· Do not let him hide behind complexity and privacy. Maintain his focus upon outcomes.
· Ensure you have a logical reason for any changes.
· Remember to ask for his opinions of other systems and projects.

Personal Notes
Communication
Barriers to Effective Communication
Certain strategies will be less effective when communicating with Subject. 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 Subject, DO NOT:
· Discourage his participation by forcibly suppressing his viewpoint.
· Delegate tasks without reasonable and sufficient explanation.
· Fail to be attentive to his suggestions.
· Ignore his authority for the sake of it.
· Speak in generalities.
· Talk about subjects for which there is no practical application.
· Come unprepared and disorganised.
· Invade his privacy.
· Prevent him from expressing his thoughts.
· Assume his pauses imply lack of interest.
· Criticise his need for solitude.
· Be vague or rush him.

Personal Notes
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.

Subject's possible Blind Spots:
Subject sees the world in terms of black and white, hands-on, reality, in which he can develop a series of procedures and regulations that will take care of the situation in hand. Giving in on small items decreases the likelihood of him being seen as too stubborn and controlling. He needs to work toward becoming more articulate and action-oriented.
He may need to develop more assertiveness and would benefit from learning how to offer honest criticism of others when necessary. He sometimes seems detached from the real world, involved in complex thought. Stubborn about change, he may resist changing a decision once it has been made. Making many assessments privately, Subject keeps the most important issues to himself, leaving others ignorant of what is going on. 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.
Aware of the advantages of diplomacy, he may tend to agree too easily in order to avoid confrontation. Unless he has the complete plan he may experience tension or frustration. He can be reserved and hard to get to know, only willing to share his inner feelings with people he trusts. Particularly dependable if things are going his way, he will resent being told what to do or how to do things better. Because Subject often chooses to be alone and single-minded in his efforts, he occasionally neglects to invite others to participate in any of his activities.
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Introduction
This Insights Discovery profile is based on subject’s responses to the Insights Preference Evaluator which was completed on 19 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 Subject's work style. Use this section to gain a better understanding of his approaches to his activities, relationships and decisions.

Personal Style
Subject will go to great lengths in order to fulfil his sense of responsibility and obligation. He is aware that he may become the back-office expert in his role. He may impress others, albeit unintentionally, by knowing something worthwhile about many things, especially when he speaks about one of his specialised subjects. Being allowed to gather a wider range of information to anticipate the future implications of his decisions increases his effectiveness in most situations. Easy-going, neat and orderly, he nonetheless values appreciation from others.
He is responsible and faithful to his commitments and obligations. He focuses inward as an objective thinker and he rationalises his view of the world through concrete facts. It is not unusual for him to stay late at work, or to do additional unpaid work to get the job right. He is often successful in improving efficiency and reducing time wasting in others. Subject can be considered as a completion expert.
Whatever he is doing he will accomplish with orderliness and reliability. Because of his strong work ethic, he accepts responsibility for things that need to be done, especially if he can see that his actions will conclude the process. He may find it hard to express his ideas as clearly or as concisely as he experiences them. He values and adheres to established routines and procedures and for him there will always be some work yet to be completed. Subject is painstakingly accurate and systematic in handling a variety of tasks.
He takes his commitments and obligations seriously. His work has to contribute to things that matter to him and he tends toward perfectionism only when he cares deeply enough. He likes system, order and few surprises and to work in an environment which he feels is secure. His strength is his ability to act correctly and to stay with projects until they are complete. He is easy-going and low key and may be prone to doubting his own ability.
A good day to day planner, he is relaxed about getting things done because he is fully engaged in the here and now. One of his outstanding traits is economy of effort. He may appear more tolerant of others who prefer to operate in a moderate or controlled way. Subject provides practical support quietly, painstakingly and conscientiously, usually behind the scenes. Subject is always outstandingly practical and sensible.
Interacting with Others
His concern for the well-being of people around him makes Subject especially sensitive to an individual's personal needs. He tends to distrust strangers and will constantly worry about those who are close to him. He prefers to play a supporting role at work in a loyal and conscientious way. Though perhaps hard to get to know, he is a trustworthy confidante who accepts a wide range of behavioural differences in others. He more often expresses his deeply felt feelings through actions than through words.
He needs to know that he is making a unique contribution to the organisation. He has a great deal of personal warmth but may not show it until he knows a person well. He may mistrust authority and hierarchy and will choose to remain neutral rather than be drawn into supporting lost “underdog” causes. Ever concerned with efficiency, (“a place for everything and everything in its place”), he may neglect the human element, unwittingly causing stress in the process. He does not seek positions of “front-end” leadership, preferring to act behind the scenes.
Subject cares deeply - and shows it through his strong sense of responsibility which makes him very loyal to certain individuals or the organisation. His inner reactions are seldom revealed, but behind the outward calm appearance, he looks at things in an intensely individualistic way. If he feels he is being put under too much pressure, he may dig his heels in and become stubborn. He may occasionally appear to lack self-confidence, which can be remedied by regular reassurance from people he trusts. Subject prefers quiet and may develop ingenious ways to make himself invisible, particularly when he is called upon to take part in social or gregarious interaction.
Decision Making
When Subject perceives that something needs to be done, he will accept responsibility for implementing it. He is uncomfortable moving beyond his own experience until he fully understands the problem. He seeks to review and assimilate the facts without being pressured to make a rapid decision. He may tend to be misunderstood because of his tendency not to express himself forcefully. Subject is extremely realistic and relies on and trusts what his senses tell him about his world. He is usually aware of the need to comply with the established view.
He has an ability to note what is needed in a situation and act accordingly. He is not usually prepared to commit to high risk decisions. He inevitably double-checks decisions imposed from outside, and excels at maintenance and quality control. He has a tendency to separate out the different components of his life, wanting predictability and preferring to know various options in advance. Tending to be sceptical of new ideas if he doesn't see their practical application, he prefers to take time to consider the overall objective.
With his focus on the reality of the situation, he trusts the evidence of his senses and relies on carefully accumulated past and present evidence to support his conclusions and future courses of action. He may appear dismissive of decisions made on “gut-feel” rather than objective analysis. He is reticent about expressing his feelings and may be rather slow to make decisions as he wants to gather all essential information before acting. He takes a personal approach to living, assessing events through the personal values and ideals which govern his life. With unshakeable, well-thought-out plans, he is difficult to distract or discourage once he has embarked on what he believes to be the correct course.

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

Subject's key strengths:
· Open-minded and tolerant of others.
· Usually weighs up all relevant factors before reaching decisions.
· Analytical and detached.
· Sensitive to the needs of others.
· A strong sense of duty.
· Attention to detail.
· Curious and keen observer of life.
· Pays great attention to detail.
· Practical work.
· Usually reads non-verbal signs effectively.

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

Subject's possible weaknesses:
· May not forcefully express his ideas or feelings.
· May have to work at being more action orientated.
· Worries too much about colleagues.
· Digs in his heels when feeling threatened.
· Finds it difficult to respond to aggression positively.
· May hide strong feelings until it is too late.
· More interested in intellectual rather than practical challenges.
· Can resist by being passive yet stubborn simultaneously.
· Over-dependence on rules and procedures.
· Sometimes avoids high risk solutions.

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

As a team member, Subject:
· Is neat, orderly and tolerant.
· Can become absorbed in following projects through to completion.
· Will only talk confidently about subjects on which he is expert.
· Seeks to be compliant and willing to adapt.
· Becomes a questioning and strategic thinker.
· Is perceived by most others as honest and sincere.
· Capitalises on and makes efficient use of the available resources.
· Makes great effort to build and maintain relationships with others.
· Likes designing workable systems and enjoys problem solving.
· Helps generate trust for the team.

Personal Notes
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 Subject. Identify the most important statements and make them available to colleagues.

Strategies for communicating with Subject:
· Be clear and concise, and concentrate on the task in hand.
· Avoid personal conflict.
· Provide an environment which allows him to express his thoughts.
· Provide regular support and feedback - show interest.
· Be modest and polite.
· Put important messages in writing for clarity.
· Recognise his quality of service.
· Provide a safe environment in which he can learn, improve and grow.
· Present only solid and reliable facts.
· Do not let him hide behind complexity and privacy. Maintain his focus upon outcomes.
· Ensure you have a logical reason for any changes.
· Remember to ask for his opinions of other systems and projects.

Personal Notes
Communication
Barriers to Effective Communication
Certain strategies will be less effective when communicating with Subject. 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 Subject, DO NOT:
· Discourage his participation by forcibly suppressing his viewpoint.
· Delegate tasks without reasonable and sufficient explanation.
· Fail to be attentive to his suggestions.
· Ignore his authority for the sake of it.
· Speak in generalities.
· Talk about subjects for which there is no practical application.
· Come unprepared and disorganised.
· Invade his privacy.
· Prevent him from expressing his thoughts.
· Assume his pauses imply lack of interest.
· Criticise his need for solitude.
· Be vague or rush him.

Personal Notes
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.

Subject's possible Blind Spots:
Subject sees the world in terms of black and white, hands-on, reality, in which he can develop a series of procedures and regulations that will take care of the situation in hand. Giving in on small items decreases the likelihood of him being seen as too stubborn and controlling. He needs to work toward becoming more articulate and action-oriented.
He may need to develop more assertiveness and would benefit from learning how to offer honest criticism of others when necessary. He sometimes seems detached from the real world, involved in complex thought. Stubborn about change, he may resist changing a decision once it has been made. Making many assessments privately, Subject keeps the most important issues to himself, leaving others ignorant of what is going on. 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.
Aware of the advantages of diplomacy, he may tend to agree too easily in order to avoid confrontation. Unless he has the complete plan he may experience tension or frustration. He can be reserved and hard to get to know, only willing to share his inner feelings with people he trusts. Particularly dependable if things are going his way, he will resent being told what to do or how to do things better. Because Subject often chooses to be alone and single-minded in his efforts, he occasionally neglects to invite others to participate in any of his activities.

Personal Notes
Opposite Type
The description in this section is based on Subject'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:
Subject's opposite Insights type is the Motivator, Jung’s “Extraverted Intuitive” type.
Motivators have the ability to equally value results and people. They dislike detailed work but can do it to achieve a specific short-term objective. They enjoy assignments that they believe makes them look good. Subject may often see them, however, as too optimistic about what they and other people can produce. Motivators may be difficult to manage. They are not natural administrators.
Subject may perceive the Motivator as indiscreet and sometimes hasty. Motivators need a variety of activities and the opportunity of working in an environment with other people. They may become workaholics if not aware of their limits. Motivators often seek material dominance, social standing and status. They detest routine, detail and close supervision and can be devious or even chameleon-like when something or someone gets in their way.
Subject will often sense a large ego in the Motivator and may wonder why the Motivator would much rather engage in brief, intellectual banter than conclude some task or spend some quiet time on their own. The Motivator may not remain totally committed to a schedule or project if a better or more exciting challenge appears. They can often neglect important preparations that they consider unnecessary.

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

Subject Bowles: How you can meet the needs of your Opposite Type:
· Ask for his thoughts and ideas.
· Acknowledge his talent for leadership.
· Support his goals with suggestions for achievement.
· Generate inspiration by recalling past successes.
· Indulge in speculation and offer opinions readily.
· Use colourful and bold language in conversing.
Subject Bowles: When dealing with your opposite type DO NOT:
· Challenge his perception of himself.
· Let his imagination run riot at your expense.
· Criticise his ideas too harshly or personally.
· Bore him with the routine or details.
· Be obscure, obtuse or dogmatic.
· Overload him with facts, details and paperwork.

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

Subject may benefit from:
· Accepting the inevitable and taking action.
· Acting without necessarily considering all the longer term implications.
· More time to thoroughly prepare and implement.
· Seeking the positive side of every situation.
· Accepting that perfection can often be a destructive standard to aspire to.
· Setting goals outside of his comfort zone.
· Turning worries about the future into optimism.
· Greater exposure to the risk of failure.
· Breaking the routine and doing something outrageous.
· Resisting the urge to continually refine, improve and even do the work of others.

Personal Notes
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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 Subject's ideal environment and his current one and to identify any possible frustrations.

Subject's Ideal Environment is one in which:
· There is freedom from conflict and confrontation.
· Nobody else uses or changes his equipment, paperwork or software.
· There is time to gather thoughts and ideas.
· There is time for reflection and meditation.
· There are precise methods and systems.
· He has freedom from authority and bureaucracy.
· In a low key way, he is continually encouraged to seek out fresh challenges.
· Discipline, quality and consistency are equally valued.
· Information and data are well organised.
· There is no antagonism or friction.

Personal Notes
Managing Subject
This section identifies some of the most important strategies in managing Subject. Some of these needs can be met by Subject 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.

Subject needs:
· Encouragement when he expresses a desire to go beyond his comfort zone.
· The ability to define at least some of the rules.
· Regular opportunities to interact with other well respected and valued colleagues.
· To have mistakes dealt with in a positive and constructive manner, avoiding confrontation.
· Even small successes to be acknowledged to bolster self-confidence.
· To be aware of underlying stresses.
· Sufficient time to ponder and question complex issues.
· Gentle introduction of new concepts and activities.
· To maintain focus and direction.
· Respect for his desire to observe activities from a distance, and his preference not to become to directly involved in “team” activities.

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

Subject is motivated by:
· Having access to all the information he needs.
· Being asked for his opinion.
· Opportunities to enjoy the moment.
· Appreciation for a job well done.
· Successful completion of major projects.
· High standards being set and achieved.
· Meeting his own goals rather than competition with others.
· Small gestures of goodwill that enhance his feeling of belonging.
· Co-ordination of disparate activities.
· Genuine low key recognition for his contributions.

Personal Notes
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Management Style
There are many different approaches to management, most of which have different situational applications. This section identifies Subject'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, Subject may tend to:
· Over regulate processes.
· Find it difficult to accept radical ideas. His ideas are down to earth and firmly based.
· Allow his heart to rule his head.
· Come up with ideas which save everybody time and effort.
· Keep too many things close to his chest, making others wonder about the true agenda.
· Appear cold and aloof until he gets to know people well.
· Serve his team rather than lead in a forthright manner.
· Not fully appreciate the energies of others.
· Encourage others to sacrifice deadlines for quality.
· Delegate tasks, but find it difficult to let go of the reins on extensive projects.

Personal Notes
The Insights Discovery® 72 Type Wheel
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Introduction
This Insights Discovery profile is based on subject’s responses to the Insights Preference Evaluator which was completed on 19 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 Subject's work style. Use this section to gain a better understanding of his approaches to his activities, relationships and decisions.

Personal Style
Subject will go to great lengths in order to fulfil his sense of responsibility and obligation. He is aware that he may become the back-office expert in his role. He may impress others, albeit unintentionally, by knowing something worthwhile about many things, especially when he speaks about one of his specialised subjects. Being allowed to gather a wider range of information to anticipate the future implications of his decisions increases his effectiveness in most situations. Easy-going, neat and orderly, he nonetheless values appreciation from others.
He is responsible and faithful to his commitments and obligations. He focuses inward as an objective thinker and he rationalises his view of the world through concrete facts. It is not unusual for him to stay late at work, or to do additional unpaid work to get the job right. He is often successful in improving efficiency and reducing time wasting in others. Subject can be considered as a completion expert.
Whatever he is doing he will accomplish with orderliness and reliability. Because of his strong work ethic, he accepts responsibility for things that need to be done, especially if he can see that his actions will conclude the process. He may find it hard to express his ideas as clearly or as concisely as he experiences them. He values and adheres to established routines and procedures and for him there will always be some work yet to be completed. Subject is painstakingly accurate and systematic in handling a variety of tasks.
He takes his commitments and obligations seriously. His work has to contribute to things that matter to him and he tends toward perfectionism only when he cares deeply enough. He likes system, order and few surprises and to work in an environment which he feels is secure. His strength is his ability to act correctly and to stay with projects until they are complete. He is easy-going and low key and may be prone to doubting his own ability.
A good day to day planner, he is relaxed about getting things done because he is fully engaged in the here and now. One of his outstanding traits is economy of effort. He may appear more tolerant of others who prefer to operate in a moderate or controlled way. Subject provides practical support quietly, painstakingly and conscientiously, usually behind the scenes. Subject is always outstandingly practical and sensible.
Interacting with Others
His concern for the well-being of people around him makes Subject especially sensitive to an individual's personal needs. He tends to distrust strangers and will constantly worry about those who are close to him. He prefers to play a supporting role at work in a loyal and conscientious way. Though perhaps hard to get to know, he is a trustworthy confidante who accepts a wide range of behavioural differences in others. He more often expresses his deeply felt feelings through actions than through words.
He needs to know that he is making a unique contribution to the organisation. He has a great deal of personal warmth but may not show it until he knows a person well. He may mistrust authority and hierarchy and will choose to remain neutral rather than be drawn into supporting lost “underdog” causes. Ever concerned with efficiency, (“a place for everything and everything in its place”), he may neglect the human element, unwittingly causing stress in the process. He does not seek positions of “front-end” leadership, preferring to act behind the scenes.
Subject cares deeply - and shows it through his strong sense of responsibility which makes him very loyal to certain individuals or the organisation. His inner reactions are seldom revealed, but behind the outward calm appearance, he looks at things in an intensely individualistic way. If he feels he is being put under too much pressure, he may dig his heels in and become stubborn. He may occasionally appear to lack self-confidence, which can be remedied by regular reassurance from people he trusts. Subject prefers quiet and may develop ingenious ways to make himself invisible, particularly when he is called upon to take part in social or gregarious interaction.
Decision Making
When Subject perceives that something needs to be done, he will accept responsibility for implementing it. He is uncomfortable moving beyond his own experience until he fully understands the problem. He seeks to review and assimilate the facts without being pressured to make a rapid decision. He may tend to be misunderstood because of his tendency not to express himself forcefully. Subject is extremely realistic and relies on and trusts what his senses tell him about his world. He is usually aware of the need to comply with the established view.
He has an ability to note what is needed in a situation and act accordingly. He is not usually prepared to commit to high risk decisions. He inevitably double-checks decisions imposed from outside, and excels at maintenance and quality control. He has a tendency to separate out the different components of his life, wanting predictability and preferring to know various options in advance. Tending to be sceptical of new ideas if he doesn't see their practical application, he prefers to take time to consider the overall objective.
With his focus on the reality of the situation, he trusts the evidence of his senses and relies on carefully accumulated past and present evidence to support his conclusions and future courses of action. He may appear dismissive of decisions made on “gut-feel” rather than objective analysis. He is reticent about expressing his feelings and may be rather slow to make decisions as he wants to gather all essential information before acting. He takes a personal approach to living, assessing events through the personal values and ideals which govern his life. With unshakeable, well-thought-out plans, he is difficult to distract or discourage once he has embarked on what he believes to be the correct course.

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

Subject's key strengths:
· Open-minded and tolerant of others.
· Usually weighs up all relevant factors before reaching decisions.
· Analytical and detached.
· Sensitive to the needs of others.
· A strong sense of duty.
· Attention to detail.
· Curious and keen observer of life.
· Pays great attention to detail.
· Practical work.
· Usually reads non-verbal signs effectively.

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

Subject's possible weaknesses:
· May not forcefully express his ideas or feelings.
· May have to work at being more action orientated.
· Worries too much about colleagues.
· Digs in his heels when feeling threatened.
· Finds it difficult to respond to aggression positively.
· May hide strong feelings until it is too late.
· More interested in intellectual rather than practical challenges.
· Can resist by being passive yet stubborn simultaneously.
· Over-dependence on rules and procedures.
· Sometimes avoids high risk solutions.

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

As a team member, Subject:
· Is neat, orderly and tolerant.
· Can become absorbed in following projects through to completion.
· Will only talk confidently about subjects on which he is expert.
· Seeks to be compliant and willing to adapt.
· Becomes a questioning and strategic thinker.
· Is perceived by most others as honest and sincere.
· Capitalises on and makes efficient use of the available resources.
· Makes great effort to build and maintain relationships with others.
· Likes designing workable systems and enjoys problem solving.
· Helps generate trust for the team.

Personal Notes
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 Subject. Identify the most important statements and make them available to colleagues.

Strategies for communicating with Subject:
· Be clear and concise, and concentrate on the task in hand.
· Avoid personal conflict.
· Provide an environment which allows him to express his thoughts.
· Provide regular support and feedback - show interest.
· Be modest and polite.
· Put important messages in writing for clarity.
· Recognise his quality of service.
· Provide a safe environment in which he can learn, improve and grow.
· Present only solid and reliable facts.
· Do not let him hide behind complexity and privacy. Maintain his focus upon outcomes.
· Ensure you have a logical reason for any changes.
· Remember to ask for his opinions of other systems and projects.

Personal Notes
Communication
Barriers to Effective Communication
Certain strategies will be less effective when communicating with Subject. 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 Subject, DO NOT:
· Discourage his participation by forcibly suppressing his viewpoint.
· Delegate tasks without reasonable and sufficient explanation.
· Fail to be attentive to his suggestions.
· Ignore his authority for the sake of it.
· Speak in generalities.
· Talk about subjects for which there is no practical application.
· Come unprepared and disorganised.
· Invade his privacy.
· Prevent him from expressing his thoughts.
· Assume his pauses imply lack of interest.
· Criticise his need for solitude.
· Be vague or rush him.

Personal Notes
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.

Subject's possible Blind Spots:
Subject sees the world in terms of black and white, hands-on, reality, in which he can develop a series of procedures and regulations that will take care of the situation in hand. Giving in on small items decreases the likelihood of him being seen as too stubborn and controlling. He needs to work toward becoming more articulate and action-oriented.
He may need to develop more assertiveness and would benefit from learning how to offer honest criticism of others when necessary. He sometimes seems detached from the real world, involved in complex thought. Stubborn about change, he may resist changing a decision once it has been made. Making many assessments privately, Subject keeps the most important issues to himself, leaving others ignorant of what is going on. 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.
Aware of the advantages of diplomacy, he may tend to agree too easily in order to avoid confrontation. Unless he has the complete plan he may experience tension or frustration. He can be reserved and hard to get to know, only willing to share his inner feelings with people he trusts. Particularly dependable if things are going his way, he will resent being told what to do or how to do things better. Because Subject often chooses to be alone and single-minded in his efforts, he occasionally neglects to invite others to participate in any of his activities.

Personal Notes
Opposite Type
The description in this section is based on Subject'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:
Subject's opposite Insights type is the Motivator, Jung’s “Extraverted Intuitive” type.
Motivators have the ability to equally value results and people. They dislike detailed work but can do it to achieve a specific short-term objective. They enjoy assignments that they believe makes them look good. Subject may often see them, however, as too optimistic about what they and other people can produce. Motivators may be difficult to manage. They are not natural administrators.
Subject may perceive the Motivator as indiscreet and sometimes hasty. Motivators need a variety of activities and the opportunity of working in an environment with other people. They may become workaholics if not aware of their limits. Motivators often seek material dominance, social standing and status. They detest routine, detail and close supervision and can be devious or even chameleon-like when something or someone gets in their way.
Subject will often sense a large ego in the Motivator and may wonder why the Motivator would much rather engage in brief, intellectual banter than conclude some task or spend some quiet time on their own. The Motivator may not remain totally committed to a schedule or project if a better or more exciting challenge appears. They can often neglect important preparations that they consider unnecessary.

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

Subject Bowles: How you can meet the needs of your Opposite Type:
· Ask for his thoughts and ideas.
· Acknowledge his talent for leadership.
· Support his goals with suggestions for achievement.
· Generate inspiration by recalling past successes.
· Indulge in speculation and offer opinions readily.
· Use colourful and bold language in conversing.
Subject Bowles: When dealing with your opposite type DO NOT:
· Challenge his perception of himself.
· Let his imagination run riot at your expense.
· Criticise his ideas too harshly or personally.
· Bore him with the routine or details.
· Be obscure, obtuse or dogmatic.
· Overload him with facts, details and paperwork.

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

Subject may benefit from:
· Accepting the inevitable and taking action.
· Acting without necessarily considering all the longer term implications.
· More time to thoroughly prepare and implement.
· Seeking the positive side of every situation.
· Accepting that perfection can often be a destructive standard to aspire to.
· Setting goals outside of his comfort zone.
· Turning worries about the future into optimism.
· Greater exposure to the risk of failure.
· Breaking the routine and doing something outrageous.
· Resisting the urge to continually refine, improve and even do the work of others.

Personal Notes
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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 Subject's ideal environment and his current one and to identify any possible frustrations.

Subject's Ideal Environment is one in which:
· There is freedom from conflict and confrontation.
· Nobody else uses or changes his equipment, paperwork or software.
· There is time to gather thoughts and ideas.
· There is time for reflection and meditation.
· There are precise methods and systems.
· He has freedom from authority and bureaucracy.
· In a low key way, he is continually encouraged to seek out fresh challenges.
· Discipline, quality and consistency are equally valued.
· Information and data are well organised.
· There is no antagonism or friction.

Personal Notes
Managing Subject
This section identifies some of the most important strategies in managing Subject. Some of these needs can be met by Subject 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.

Subject needs:
· Encouragement when he expresses a desire to go beyond his comfort zone.
· The ability to define at least some of the rules.
· Regular opportunities to interact with other well respected and valued colleagues.
· To have mistakes dealt with in a positive and constructive manner, avoiding confrontation.
· Even small successes to be acknowledged to bolster self-confidence.
· To be aware of underlying stresses.
· Sufficient time to ponder and question complex issues.
· Gentle introduction of new concepts and activities.
· To maintain focus and direction.
· Respect for his desire to observe activities from a distance, and his preference not to become to directly involved in “team” activities.

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

Subject is motivated by:
· Having access to all the information he needs.
· Being asked for his opinion.
· Opportunities to enjoy the moment.
· Appreciation for a job well done.
· Successful completion of major projects.
· High standards being set and achieved.
· Meeting his own goals rather than competition with others.
· Small gestures of goodwill that enhance his feeling of belonging.
· Co-ordination of disparate activities.
· Genuine low key recognition for his contributions.

Personal Notes
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Management Style
There are many different approaches to management, most of which have different situational applications. This section identifies Subject'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, Subject may tend to:
· Over regulate processes.
· Find it difficult to accept radical ideas. His ideas are down to earth and firmly based.
· Allow his heart to rule his head.
· Come up with ideas which save everybody time and effort.
· Keep too many things close to his chest, making others wonder about the true agenda.
· Appear cold and aloof until he gets to know people well.
· Serve his team rather than lead in a forthright manner.
· Not fully appreciate the energies of others.
· Encourage others to sacrifice deadlines for quality.
· Delegate tasks, but find it difficult to let go of the reins on extensive projects.

Personal Notes
The Insights Discovery® 72 Type Wheel
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Opposite Type
The description in this section is based on Subject'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:
Subject's opposite Insights type is the Motivator, Jung’s “Extraverted Intuitive” type.
Motivators have the ability to equally value results and people. They dislike detailed work but can do it to achieve a specific short-term objective. They enjoy assignments that they believe makes them look good. Subject may often see them, however, as too optimistic about what they and other people can produce. Motivators may be difficult to manage. They are not natural administrators.
Subject may perceive the Motivator as indiscreet and sometimes hasty. Motivators need a variety of activities and the opportunity of working in an environment with other people. They may become workaholics if not aware of their limits. Motivators often seek material dominance, social standing and status. They detest routine, detail and close supervision and can be devious or even chameleon-like when something or someone gets in their way.
Subject will often sense a large ego in the Motivator and may wonder why the Motivator would much rather engage in brief, intellectual banter than conclude some task or spend some quiet time on their own. The Motivator may not remain totally committed to a schedule or project if a better or more exciting challenge appears. They can often neglect important preparations that they consider unnecessary.

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

Subject Bowles: How you can meet the needs of your Opposite Type:
· Ask for his thoughts and ideas.
· Acknowledge his talent for leadership.
· Support his goals with suggestions for achievement.
· Generate inspiration by recalling past successes.
· Indulge in speculation and offer opinions readily.
· Use colourful and bold language in conversing.
Subject Bowles: When dealing with your opposite type DO NOT:
· Challenge his perception of himself.
· Let his imagination run riot at your expense.
· Criticise his ideas too harshly or personally.
· Bore him with the routine or details.
· Be obscure, obtuse or dogmatic.
· Overload him with facts, details and paperwork.

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

Subject may benefit from:
· Accepting the inevitable and taking action.
· Acting without necessarily considering all the longer term implications.
· More time to thoroughly prepare and implement.
· Seeking the positive side of every situation.
· Accepting that perfection can often be a destructive standard to aspire to.
· Setting goals outside of his comfort zone.
· Turning worries about the future into optimism.
· Greater exposure to the risk of failure.
· Breaking the routine and doing something outrageous.
· Resisting the urge to continually refine, improve and even do the work of others.
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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 Subject's ideal environment and his current one and to identify any possible frustrations.

Subject's Ideal Environment is one in which:
· There is freedom from conflict and confrontation.
· Nobody else uses or changes his equipment, paperwork or software.
· There is time to gather thoughts and ideas.
· There is time for reflection and meditation.
· There are precise methods and systems.
· He has freedom from authority and bureaucracy.
· In a low key way, he is continually encouraged to seek out fresh challenges.
· Discipline, quality and consistency are equally valued.
· Information and data are well organised.
· There is no antagonism or friction.

Personal Notes
Managing Subject
This section identifies some of the most important strategies in managing Subject. Some of these needs can be met by Subject 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.

Subject needs:
· Encouragement when he expresses a desire to go beyond his comfort zone.
· The ability to define at least some of the rules.
· Regular opportunities to interact with other well respected and valued colleagues.
· To have mistakes dealt with in a positive and constructive manner, avoiding confrontation.
· Even small successes to be acknowledged to bolster self-confidence.
· To be aware of underlying stresses.
· Sufficient time to ponder and question complex issues.
· Gentle introduction of new concepts and activities.
· To maintain focus and direction.
· Respect for his desire to observe activities from a distance, and his preference not to become to directly involved in “team” activities.

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

Subject is motivated by:
· Having access to all the information he needs.
· Being asked for his opinion.
· Opportunities to enjoy the moment.
· Appreciation for a job well done.
· Successful completion of major projects.
· High standards being set and achieved.
· Meeting his own goals rather than competition with others.
· Small gestures of goodwill that enhance his feeling of belonging.
· Co-ordination of disparate activities.
· Genuine low key recognition for his contributions.
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Management Style
There are many different approaches to management, most of which have different situational applications. This section identifies Subject'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, Subject may tend to:
· Over regulate processes.
· Find it difficult to accept radical ideas. His ideas are down to earth and firmly based.
· Allow his heart to rule his head.
· Come up with ideas which save everybody time and effort.
· Keep too many things close to his chest, making others wonder about the true agenda.
· Appear cold and aloof until he gets to know people well.
· Serve his team rather than lead in a forthright manner.
· Not fully appreciate the energies of others.
· Encourage others to sacrifice deadlines for quality.
· Delegate tasks, but find it difficult to let go of the reins on extensive projects.

Personal Notes
The Insights Discovery® 72 Type Wheel
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