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Part I - Introduction

	Being an effective manager requires me to be aware of my own strengths and weaknesses but also to be aware of my work style and how I interact with others (Quinn et al., 2010).  Leadership skills are tested as issues become more complex both in terms of technologies and political ramifications of methods (Dutil, 2008).  A leadership action plan can form the building blocks that better prepare me for the leadership challenges by deepening my awareness of my personal context, the leadership demands that are specific to me, and develop my leadership competencies by identifying my strengths and weaknesses, at the same time deepening my understanding of leadership and leadership development.  
The leadership action plan is premised on my personal and professional experiences and inherent challenges which includes self-assessments for deeper personal analysis.  It will include an overview of my personal and professional background for greater contextual clarity which leads to my self-assessment. An overview of my self-assessment will include the identification of my personal values, learning style, attitudes, in addition to my personal management style.  The competencies and principles build upon my assessment by outlining my personal vision in goals for both career and life.  The framework will be built upon the competencies identified by Quinn et al., however, they will be specific to my individual needs.  The final section will be my implementation plan tailored to my strengths and weaknesses, in addition to potential challenges, and identify measures for progress.   

Part II – Personal Needs Assessment (PNA)

My Personal Profile
Probation Officers working in community corrections often have many roles which are often competing such as responsibilities related to the court, the community, and the client.  My background compounds the competing interests as I am a First Nations individual from the community of Metlakatla, a small First Nations community across from Prince Rupert.  Julien et al. (2010) reference the “tall poppy syndrome” which is the notion that the poppy that grows taller in the poppy field which draws increased attention and eventually gets “chopped down” (p. 122).  In other words, individual achievement is not always celebrated by the collective Aboriginal community and this challenge is compounded when I am placed in the role of an authority figure for an Aboriginal client.  Additionally, colonial mindsets are seen as influencing and precluding people from living their values and being authentic to who they are (Julien et al., 2010).  An Aboriginal person working for the government, and more specifically law enforcement within government, can be subject to institutional racism of society which can lead to a loss of self-esteem and sense of self (p. 123).  Having barriers founded in leadership research and personal wellness can lead to increased self-esteem and a greater sense of self in the countenance of these institutional and societal challenges from the perspective of working within a First Nations community and from the perspective of a First Nations person working within a government organization.  
Ethics and Values 
	Values provide a means for individuals to justify their behaviour and it can serve as a powerful catalyst for increased motivation for leaders and followers (Sosik, 2005).  Values represent concepts or beliefs that transcend specific situations, guide behaviour, and are ordered by relative importance (Schwartz, 1992).  Ethics are highly individual beliefs, some of which could be believed as being universal, that guide us in distinguishing right from wrong, good or bad, and allow us to have a basis for judging the appropriateness of motivation and the consequences of behaviour, in addition to guiding people in their interactions with other individuals, groups, and organizations (By et al., 2012).  In this sense, personal and professional values and ethics become of paramount importance as the leader interacts with followers and across organizational boundaries.  My “big three” personal and professional values, in order or ranking of level of importance are integrity, honesty, and justice.  
Integrity – Three conditions are required: 1) the existence of moral law, or “fixed moral principles;” 2) knowledge of right and wrong, which is generally conferred by conscience; and 3) must possess agency and choice, thus enabling them to become, by choice, agents of moral law or fixed principles (McKonkie & Boss, 2011).
Honesty – Truthfulness is part of the integrity dimension as leaders are being relied upon to keep their word (Grover, 2014).  Behavioural integrity theorizes that people seek consistency in their leaders and if they trust that the leader is being truthful they are more likely to engage with them as followers because the uncertainty is reduced (Grover, 2014). 
Justice – Justice is the perception of fairness (Karriker, 2007).  The element of fairness is closely associated which leads individuals to have strong cognitive and behavioural reactions to treatment or conditions that they perceive as fair or unfair (Karriker, 2007).  Perceptions of fairness are tied to trust in and commitment to the leader and the organization (Karriker, 2007).   

Professional / Personal Life Balance  
On a professional level, I have been a Probation Officer since 1999 and I have included my resume as an appendix rather than cite the awards received, which outlines the many opportunities to act in a leadership role.  On a personal level, I operate on the ABC model of personal and professional wellness outlined by Dr. Patricia Fisher which includes awareness, balance, and connection; awareness of the life stressors, balance between work and personal life, and connection to others both personally and professionally.  This is consistent with the career anchors assessment developed by Edgar Schein which measures self-perceived concepts, attitudes, and values (See appendix A for measure results).  I measure as “lifestyle” which indicates that I am motivated to seek balance between career and lifestyle.  Additionally, in identifying personal goals on page 191-192 of the Competing Values Framework outlined by Quinn et al., I identified spending more time with family as one of my personal relationship goals.   
Definition of Leadership
 	My background as a First Nations person, in addition to the current research on leadership, influences my definition.  Borrowing elements from Julien et al.’s (2009) definition, in addition to concepts of transformational leadership outlined by Diaz-Saenz (2011), my definition of leadership is: the art of encouraging action for others to want to strive for collective aspirations while morally and spiritually uplifting them in the process.   This definition has cross-over qualities that can function within my work in the Aboriginal community, in addition to being utilized in my leadership style within the professional workplace.

Learning Style
	The Learning Style Inventory developed by David Kolb (1984) breaks down learning styles into four quadrants: 1) concrete experience (CE); 2) reflective observation (RO); 3) abstract conceptualization; and 4) active experimentation.  The results indicate that I have a concrete experience type of learning suggesting that I focus on being involved in experiences and dealing with immediate human situations in a personal way. I agree with this assessment which is also considered a positive attribute in my line of employment.  Our organization deals with a clientele that has traditionally been marginalized by society thus we deal with the human element on a daily basis so having a learning style that can complement these factors in terms of leadership within the Aboriginal community and within the correctional organization is an asset.     
Big Five Personality Test
	The Big Five Personality Test is an adaptation of the early tests developed by Tupes and Christal (1961), and later refined by J.M. Dingman (1990), which Lewis Goldberg further organized into the current model.  The model is designed to describe human personality, with the five factors being labeled: 1) openness; 2) conscientiousness; 3) extraversion; 4) agreeableness; and 5) neuroticism.  The results indicate that I typically don’t seek out new experiences, I am well organized and I can be relied upon, I am relatively social and enjoy the company of others, and that I remain calm in tense situations.  I agree with the results as I have demonstrated these traits in both my personal and professional life.    


Career Vision and Goals
	Setting realistic and achievable goals can be viewed as enhancing performance toward goal-related activities.  Goals can be challenging, however, it also serves to better apply existing knowledge and competencies at the same time as learning new ones.  Given my background, coupled with my scholastic and work experience, I have two career goals that can energize and provide me with an additional sense of meaning and identity: 1) to advance my career into a local manager position within corrections; and 2) run for First Nations Band election as a Council member.  These goals are important to me as it aligns with my personal and professional value of justice.  Many clients within the criminal justice system are marginalized and face lower socio-economic conditions which further subject them to systemic victimization.  Similarly, First Nations Peoples have faced historical injustices through systemic impositions that continue to affect First Nations communities in the present day.  Having achieved a leadership role both within corrections and within the First Nations community, I can promote a sense of justice and fairness for both clients and First Nations Peoples by motivating others to want to achieve collective aspirations while morally and spiritually uplifting them in the process.  Collaboration, conflict resolution, being a team player, change management, and wellness both individual and collective, are all cross-over competencies that can assist me with both of my career aspirations.  
Part III – Competencies and Principles

Strengths
	The competing values framework outlined by Quinn et al. (2010), indicates that my strengths lie in the collaborate and create quadrants.  Effectiveness within the collaborate quadrant depends on creating and sustaining commitment and cohesion (p. 18).  In this regard, I encourage open and respectful communication that is premised on a deeper understanding of the concern for others.  The create quadrant reflects values of open systems model and is evaluated based on the ability to adapt to change and acquire external support (p. 19).  In this sense, I am expected to facilitate adaptation and change and fueling and fostering innovation.  These strengths are consistent with the results of other measures such as the Big Five Personality Test, emotional intelligence, career anchors, and are you a creative thinker?, however, it runs contrary to the tolerance of ambiguity scale which suggests that I can perceive new information as threatening rather than promising.   
Weaknesses
	According to the competing values framework, I can use some work in the areas of the control and the compete quadrants.  The control quadrant is based on establishing and maintaining stability and continuity (Quinn et al., 2010).  The compete quadrant is premised on improving and increasing productivity and profitability (p. 19).  This outcome is also consistent with other independent measures such as are you a team player? how do you handle conflict? and reactions to method of encouraging compliance.  The quadrants and other tests indicate that that I need to focus on my ability to take decisive action in terms of what is going on for my workplace, in particular when it involves an element of conflict such has knowing when to address individuals under my supervising that are not adhering to the rules.      


Learning Goals / Performance Goals – Competencies
(1) Conflict Resolution
As a result of the personalized assessments, along with my personal development goals, the notion of increasing my conflict resolution skills through ongoing training is a learning goal.  This already draws upon my strength with the collaborate quadrant, however, it may increase competencies in the compete and control quadrants.  It is not as though I am completely unfamiliar with the tools and concepts, rather learning goals can be intrinsically motivating in order to develop and hone my skills making me a more effective and well-rounded leader.   The how do you manage conflict? assessment indicates that I tend to focus on the problem and not the individuals involved without having regard for their needs.    
Cooperative conflict resolution is very important in service activities requiring solutions based on workgroup cohesiveness, mutual conversations, as well as highlighting group goals (Yang, 2012).  It also assists group members enter into open and constructive discussion processes while developing a team attitude which includes the elements of concern for self and the other party, and finding solutions through collaborative problem solving, integration, and solution-oriented outcomes (Somech, Desivilya, & Lidogoster, 2009, p. 362).   Not every conflict is bad as there are different types of conflict; relationship conflict and task conflict, both of which can lead to opportunities for innovation and change (Quinn et al., 2010).  With this focus, I can challenge my own ideas and thoughts about conflict and foster a cooperative approach to resolving conflict.  

(2) Becoming More of a Team Player
	With increased conflict resolution skills as a backdrop, good leadership not only involves individuals in a management role, rather it involves people working collectively across functions and across organizational boundaries while epitomizing values and behaviours within the leadership framework (Mortlock, 2011).  A good team leader knows their own limitations and competencies, both technical and interpersonal (Quinn et al., 2010).  Technical competencies refer to knowledge, skills, and abilities, whereas interpersonal competences refer to personal qualities skills and abilities that help the team work together (Quinn et al., 2010).  The results of the are you a team player? assessment indicate that I scored “somewhat like me” for eight of the twelve questions that assesses teamwork behaviours.  The criteria for measure, however, may have an element of cultural biases as the concept of “prefer to raise differences and discuss them” is viewed as a negative teamwork trait if not adhering to this principle, however, some cultures take the stance of “raising the similarities” for group cohesion.  I can use my background as a binding influence as culturally diverse individuals have greater creative potential as it promotes learning and is a source of inspiration each other as team members (Shuffler et al., 2012).      
(3) Encouraging and Enabling Compliance 
	In addressing the noted deficiencies in Quinn et al.’s control quadrant, I think it is prudent to build upon the notion of conflict resolution with encouraging and enabling others which also incorporates elements of teamwork.  Leaders inherently have less influence over individual-level personality variables that could help predict behaviour.  It is incumbent on the leader to be aware of situational variables that leaders can have a direct impact on which can encourage compliance (Quinn et al., 2010).  A situational variable can include the leader’s charismatic qualities whilst communicating the missions and goals which are ultimately ties to shared values and ideologies (Gebert et al., 2015).  When followers trust and attribute positive characteristics to the leader, a charismatic relationship occurs in which the values are congruent and the leader then becomes perceived as a role model (Gebert et al., 2015).  Subsequently, if a leader is perceived as a role model, followers tend to internalize the leader’s vision and values into their own self-concepts (Shamir et al., 1993).  This strategy can be referred to as normative according to Quinn et al. (2010) whereby the leader is responsible for teaching or displaying the desired behaviour which minimizes the need for “sticks or carrots” as assumptions, beliefs, and values are aligned by the leadership qualities (p. 163).  The reactions to method of encouraging compliance assessment indicates that individuals may respond differently to different methods of encouraging compliance and if not carefully thought out, unintended consequences may result.  In this sense, including this factor into a concrete action plan can help to lessen the opportunity for any unintended consequences to occur.
 (4) Workplace Wellness
	Conflict resolution skills, teamwork, and encouraging compliance with others will have limited utility if the workplace is not a safe environment that nurtures personal and group wellness.  Leaders in corrections have to be informed and concerned about the effects of job stress, health related problems, absenteeism, productivity, long-term disability, and higher staff turnover rates (Fisher, 2001).  Corrections workers have unique challenges that are superimposed on systemic workplaces stresses including direct and indirect threat of harm, trauma including direct and vicarious, and abuse (Fisher, p. 6).
The Complex Stress Model (Fisher and Associates)[image: p32_800]
Figure 1: The Complex Stress Model			
This diagram shows the 2 components – the systemic workplace stresses and the traumatic workplace stresses.
	Emotional exhaustion is a threat to operation standards in organizations in which physical safety is at risk (Zheng et al., 2013).  Although ethical leadership is important in most organizations, in situations where decisions affected the safety of the community the magnitude of consequences is high, therefore, ethical leadership is particularly significant (Zheng et al., 2013).  Ethical leadership refers to “the demonstration of normative appropriate conduct through personal actions and interpersonal relationships, and the promotion of such conduct to followers through two-way communication, reinforcement, and decision-making” (Brown et al., 2005, p. 120).  Behaviours that reflect high levels of ethical leadership are: 1) engaging in normative appropriate conduct; 2) acting consistent with espoused values (vs. conforming in response to political / office pressure); 3) talking with followers about ethics and proactively encouraging them to behave ethically; 4) managing situations with morality in consideration; 5) explicitly valuing honest relationships; and 6) punishing unethical behaviour (Zheng et al., 2013).  Training and ongoing practice in these areas can have a positive influencing effect on workplace stress and trauma.   
(5) Self-Awareness
	With personal wellness as a building block, leaders are exposed to a myriad of situations on a daily basis, each of which will result in them experiencing different emotions ranging from extreme pride after achieving a goal, to guilt about one of their decisions resulting in an unintended consequence, to anger or sadness in response to an organizational, or personal family crisis (Jordan & Lindebaum, 2015).  As a result, how leaders regulate these interactions will have an impact on the response of the other members (Jordan & Lindebaum, 2015).  In this regard, if you do not understand yourself in terms of your own values, beliefs, and emotions, then it is nearly impossible to understand others (Quinn et al., 2010, p. 39).  Leaders with high self-awareness are more likely to advance in their organizations than those who may have low self-awareness (p. 39).  Deeper within self-awareness is emotional awareness, self-assessment, and self-confidence (Quinn et al., 2010).  Emotional awareness includes recognizing the emotions within and how they affect you and others, and they intimately know what they are feeling and why, and have a deeper appreciation of the connection between their feelings and their behaviours (Quinn et al., 2010, p. 39).  The research evidence is clear that for each emotional reaction by a leader, we have the ability to change our behaviour to adapt and resolve the situation (Jordan & Lindebaum, 2015).  The self-awareness assessment indicates that I rank reasonably well in self disclosure and that I am open to feedback, however, I can be more acutely aware of my own values, emotional intelligence, change orientation, and core self-evaluation.   

(6) Implementing and Sustaining Change
	Building upon the change orientation principle in self-awareness, management in public service is constantly in a state of flux due to the increased rapid pace of social, political and technological change (Karp & Helgo, 2008).  Working in Corrections is no different, in fact an argument can be made for an increase in levels of change given different government ideologies of crime and correspondingly, differing ways of responding to crime, in addition to new public management paradigms such as New Public Management.  According to Barker (2001, pp. 491), “leadership is all about change” and no change is free from underlying values (Macleod and By, 2009).  During any process of change, it is important to highlight the continued promotion of the ethical dimension of change to ensure that the leaders and their followers are acting in according with the interests of the group (By et al., 2012).  What this refers to is if the followers are not moved by the leadership change theory such as the charismatic-transformational leader, then they at least need to ensure that the leadership and change are supported by a clear and transparent system of ethics and accountability (By et al., 2012).  The objective of management thinking and practice is to construct a way of making sense of organizational life so we concern ourselves with the control and manipulation of social systems (Karp & Helgo, 2008).  Change initiatives in public services are not about rational responses but about influence, personal interest, power and control (Karp & Helgo, 2008).
	Leaders should have an understanding that leaders and employees can view change very differently; the leader perhaps seeing change as an opportunity to strengthen the organization whereas the employees (including middle managers) viewing change is something that is not sought nor welcomed as it disrupts and upsets the organization balance (Karp & Helgo, 2008).  Organizational change can therefore be better understood as a socially constructed reality with negotiated power relationships (Karp & Helgo, 2008).  Leaders have to further understand that with organizational change there are going to be winners and losers and that some members may not openly resist change but have learned to cope with it as a strategical function (Karp & Helgo, 2008).  In this sense, the leader, rather than attempting to overly control the process, can loosen control and focus more time on forming identities and relationships in the changing organization (Karp & Helgo, 2008).  Change leadership is not fulfilled by coercion as it involves a social-emotional process, and the people must be willing participants by being recruited and engaged in the process (Quinn et al., 2010, p. 314).  Change leadership requires three components: 1) creating a shared vision of the future; 2) sharing responsibility and ownership for achieving the vision; and 3) focussing on developing the capacity of the people involved to perform at their best (Quinn et al., 2010).  These measures draw upon the theme of transformational change as opposed to transactional change (Quinn et al., 2010).
Part IV – Action Plan
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	Each performance or learning goal should have a set of strategies that are specific in nature and can be used to guide the implementation process.  Additionally, benchmarks for determining progress for both short term and long term goals as part of the implementation plan.  The table outlined below sets out my plan including the competency, the associated principles, the strategy being implemented, and the benchmarks that will be used to measure overall progress.  I will review this action plan every six months over the course of two years to coincide with the completion of the Master’s Program at the University of Victoria.  At the review intervals, I can assess my progress based on the identified benchmarks in terms of short term (within 6 months) and long term goals (within 2 years), and make any changes to the plan as required.  
	Competency
	Principles
	Strategy
	Benchmark

	1) Conflict Resolution

	Increase Conflict Resolution and providing feedback skills
	· Increase skills through training and experience (long term)
· Practice both informal and formal types of feedback (short term)
	· Complete Conflict Resolution Course
· Feedback from others for reported strengths and weaknesses 

	2) Becoming More of a Team Player
	Increase teaming building skills and practice
	· Seek opportunities to practice teamwork skills (short term)
· Ask for formal and information feedback on teamwork skills (short and long term)
	· Complete Project Management Course that identifies “teamwork” as a managerial goal
· Feedback from others for reported strengths and weaknesses

	3) Encouraging and Enabling Compliance
	Become more of a role model and mentor while communicating the mission and goals 
	· Become more aware of Project Management skills (long term)
· Become mentor for newer employees (short term)
· Ask for formal and information feedback on mentor skills (short and long term)
	· Complete Project Management Course
· Identify as a formal mentor for newer employees
· Feedback from others for reported strengths and weaknesses

	4) Workplace Wellness
	Reduce workplace stress and trauma
	· Take Workplace Wellness training course (done)
· Take online assessments at 6 months for follow-up and measure against baseline (short term)
· Focus more on work / personal life balance (short term)
	· Complete Workplace Wellness Course (short term) (completed)
· Reassess personal wellness every 6 months and adjust plan accordingly
· Reassess personal and professional goals every 6 months and adjust plan accordingly

	5) Self-Awareness
	Become more self-aware
	· Set personal and professional goals (done)
· Follow-up to reassess my core values and self-evaluation (short term)
· 
	· Reassess personal and professional goals every 6 months and adjust plans accordingly 
· Feedback from others for reported strengths and weaknesses

	6) Implementing and Sustaining Change
	Create a shared vision for the future by engaging and recruiting others
	· Loosen “control” and create a climate of shared responsibility by focussing on relationships (short term)
· Focus on developing the capacity of others in order for them to perform their best (short and long term)
· Re-establish relationship with colleagues that guides shared responsibility principles
	· Develop a working document that outlines a shared vision for the future
· Recruit others to work on the document (teamwork) that incorporates shared responsibility and ownership
· Feedback from others for reported strengths and weaknesses and adjust document and approaches accordingly



Part V - Conclusion

	The leadership action plan incorporates both learning goals which focus on the process for achievement and performance goals which focus on the outcomes.  Both are premised on a personal needs assessment outlining my identified strengths which are the collaborate and create quadrants of Quinn et al.’s competing values framework, and weaknesses, identified within the control and compete quadrants.  My personal and professional ethics and values (integrity, honesty, justice) create the substrate for ongoing learning and provides the intrinsic motivation for performance improvement.  The plan provides the blueprint for the learning and performance framework for measures in: 1) conflict resolution; 2) becoming more of a team player; 3) encouraging and enabling compliance, 4) workplace wellness; 5) self-awareness; and 6) implementing and sustaining change.  The strategies involved use both short-term (within 6 months) and long-term (within 2 years) timeframes.  The benchmarks provide a means for analysis and reformulation should the need arise.  One of the keys to implementation is follow-up and I intend to revisit my plan every 6 months and adjust accordingly.  Following the 2 year timeframe for the long term goals, I can reassess my progress and develop a new action plan based on a review of self-assessments, feedback from others, and my own self-reflection.  This action plan compliments my career aspirations of advancing into a management position within corrections and running for the First Nations Band Council, in addition to aligning with my definition of leadership: the art of encouraging action for others to want to strive for collective aspirations while morally and spiritually uplifting them in the process.    
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Part VII – Appendices 
Appendix A – Leadership Assessments
	Test
	
	Scores
	Comparative
	Analysis

	
	Competing Values Competency Summary (Quinn et al., 2010)

	Collaborate (Upper left quadrant) – Creating and Sustaining Commitment and Cohesion
	
	Understanding Self and others: 4.6
Communicating Honestly and Effectively: 4.2
Mentoring and Developing Others: 4
Managing Groups and Leading Teams: 4.8
Managing and Encouraging Constructive Conflict: 3.6
	
	Indicates that I rank high in this quadrant.  Encourage open and respectful communication, deep understanding of concern for others, mentoring, and managing conflict.  

	Control (Bottom left quadrant) – Establishing and Maintaining Stability and Continuity
	
	Organizing Information Flows: 4
Working and Managing Across Functions: 2.8
Planning and Coordinating Projects: 3.2
Measuring and Monitoring Performance and Quality: 3.8
Encouraging and Enabling Compliance: 4
	
	Indicates some room for improvement.  Establish and maintain stability and continuity.  Being able to work across functions.  

	Compete (Lower right Quadrant) – Improving Productivity and Increasing Profitability 
	
	Developing and Communicating a Vision: 3
Setting Goals and Objectives: 3.8
Motivating Self and Others: 4.2
Designing and Organizing: 3
Managing Execution and Driving for Results: 3.6
	
	Indicates some room for improvement.  Improving and increasing productivity.  

	Create (Upper right Quadrant) – Promoting Change and Encouraging Adaptability 

	
	Using Power Ethically and Effectively: 3.6
Championing and Selling New Ideas: 4.2
Fueling and Fostering Innovation: 4.4
Negotiating Agreement and Commitment: 4.6
Implementing and Sustaining Change: 3
	
	Indicates that I rank high in this quadrant.  Adapt to change and acquire external support.



	
	Are You a Team Player? (Quinn et al., 2010, pp. 70)

	Item: Prefer to raise differences and discuss them

	
	Identified as “somewhat like me.”
	Opposite spectrum was “prefer to avoid discussing differences”
	Indicates that I may need to accept discussions which may include conflict.



	
	Self-Awareness Assessment

	Self-disclosure and openness to feedback / Awareness of own values, emotional intelligence, change orientation, and core self-evaluation
	
	54
(Second Quartile)
	Mean = 51.47

	Indicates I rank well in self-disclosure and open to feedback, however, I can be more aware of my own values, emotional intelligence, change orientation, and core self-evaluation



	
	Emotional Intelligence Assessment

	Emotional awareness / Emotional control / Emotional diagnosis (empathy) / Emotional response
	
	80
(Second Quartile)

	Mean = 70
	I rank high on emotional awareness and emotional diagnosis (empathy), however, I can use some work on emotional control (balance) and emotional response 



	
	Cognitive Indicator Style

	Knowing Style
	
	4.25

	Mean = 3.89
	Acceptable

	Planning Style
	
	4.29

	Mean = 3.78
	Acceptable

	Creating Style

	
	4.14
	Mean = 4.01
	Acceptable



	
	Locus of Control Scale

	Internal vs. External control of reinforcement
	
	5

	Mean = 5.19
	Indicates internal locus of control.  I believe that my actions determine the rewards obtained.



	
	Tolerance of Ambiguity Scale

	Novelty Score / Complexity Score / Insolubility Score
	
	66
(Top quartile)

	Mean = 56.47
	Indicates I have a high intolerance of ambiguity.  Suggests that I can perceive situations as threatening rather than promising.  Ambiguity arises from: novelty, complexity, and insolubility.



	
	Core Self-Evaluation Scale

	Four core traits: self-esteem, generalized self-efficacy, neuroticism, and locus of control.
	
	4.33

	Mean = 3.88
	Indicates I think positively about myself and that I am confident in my abilities.



	
	How do you handle conflict?  Assessment (pp. 86-87)

	Solution oriented
	
	Items 1, 4, 6, 8, 9, 11, 13, 16, 19, 20, 21
	
	Indicates I tend to focus on the problem rather than the individuals involved.

	Non-confrontational
	
	Items 2, 5, 7, 12, 14, 15, 23, 24, 25, 27, 28, 29
	
	Indicates that I may tend to avoid conflict by either avoiding the other part or by allowing the other party to have their way

	Control

	
	Items 3, 10, 17, 18, 22, 26, 30
	
	Indicates that I may tend to focus on winning or achieving goals without regard for the others needs.




	
	Your experiences with communicating a vision (pp. 179-180)

	Assess prior experience with communicating a vision
	
	The higher the score, the more practice was already had in this for this competency
	
	Indicates that I have some experience with this competency



	
	Identifying your personal goals (pp. 191-192)

	1) Personal relationships
2) Academic / scholastic accomplishments
3) Career / job interests
4) Your financial future
	
	1) Spend more time with family
2) Master’s in Public Administration
3) Promotion to management position
4) Maximize RRSP contribution limits
	
	Setting S.M.A.R.T. Goals: Specific, Measurable, Attainable, Relevant Time Bound.  Goals are difficult and challenging but will be rewarding.  They are complimentary with each other.  Progress will be measured through goal attainment and progressive benchmarks.



	
	Assessing organizational culture (pp. 220-221)

	1) The clan culture
2) The adhocracy culture
3) The market culture
4) The hierarchy culture
	
	50 of the 100 points were given to “the organization is very controlled and structured place.  Formal procedures general govern what people do.”
	
	The lasting goals are stability and results, paired with efficient and smooth execution of tasks. 



	
	Your leadership task orientation (pp. 236-237)

	Insight into personal leadership style with respect to how you approach getting tasks complete
	
	42 on a scale of a maximum of 60
	
	Indicates that I am highly task oriented which may serve me well in completing individual tasks, however, when leading others there may be too much emphasis on task issues.  It can undermine efforts to get the task completed with good quality and on time.



	
	Identifying appropriate performance criteria (pp. 146-147)

	1) Deciding what to measure and how to measure it
2) Developing a hierarchy of measures
3) Tailoring measures to the organization and its mission
	
	Determining what are the critical outcomes of the job.
Are tasks clearly linked to the outcome?
Identify points at which feedback is received about performance.
	
	Many of the day to day tasks are considered administrative and not directly linked to the critical outcome of the job.



	
	Reactions to method of encouraging compliance (pp. 156-157)

	Assess attitudes about complying with rules
	
	What factors are influencing behaviour? What assumptions are being made about the “rule” associated with the situation?
	
	Indicates individuals may respond differently to different methods of encouraging compliance.  When not carefully thought out, unintended consequences may result



	
	Identifying data overload and information gaps (pp. 109-110)

	Think about the amount of data we receive and how important that data really is
	
	Sorting, storing, transmitting, and using information
	
	Indicates that I am currently competent with assessing the importance of information and disregarding unimportant information.  The ability to prioritize is an asset.



	
	Mapping your organization (pp. 120-121)

	Where a person fits in an organization and how connected to others
	
	Hierarchical structure that is top-down.  Lateral structures know the work of each other.
	
	The formal structure is only a modestly accurate representation of how things actually work.  



	
	Project Planning (pp. 129-130)

	Effective project management
	
	Effective planning and coordination.
	
	Indicates I should spend more time on effective planning and coordination as opposed to just starting on a project.  



	
	Who is powerful? (pp. 255-256)

	Assess personal beliefs and expectations about power and influence
	
	Influence from others and my influence on others.  
	
	Indicates I don’t use authority for influence.  I have the power to attract an audience and the power of effective communication skills.    



	
	The Presenter’s touch: you may have it but not know it (pp. 269-270)

	Talented oral presentation
	
	Answered “yes” to 9 of the 10 questions
	
	Indicates I possess many qualities of an effective presenter.  Another important asset is my attitude as I can always improve.



	
	How effective are you at negotiating agreement (pp. 298-299)

	Communicate with others / Press for more information / negotiating agreement and commitment
	
	Comfort level with negotiating agreement and commitment ranges from “very uncomfortable to very comfortable.”
	
	I would assess my ability to be in the “comfortable” level.  I think I can use more confidence in dealing with potential conflict



	
	Are you a creative thinker? (pp. 286-287)

	10 questions to determine if “creative people do this” or “I do this.”  Assesses behaviours and attitudes that is related to creative thinking.
	
	“I do this” was answered for 6 of the 10 questions.
	
	Indicates that I am generally a creative thinker, however, I can practice skills in order to become a more creative thinker.  I have to overcome some of the barriers.



	
	Changes in my organization (pp. 310)

	Changes implemented in my organization.  Successful and unsuccessful approaches to managing change.
	
	Staff “buy in” was an obstacle for change.  Representatives from all levels have to be a part of the change initiative otherwise it feels like it is “imposed.”
	
	Observing successful and unsuccessful change initiatives can be a learning tool.



	
	Re-examining your personal competencies (pp. 330-332)

	Summary Evaluation Matrix
	
	Overall ranking for development plan: 
1) Control
2) Compete
3) Collaborate
4) Create
	
	Indicates the need for “control” is important in my organization for both the short term and the long term.  There are areas of control that I would need to work on and practice.



	
	Six personality types of the vocational preference inventory (Holland Occupational-Environmental Classification)

	1) Realistic
2) Investigative
3) Artistic 
4) Social
5) Enterprising
6) Conventional
	
	Social: I am empathetic, patient, and have concern for the welfare of others.  I will sacrifice my personal goals for the sake of the organization.
	
	Indicates my worldview as an Aboriginal person where the collective will outweighs the individual.  I don’t think I would include “for the sake of the organization,” however, as I think I would sacrifice for my colleagues and clients.



	
	Career anchors (Edgar Schein)

	Self-perceived concepts, attitudes, and values.
	
	Lifestyle – This individual is motivated to find some balance between career and lifestyle.  Paternity / maternity leaves daycare, flexible schedules are important.  Seeks organizations with pro-family values.
	
	Indicates I appreciate my personal life away from my work life as well.  Flexibility at work is important.  Leisure time is important.



	
	The learning style inventory (D. Kolb, 1984)

	1) Concrete experience (CE)
2) Reflective observation (RO)
3) Abstract conceptualization (AC)
4) Active experimentation (AE)
	
	Concrete experience – 31
Reflective observation – 15
Abstract conceptualization – 25
Active experimentation - 29
	
	Indicates I focus on being involved in experiences and dealing with immediate human situations in a personal way.  I emphasise feeling more than thinking; a concern with the uniqueness and complexity of present reality over theories and generalizations.



	
	Big Five personality test

	1) Openness to experience / intellect
2) Conscientiousness 
3) Extraversion
4) Agreeableness
5) Neuroticism
	
	1) High scorers tend to be original, creative, curious and complex.
2) High scorers tend to be reliable, well organized, self-disciplined, and careful.
3) High scorers tend to be sociable, friendly, fun-loving, and talkative.
4) High scorers tend to be good natured, sympathetic, forgiving, and courteous.
5) High scorers tend to be nervous, high strung, insecure, and worrying.
	1) 47 percentile
2) 94 percentile
3) 64 percentile
4) 69 percentile
5) 11 percentile
	1) I typically don’t seek out new experiences
2) I am well organized and I can be relied upon
3) I am relatively social and enjoy the company of others.
4) I tend to consider the feelings of others.
5) I remain calm, even in tense situations.



	
	Myers Briggs type indicator (1956)

	1) Extraverted
2) Sensing
3) Feeling
4) Judging
	
	1) Action oriented, outgoing, expressive, hands on.
2) Traditional, realistic, practical, detail oriented.
3) Empathetic, accepting, warm, values harmony.
4) Organized, systematic, achievement oriented, planner.


	1) 29 percent
2) 5 percent
3) 24 percent
4) 23 percent

ESFJ’s make up about 9 percent of the population.
	Indicates that I am extraverted and appreciate hands on tasks. ESFJ characteristics: 
· Outgoing
· Warm, supportive and caring
· Want to please others
· Practical, thorough, and consistent
· Organized and responsible
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