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Sustain-a-bull careers—how to maximise your management and 
leadership potential—a workshop 

Facilitator: Jan Dent 

Aims 

To enable participants to learn more about management and leadership and to commence career 
planning techniques to enable them to further realise their potential. 

Workshop report 

50 conference participants attended the workshop. 

Workshop outline 

Welcome/Introductions/Icebreaker exercise 

Interactive exercise 1 
Participants were asked to discuss with another participant behaviours and characteristics of their best 
versus worst boss/ manager they had had in any setting. 

This activity was designed to begin to focus thinking on appropriate and effective management behaviour 
as well as distinguish leadership from management as separate entities/skill sets. 

Findings 
Positive features/behaviours Negative features/behaviours 
Good Communication skills- good at listening, 
negotiating 

Poor communication 
Aggressive 

Regular feedback and support provided e.g. 
Performance Appraisals opportunities 

Poor role boundaries 
No direction provided 

Trusting and Respectful Not caring 
Encourages innovation Lack of opportunities provided 
Encourages partnerships Poor delegation 
Acted as a mentor when appropriate No positive reinforcement 
Visionary No vision OR all vision and no action 
Professional behaviour-emotionally stable, 
predictable 

Inconsistent behaviour 

Advocates for staff Overbearing 
Demonstrates strategies –long term planning No strategic planning 
 

Leadership and management—key discussion points 
 Leadership and Management skills are different  

Both sets of skills are necessary for effectiveness in management/senior roles. This was well 
demonstrated by one participant who reported his extreme frustration with his current manager who 
had many wonderful and visionary ideas (leadership skill) a warm and supportive manner (leadership 
skill) yet did not actually do anything i.e. no execution (management skill) 
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 Leadership and Management skills can be learned.  

Undergraduate health professional courses do not include modules on leadership or management. 
Being a senior, experienced health professional does not automatically bring high level management 
skills. 

Yet leadership skills can developed or improved e.g. Using good manners is a leadership trait. 
Running an effective meeting is another leadership skill that can be developed. 

 Leadership and Management skills are generic 

They are essential skills that transfer across all work settings 

 Leadership is what matters. 

Effective leadership is linked with improved workplace morale, improved retention of staff and better 
outcomes for clients. Conversely poor leadership is linked with high staff turnover, low morale, high 
levels of stress in staff, poor service delivery. 

A number of participants reported that they had left jobs due to toxic management , mainly because 
they had no power to influence a change in behaviour and the current environment had been 
affecting them adversely.  

Of concern is that some participants reported that they were currently considering resigning due to 
poor work environment related to poor or absent management/leadership. 

 Good leadership is a right, not a privilege. 

Effective leaders in health settings most important role is to support staff so that they can then 
provide safe, effective, efficient health care to clients. 

One way of providing this support is to provide regular feedback and support in a collaborative 
manner. One common management tool used to achieve this is a Performance Appraisal. An 
effective Performance Appraisal is used to give staff feedback on their performance according to their 
position description and will include opportunities to develop a learning and development plan, 
according to the professional learning needs of the staff member and the particular needs of the 
organisation. An effective schedule would be to offer one after 3 months following commencement for 
new staff and then at least every 12 months. 

NB. It was stressed that this is not the process to use if there are performance management issues. 
These need to be addressed as they arise and follow a separate process 

About 1/3rd of the participants reported that they had had a performance review/opportunity for formal 
feedback from their manager in the last 12 months. One manager reported that he had had 2 formal 
appraisals in 7 years. Others reported that they had not had any formal appraisal. 

 Leadership is about self awareness  

Statements by philosophers about the need for self-awareness for those in leadership positions go 
back thousands of years 

He that would govern others must first master himself. ( Philip Massinger, 1583-1640) 

Good leaders need to know themselves before they can effective lead/ manage others. Sadly 
research indicates that 1/3 rd leaders have a realistic understanding of themselves (Miller, 2006) 

There are a number of tools that can be used for people to develop their self –awareness. Two 
important areas for leadership development are Emotional Intelligence and Assertiveness. 
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Interactive exercise 2 
Participants were asked to rate themselves on two checklists- one to do with emotional Intelligence, the 
other one to do with assertive communication behaviours. This gave them an opportunity to experience 
some of the many useful tools available to assist with leadership development. 

Emotional intelligence ( Daniel Goleman, 1996) 

Defined and explored- How do you rate? 

Effective leaders need a high level of emotional intelligence. This means that they are personally and 
socially skilled . Key domains rated Include Personal Competencies- how well individuals manage their 
emotions; and Social Competencies- how well individuals manage relationships 

 

Negotiating skills- assertiveness scale (Miller et.al, 2006) 

Defined and explored- How do you rate? 

Effective leaders are assertive in their communication at every level. They are able to be forthright yet 
respectful in expressing demands, opinions ,feelings and attitudes. Aggressive people express their 
demands in an overly pushy, obnoxious and abrasive manner; passive people suppress their ideas, 
attitudes, feelings and thoughts. Aggressive or passive behaviour contributes significantly to dysfunctional 
workplaces. 

Key summary points 
 Everyone can be a Leader 

People either in a leadership role or looking to develop their leadership potential need to start by 
increasing their self knowledge. Once someone has an idea of their personal strengths and 
weaknesses they can identify areas for development. 

 Keep Learning about Leadership 

Leadership skills are worth developing at any stage in a career as effective leaders are a positive 
workplace influence, whether they are in a management role or not. Formal leadership and 
management training is a good investment. 

 Make your Leader earn their keep 

All people, clinicians and managers, need to ask more of their managers in terms of support. The 
benefits of regular contact, feedback, learning opportunities, mentoring, supervision, coaching etc 
mean people stay in the workplace, are more productive, contented, skilled and effective. 

 Take Control of your Own Career 

People need to manage their careers by taking regular time out to reflect on goals and aspirations. 
One helpful tool to assist this is guided visualisation. 

Personal exercise 1 
Participants were taken through a guided visualisation process to enable them to reflect on their current 
career situation and consider future options. The process involved moving forward 5 years into the future 
and considering what they wanted their life at that time to look like. At the conclusion of the visualisation 
they were encouraged to document their vision in pictures and or words  

MY VISION 

A guided visualisation-Writing it down 
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About Redgate Consulting 

Redgate Consulting provides leadership, career and business coaching services. We work with 
individuals and teams, from all sectors and generations, who are looking to develop their leadership 
potential, are committed to lifelong learning and who want to lead authentic lives which, of course includes 
having flourishing careers. 

Presenter 

Jan Dent has experience and qualifications in speech pathology, adult education and management. She 
is currently working in Lismore, NSW, as Area Child and Family Coordinator for the North Coast Area 
Health Service. Jan is an inaugural member of the NSW Health Institute of Rural Clinical Services and 
Teaching executive committee. She sought membership of this committee in 2004 to work towards 
improving outcomes for rural health professionals and rural health patients and communities. She is a 
member of Sarah’s is passionate about every rural clinician having access to good leadership/ 
management as well as being well supported to plan and enjoy their careers. 

 


