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Final Action Plan 

“If your actions inspire others to dream more, learn more, do more and become more, you 

are a leader,” is a quote attributed to John Quincy Adams over 150 years ago that is valid yet 

today. A leader can be found on all rungs of company hierarchy, not just at the top. The 

leadership motto of the sixth president of the United States is a concept that successful 

companies operating in today’s competitive markets are forced to recognize to survive. As I work 

toward becoming a sales manager, it is relevant to understand how my personality is suited for 

the requirements of such position. I will also consider my competencies and identify my areas for 

growth necessary to optimize my success in the role of a leader and manager in the 21st century.  

Opposed to a manager’s main role in traditional company hierarchy, including authority 

and delegation, the current state of the global market is adding to the responsibilities of 

management. In addition to competencies required to be successful, managers are also expected 

to exemplify good character and serve as a coach or mentor to employees instead of being solely 

a driving force for productivity. “Leader character is foundational to good leadership” (Gandz 

2018 p239).  Character is made up of virtues, values and personality traits influencing behavior. 

The moral qualities or disposition of a business decision-maker directly affect overall success of 

a company. Based on my professional experience, sales executives are more likely to put in extra 

hours to achieve a sales goal when they trust and respect their sales manager.  

 “Understanding your own personality better as well as the personalities of those you 

work with can make a significant difference in your performance and advancement” (Howard 

2010 p28). After taking the Narrative Big 5 Personality Assessment, awareness of my own 

character traits has increased. Also, I can identify the personality traits of others to create more 

cohesion within the workplace and my personal life. I actively seek change and enjoy generating 
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ideas, personality traits that serve me well in sales with constantly changing products and goals. I 

am a valuable contributor to brainstorming sessions at work when strategizing new ideas on 

approaching clients or accomplishing goals. By identifying individuals less open to change, I can 

provide training on new processes or affirm the benefits of applying efficiencies.  As an extravert 

I enjoy working with others which makes building relationships easier or more natural for me. 

Although I tend to be more extraverted, I am less inclined to be assertive or voice my opinion 

unless I feel very strongly about the topic. As a future manager, I will need to be aware of this 

personality trait and stretch out of my comfort zone to ensure that I am stating my opinion when 

appropriate and secure the desired outcome.  

Personality and competencies combine to shape the modern concept of leadership. 

Balance between character and competencies are critical to providing leadership in a managerial 

role. The term “character competence entanglement” reflects the binding between character and 

competence (Crossan 2017 p350).  A personality assessment builds self-awareness of behavior 

tendencies. Asking for feedback and performance reviews with my manager aid in identifying 

strengths and areas for development. Considering character and ability provide a whole picture to 

determine leadership success.  

Based on feedback from my managers, mentors and colleagues, my competency strengths 

include developing self, team building and future thinking. My belief in continuous learning 

attracted me to the Drake University master’s in leadership development program. Practicing 

mindfulness, I consciously consider my impact on others. In a position with authority over teams 

it is vital to exemplify the behaviors expected of employees. For example, a manager with 

excellent time management skills can serve as an inspiration to their team to manage their time 

efficiently.  A manager with poor time management can demotivate employees or make them less 
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inclined to trust that their manager is also being held accountable. Another competency strength I 

possess is thinking about the future. Future thinking involves anticipating trends and considering 

possibilities. Through my experience as a sales executive, I have developed the competency 

through research and diligence to present myself to clients as an expert or knowledge holder. 

Building teams is another one of my top strengths. I create synergy between others by creating an 

environment that promotes collaboration.  

Competencies vital for success as a sales manager that I plan to continue to focus on 

include strategic vision, effective communications and decision making.  Strategic vision or 

seeing problems with a holistic approach is competency that I will continue to develop. Within 

my current role, it is easy to get stuck in the day-to-day operations and tasks which are not 

exciting or providing joy. When I take a higher-level approach and remember the company’s 

overall mission the day-to-day work feels more meaningful. Strategic vision is vital for leaders to 

help employees “rise up”. The ability to see an exciting future state to work towards must be 

communicated to others. The concept of raising up or taking a balcony view will help me be the 

confident woman in my tactical tasks and strategic planning.  Imagine there are weights tied to 

your feet and balloons tied to your hands. As you are growing and gaining responsibility, cut the 

weights off and float up to 10,000 feet above. I plan to implement this exercise daily to start 

thinking at a higher level. 

Effective Communications is a skill that I will focus on developing throughout my career. 

The role of a sales manager includes communicating to a sales team and managing 

communications to the executive leadership within a company. I will be aware based on my 

personality that I tend to be less assertive in expressing my ideas. One of my main goals the past 

couple years has been to secure public speaking opportunities in order to gain experience sharing 
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ideas. It is my belief that a leader must be effective in communicating to a large audience. The 

use of appropriate technology is also a consideration when determining the best way to connect 

with others. For example, it may be appropriate to send an email instead of scheduling a meeting. 

My future thinking strength can help me with this part of developing an effective communication 

style by continuing to consider future technology as mediums for transferring information to 

employees and clients.  

Critical thinking and decision making are foundational competencies for sales managers 

and vital for leadership. Jeffrey Gandz and Gerard Seijts developed eleven dimensions of leader 

character that influence outcomes (2018). At the center of their framework is judgement 

involving critical thinking to provide context. I intend to focus on my ability to analyze problems 

and reach a solution in a timely matter by practicing the “pause”. When there is a decision to be 

made, I will visualize pressing a pause button to take the time necessary to seek information, 

analyze options, develop possible solutions to make decisions.  

To visualize the connection between personality traits and competencies, the human 

resource optimization model (HRO) is a tool used to strategically improve performance (Howard 

2010).  In Figure 1, I have created an Energy Table utilizing the MSLD Competency Model’s 

core competencies for leadership. Based on my personality assessment, I have rated myself on a 

1-10 scale. A score of 1 is very draining or out of my comfort zone and a 10 is very energizing.  

  



FINAL ACTION PLAN 6 

Figure 1. Energy Table 

Competency Scale 1-10 

 Adaptability  8 

Critical Thinking/ Decision Making 7 

Integrity & Ethics 9 

Developing Self 8 

Building Teams 9 

Developing Others 7 

Inspiring and Involving Others 7 

Intercultural/ Global Intelligence 6 

Innovation and Future Thinking 8 

Relationship Building 9 

Capitalizing on Conflict 5 

Leading Change 7 

Effective Communication 7 

Strategic Vision 7.5 

Decision Making 7 
 

 

  

 

In Figure 2, I have created a Performance Table utilizing the MSLD Competency  

Model based on feedback survey results from colleagues. I chose to request feedback from  

members of my company green team that I lead. The anonymous survey distributed to colleagues  

involved answering questions and rating my competencies on a scale from 1-5. I scaled   

results to fit the HRO by multiplying my average score fore each competency by two. I  
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include one decimal in each score due to the low variance in scores provided between 9-10. 

  

Figure 2. Performance Table 
 

Competency Scale 1-10 

 Adaptability 9.2 

Critical Thinking/ Decision Making 9.4 

Integrity and Ethics 10 

Developing Self 9 

Building Teams 9.8 

Developing Others 9.6 

Inspiring and Involving Others 9.8 

Intercultural/ Global Intelligence 9.8 

Innovation and Future Thinking 9.6 

Relationship Building 9.8 

Capitalizing on Conflict 9.4 

Leading Change 9.8 

Effective Communication 9.4 

Strategic Vision 9.6 

Decision Making 9.4 
 

 

  

 t 
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In Figure 3, I plotted the score from the energy table along the horizontal axis and the 

score from the performance table along the vertical axis.  

 

Figure 3. Human Resources Optimization Model 

 

 

 

 

 

 

 

 

 

Legend   

Competency Color 

Adaptability Pink 

Critical Thinking/ Decision Making Brown 

Integrity & Ethics Grey 

Developing Self Yellow 

Building Teams Red  

Developing Others Black 

Inspiring and Involving Others Lime Green 

Intercultural / Global Intelligence  Light Blue 

Innovation and Future Thinking Green 

Relationship Building Light Purple 

Capitalizing on Conflict Dark Red 

Effective Communication Blue 

Strategic Vision Purple 

Decision Making Orange 
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“Leaders have to provide ‘digital wisdom’ – clear, transparent and practical guidance to 

using new digital technologies – as well as role modeling and fostering high levels of openness, 

integrity and sincerity to preserve corporate reputation in a more transparent world.” (Hay 2011 

p11). The shift in the definition of a leader within business organizations is attributed to many 

variables including increasing globalization and decreasing environmental resources.  The former 

role of management involves mainly providing authority and exerting control over employees. In 

the past, competency was determined by success of meeting a measurable goal, with little value 

placed on feelings or emotions.  The manager’s role has evolved into a combination of not only 

fulfilling certain competencies but also values character. As I continue to develop my leadership 

abilities, I will remain aware of areas where I need to compensate or find a partner to help me 

improve. I will seek out a trusted colleague to help me identify when I may be more assertive. 

Areas where I can proceed with caution or find draining, I will find a way to avoid burn out. For 

example, in my current role making a high volume of daily prospecting phone calls, I take a five-

minute break from calls every 20 minutes. Competencies that I will continue to focus on that are 

vital to a promotion to sales manager are strategic vision, effective communications and decision 

making. Finally, I plan to capitalize on the competency that my fit my personality and my skill 

set such as developing self, building teams and future thinking.  
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