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        Written By: Sara Mason         Date: 22/11/2024

THE IT TRAINER

FIRST LINE LEADERSHIP PROGRAMME (FLLP)

As part of my role as a trainer, and to develop my Continuous Professional Development (CPD), I joined the workshops for the First Line Leadership Programme (FLLP). It is designed to promote effective leadership within the organisation and is aimed at Police Officers and staff who are, or aspiring to be, first line leaders. It is stemmed from the First-Line Leaders curriculum from the College of Policing; https://www.college.police.uk/career-learning/leadership/first-line-leaders 
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Description automatically generated]The sessions are primarily delivered by one of the Leadership trainers, Paul. When you walk into the classroom, you are immediately made to feel welcome, as he is highly knowledgeable, confident, and has a humorous personality. You can see that Paul is very passionate about the programme, which is reflected in his teaching.
The programme is made up of nine modules that are delivered over one or five days, they cover competence, coaching, cultural change, working as part of a team, communication, and improving performance.
There was an initial one-day Foundation Leadership Event workshop which focused on individual leadership styles and how it impacts others in the organisation. 
This was followed by a five-day course, the Core Leadership Module, which was aimed at enhancing skills and knowledge. Over the five days we discussed police leadership and team performance. The sessions also included reflection on inclusion and valuing differences as well as wellbeing and promoting motivation. As the week progressed, Paul discussed how to enhance performance by being a better coach and mentor. There were many discussions around the difference between management and leadership, and how anyone can be a leader. An example of the six styles of leadership by Daniel Goleman was given, and how you should try and use as many of these styles as possible; Commanding, Affiliative, Democratic, Coaching, Visionary and Pacesetting.  Further information can be found here; The Six Leadership Styles by Daniel Goleman - Leadership Ahoy! The quality of your working environment was featured, and how you need to focus on three factors to improve that environment; physical environment, supervisor support, and performance feedback. The group also filled in questionnaires to establish what your individual ‘drivers’ and ‘working styles’ are in relation to compulsive behaviours. My scores indicated that I put too much energy into certain behaviours, such as pleasing others, being strong, being perfect and trying hard, as they were far above average! 
The following sessions were one day inputs that you could choose to attend.
Difficult conversations covered barriers to having a conversation, and types of difficult people, such as an aggressor, a know it all, agreeable and indecisive. The session continued with the four modes of listening: combative, competitive, passive and active, before moving onto managing the conversation and what tools you can use. During this session I had to pair up with an Inspector and do a roleplay conversation about work ethic. I was quietly asked by Paul to get emotional to see how they would handle the situation, and I think my real tears and dramatic flair really gave him something to work with! 
Introduction to coaching examined effective questioning, such as open, mirroring and probing questions compared to the least effective being leading, closed and multiple choice. Coaching models such as the GROW model by Sir John Whitmore (The GROW model Coaching Framework | Culture at Work) was introduced to ensure that you are using a structured approach to help you stay in line on the topic you are coaching. We did an exercise in groups of three, one being the coach, one being coached, and the third being an observer who was to provide verbal feedback. This was a really beneficial exercise as you were expected to perform all three roles, and got an insight into what issues you may encounter, and topics you may coach a colleague in. 
Effective Presentations was delivered by another trainer, Jason. He talked about how to deliver and design presentations that captivate your audience, by getting you to think about what the purpose of your presentations message; is it to inform, to entertain, to persuade or to inspire? This led on to how to structure a presentation and what resources could be used. Here he also explained how the rule of three is important in order to keep your presentation simple and straight to the point by only having three main points on each PowerPoint slide, so not to overwhelm the audience. 
Ethical & Inclusive Leadership began with the meaning of inclusivity in the workplace, and the importance of ensuring that everyone feels valued and respected. This linked in with an overview of The Police (Conduct) Regulations 2020 (Standards of Professional Behaviour), the Code of Ethics, Competency Values Framework (CVF), and Leadership Standards, and how these all link into fairness, impartiality, inclusivity, leading by example and learning from mistakes and experiences. Two case studies were given, and discussions were had about how you would deal with ‘problem’ members of staff, and what support you could put in place. Other impacts such as neurodiversity, harassment and victimisation were reviewed before the session finished with the importance of being an ‘Upstander’ (not a ‘Bystander’) if you are faced with challenging inappropriate behaviour in the workplace.
Leading Wellbeing examined ‘Emotional Wellness’ where your mind, behaviour and body can be affected by everyday stresses such as work, family and health, and how managers can spot the signs of declining mental health in the workplace. The group deliberated on how to open up a conversation with someone facing an issue, such as; the best way to prepare for, and start, a conversation, actively listening and considering what terminology you use. Advice was given about dealing with stress and trauma that officers and staff may face during their daily duties and what coping strategies may assist them, before reviewing what internal and external resources may be utilised to provide initial and on-going support to all staff.
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Description automatically generated]Stakeholder was all about partnership working within the policing sector, and who you might collaborate with on a daily basis; such as Local Authorities, Housing Associations, Schools and the NHS. This session relied on a lot of group working using the SWOT analysis; where you had to think about the Strengths, Weaknesses, Opportunities and Threats you may encounter when dealing with partnership agencies. Many considerations were given around what internal and external factors influenced opportunities and professional relationships in order to get better ideas and decisions, as well as the benefits of information sharing and identifying risk factors. This led onto the final session, where another speaker joined us and appraised the benefits of Problem Orientated Policing (POP), and how analysing various models such as the OSARA and National Decision-Making model are crucial in solving problems out in the community. 
I have not been required to attend the First Line Leaders Management Module, as this is aimed at higher management. 
These sessions have been especially informative and has given me an improved   insight to being a line manager and leader. I would highly recommend this training, particularly for supervisors and trainers who oversee staff as part of their role, or over the duration of a course. It has helped me significantly in improving my teaching style, my attitude towards leadership,  and confidence. If I should go back to managing staff at some point in the future, I know that I have the tools and continuing support to assist my staff and hopefully make a positive impact on their learning and aspirations going forward. 
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