Task 1: Reflection & Personal Development
	
Focussing upon the last 12 months of your career, critically evaluate your own performance using principles of reflection (e.g., skills development, academic achievements, CPD and training). 

Analyse the importance of continuous personal and professional development in achieving organisation objectives and the use of reflective practice in personal and professional development. 
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Over the past 12 months I have undergone significant changes in my career, including taking over as the Community Safety Partnership Sergeant and BCU lead for the Vulnerability Change Project. I have obtained new accreditations including the Professional Licensing Practitioners Qualification and I have commenced my degree in Professional Investigation. Looking ahead at my own continued professional development (CPD) and career aspirations, I have started to develop myself both personally and professionally in preparation for future promotion.  
Lateral development into a new specialist role was the most noteworthy career change for me which I have continuously reflected on. Kolb’s learning cycle is my preferred method of reflective learning because of its versatility in application and focus on experiential learning. This method allows me to maximise my learning and understanding output, which in turn enhances my ongoing personal and professional development.
Referring exclusively to Kolb’s model my new role is the ‘Concrete Experience’ and the starting point for my reflective practice. Becoming the supervisor of a new team of officers in an unfamiliar area of the force was daunting. This was heightened by the tight timescale in which I was expected to take up the new role. As an experienced supervisor I identified the need for a thorough handover with my predecessor for me to identify early on any issues that required my attention. During the meeting, the core departmental processes which form my daily business were explained to me along with the geographical area. I also requested a detailed appraisal of the individual team members which included their personal traits and professional responsibilities.
I organised a meeting with my new team face-to-face ahead of my start date, this provided me with an opportunity to introduce myself whilst clearly communicating my expectations. During this meeting I emphasised the fact that I needed their support and expertise to guide and inform me and my decision making. Had I not followed this course of action I believe it would have made the transition process slower and I would not have felt sufficiently prepared to navigate this period of change. Richard Elsner, Bridget Farrands emphasises this point saying “If you really do not know which way is North, make this clear as transparently as you can. It usually pays off to state this publicly. Not knowing what to do, and acknowledging this, is a leadership act. People respect humility in a new leader.”  (Richard Elsner, 2012)
My ‘Reflective Observation’ overall is very positive, my approach meant I eased any preconceived ideas about my leadership and personality style. I sought feedback from my officers on multiple occasions as I want to understand what works well for them for me to maximise the productivity and morale of my team. 
As a leader I want an empowered team because I know this will repay itself in productivity, morale, and support to myself. “Empowered work teams are the means to meet today’s demands for innovation, quality, service, productivity, and satisfaction.  (Marty Cagan, 2020)
The ‘Abstract Conceptualising’ phase of this experience occurred when one officer communicated to me that she didn’t feel comfortable returning to the office environment following the relaxation of Covid restrictions and preferred lone working. My initial response to this was to assume that my leadership was being questioned and that an otherwise legitimate concern was somehow personal to me which resulted in an instructive and direct order which immediately prompted a negative response. Following initial reflection, I realised my response had been influenced by the information I had received in my handover from the previous supervisor. I was also battling my own insecurities around my ability to do this role which was totally alien to me. I arranged to meet her, where I explored what her concerns were and then after she was finished, I proposed what I could do to help. 
She disclosed she was Menopausal and has been struggling to concentrate in the busy office environment. I took the time to actively listen to her and offered my support based on her concerns. After further reflection I recognized my initial reaction had impacted her negatively, it was important I acknowledged this to her and apologised for how I had made her feel. This had a positive impact on our working relationship and enabled us to move away from this initial encounter. My reflection emphasised the importance of active listening and showing empathy towards my team and their individual circumstances. “Actively listening entails focusing on the other person, attempting to understand not just the words spoken but also the emotion behind them. It also entails responding appropriately and remembering what was said as well. It allows you to empower yourself to become more effective in your role, as a result.”  (7 Steps To Master Active Listening For Managers - Risely, 2022)
The key lesson for me is that I need to make a conscious effort to ask open questions and not assume that my authority is being challenged in future. This lived experience has made me reflect on my leadership style which as a result has made me more self-aware of how my behavior impacts those around me. 
I will refer to Driscoll’s model of reflective practise next when I was asked to undertake the role of interim Inspector whilst maintaining the duties of my substantive rank. The request came from my Chief Inspector who was aware of my promotion aspirations following my recent one-to-one. In preparation for this period of deputising, I was told to expect a detailed appraisal around daily process, a list of the various strategic meetings and working groups I would be expected to attend, in addition to the core functions I would be responsible for. Owing to significant operational demands I was not appraised or adequately prepared prior to my period of acting up commenced. 
The first challenge presented itself on the morning I commenced this role. I was informed that I would need to provide a detailed update to senior officers and partner agencies regarding a spate of violent disorder and knife crime in Bridgend Town Centre. This incident had sparked community tensions and had attracted the attention of local and national press outlets. My knowledge and involvement in the incidents had been limited, so I felt significant pressure to appraise myself, collate, review, and deliver an informative brief. 
I have a specific learning difficulty namely Dyslexia which affects my ability to process new information and from experience I know I need sufficient time in order to do this effectively. Due to the nature of this task and timescale I knew I was not able to deliver a detailed brief without assistance. In response to this I instigated a plan which included delegating responsibilities to my officers based on their expertise. I then explained the objectives for the brief, checked their understanding, and set a time frame for completion. 
The International Dyslexia Association (IDA) states “When in the company of others an individual who has dyslexia may place themselves at risk of making public mistakes and as a result this can heighten feelings of anxiety”  (International Dyslexia Association, 2020)
Having reflected on this experience it has reminded me to use the skills and proficiency of those around me and not to take everything on myself. I recognise it is inevitable I will face similar situations like this in the future owing to the nature of Policing. I am aware having reflected on this situation I quickly became stressed and projected this onto those around me which was counterproductive.
I have reflected on how I delegate tasks and how I communicate my needs to my senior management team. While I expect to get the most from my team, I also accept that I cannot control everything in micro detail and the pressure I put on myself is often my biggest downfall. 
The College of Policing defines Continuous Professional Development (CPD) in policing as: “CPD is ongoing; it enables the individual, in collaboration with their organisation, to maintain, develop and gain recognition for existing and new professional skills, knowledge and competence. We do this to ensure we continue to provide high quality policing to keep the public safe and help to drive career aspirations.”  (Policing, 2022)
I had very supportive managers throughout my career who reinforced the importance of my own CPD. From this experience I appreciate the role I play in driving CPD with my team whilst maintaining operational demands. I do this through a multitude of ways which include regular catch up’s, listening to their aspirations and where appropriate authorising courses and development opportunities. I recognise the importance of being an example to my team, so I keep focus of my own CPD and share this with my colleagues to act as a motivation for them to do the same. 
The College of Policing outlines five principals of CPD as:
1. It is a collective responsibility, with the individual, forces and the College of Policing working together to support the individual’s development.
2. It balances the needs and aspirations of the individual with the requirements of the organisation and the service as a whole.
3. It supports the individual to remain professionally competent in their role through a continuing process that recognises and builds upon existing competence.
4. It is recorded to show the effect that it is having on the individual’s professional practice.
5. It provides a benefit to the public through contributing towards improving the quality of service provided by policing.”  (Policing, 2022)
There are many advantages to CPD, and it is clear these far outweigh the disadvantages. CPD ensures academic and practical skills remain relevant whilst equipping people to adapt positively to change. The variability and intensity of police work today means without effective CPD police cannot be effective in their role. 
Disadvantages include financial implications and time away from the organisation to undertake courses. At a time when Austerity is at an all-time high and significant savings are sought it is understandable that employers cannot maintain the financial burden of CPD. The Vision of South Wales Police is “To be the best at understanding and responding to our communities” (Police, 2021) the absence of CPD would render police officers completely ineffective and over time this would erode the trust and confidence of the public. 
CPD and standards of professional behavior go hand in hand. Police officers must be accountable for maintaining and upholding these standards and challenging behavior that falls below what is acceptable. Many of the failings identified in reviews of the Metropolitan Police Service should act as a reminder to other police organisations to instill effective and strong leaders, provide relevant and regular training and stress the importance of accountability. “If the public don't have the confidence to trust the police to be fair, acting ethically and in their best interests, they are less likely to assist the police in upholding the law.” (Policing, 2022)
At an organisational level however, I recognise that sustaining engagement with CPD is especially challenging and complex. This is highlighted in the 2021/ 2022 HMICFRS PEEL inspection report when South Wales Police was graded “Adequate” at treating people fairly and with respect. “The force should improve how its recording of stop and search shows that there were reasonable grounds for doing so, in compliance with force policy and the Authorised Professional Practice.” (HMICFRS, August 2022)
The report identified a training requirement which was developed in line with the recommendations for improvements and subsequently rolled out force wide. In addition to these existing processes were amended and emphasise placed on supervisors to dip sample all Stop Search reports submitted by their officers to ensure sustained improvement. 
Reflective Practice is a deeply personal process and there isn’t a “one size fits all” model for every circumstance. There is a plethora of models that can be utilised when undertaking any kind of reflective either during or post event which vary in complexity enabling deeper evaluation and reflection of the incident or lived experience. Some examples include:
1) Gibbs reflective cycle (1988)
2) Schön model (1991)
3) Atkins & Murphy model (1993) 
4) Mezirow model (1981)
5) Rolf et al’s framework for reflexive learning (2001) 

No matter your profession, CPD and reflective practice are key components that if applied correctly can create a sense of empowerment and eagerness to continuously grow in knowledge and experience. Reflective Practice is more imperative than ever because it strengthens an individual’s resilience and ability to respond to challenges. 
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