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[image: ]
Steven Thompson started transcription
[image: ]
Steven Thompson   0:09
Hey, Brent, let's see. Hi, elisa.
[image: ]
Lisa Jones (2417686)   0:15
Then sorry I'm late, so rushed to get home from work.
[image: ]
Steven Thompson   0:18
No, I don't know. Just come up. I know what it's like. Literally got home, had a cup by myself and kissed the wife goodbye, 'cause. She goes off to work. So.
Just waiting on a couple others. I do have one apology so far so.
From.
And release.
Do you know about her?
Yeah.
Yeah.
Hoefully.
My teams plays a little better with me today, so I did what it asked me to do last week and then we learned a couple things. It with privacy is it. I probably needed to restart my whole teams, but Oh well if not.
We'll work it as long as everything works out tonight I'm happy.
We'll just give just a couple minutes 'cause we are missing quite a few.
[image: ]
Skelton, Mark 1447   1:48
Just to make me ask you if I'm on, I'm on nights tonight, so I might need to dip out at some point. If I get a shout or a phone call or something.
[image: ]
Steven Thompson   1:57
Is that you, mark? OK, yeah, no problem. I'm. I'm. I'm accustomed to that. It's not a not an issue.
[image: ]
Skelton, Mark 1447   1:58
Yeah.
[image: ]
Steven Thompson   2:08
And I was like Daniel, you're working as well.
[image: ]
Lee, Daniel 2294   2:14
You're not tonight. No, thankfully.
[image: ]
Steven Thompson   2:15
OK.
So out of curiosity, because as I said, we'll get into some breakout sessions after the break today. How many people do you guys supervise or lead on a daily basis, I guess?
You can see Owen getting his fingers out and counting. So.
[image: ]
Skelton, Mark 1447   2:55
I've got a team and I've got two teams in major crime, so I've got what, 4 sergeants and should be 16 DCS, I think. Yeah, that's yeah.
[image: ]
Steven Thompson   3:04
So about 2020 plus.
Yeah. Good.
Where else?
[image: ]
Owen Stafford (2327196)   3:14
It for me it can range because it depends whether my boss is in, so if he's in, I've just got one area which is.
[image: ]
Lee, Daniel 2294   3:14
Yeah, my team, I've got sick.
[image: ]
Owen Stafford (2327196)   3:24
About 150, I think something like that, but if he's not in, it's 326. I think at the moment.
[image: ]
Steven Thompson   3:32
Quite challenging, especially when you say out and about in different areas. That always makes it a bit more challenge as well, good.
[image: ]
Owen Stafford (2327196)   3:39
Yeah, remoteness, yeah, definitely because it breeds its own cultures.
[image: ]
Steven Thompson   3:40
Ha ha.
Yeah, and standards and and conduct, yes, yeah.
[image: ]
Owen Stafford (2327196)   3:46
Yeah, yeah.
[image: ]
Steven Thompson   3:50
Andy.
[image: ]
Andy Kermack [7163]   3:51
150 very much like oh, and I've got 4 counties to cover, plus some specialist teams.
[image: ]
Steven Thompson   4:00
Yeah, quite a bit, Lisa.
[image: ]
Lisa Jones (2417686)   4:04
I'm just trying to work it out, I've got, but I'd say about 50 now, but I had about 200 in my last role and I think I alluded to it last meeting I miss. I'm missing the people. I'm missing the people, if I'm honest. Yeah, but more strategic. Now is they're trying to influence the rest of the four. So I don't have a huge amount to do with day-to-day.
[image: ]
Steven Thompson   4:16
Right, yeah.
[image: ]
Lisa Jones (2417686)   4:24
So yeah, it's bizarre.
[image: ]
Steven Thompson   4:24
Yeah. Yeah, it is it. That's a huge change, let alone just when you first become a supervisor, you know, and leading folks and then now so Katie.
[image: ]
Katie Hoskins   4:39
I'm hoping you can hear me tonight.
[image: ]
Steven Thompson   4:40
I gotcha loud and clear.
[image: ]
Katie Hoskins   4:44
So I'm in a bit of a strange role, so I'm the lead for health, safety and well-being for the force. So I manage four different departments, so each has a lead and then underneath them probably about 20 so probably.
Including the supervisor, probably.
25 S not, but quite a different managing police staff rather than police officers at the minute.
[image: ]
Steven Thompson   5:07
Yeah, but I mean, obviously, listen everybody, you got sergeants and or supervisors under you as well, so breaks up some of that workload for you. That's good.
[image: ]
Katie Hoskins   5:18
Definitely.
[image: ]
Steven Thompson   5:19
Daniel.
[image: ]
Lee, Daniel 2294   5:25
Yeah, probably about 38 officers and staff 5050% split six sergeants and two DIS, so sort of about 45.
[image: ]
Steven Thompson   5:34
Yeah. Still still good. Good chunk in Kendra.
Oops, there you go.
[image: ]
Kendra Wedgwood (2406211)   5:44
Sorry I couldn't get off mute. Yeah, I'm the same as Dan, officers and staff, but due to where I work, my staff require a lot of additional help.
[image: ]
Steven Thompson   5:46
That's right.
OK.
[image: ]
Kendra Wedgwood (2406211)   6:00
So I manage a lot of support plans, OK, health restrictions, adjusted duties. It's very staff needs orientated.
[image: ]
Steven Thompson   6:06
Yeah.
Yeah.
So hopefully yeah. When I found leading staff once you got them kind of up to speed where they should be and where they're operating, you know, they could be quite self-sufficient and supportive of you then. And then unfortunately operational roles where you got several 100.
It's again communicating that message and and how you, you know, manage and and expectations and and lead them from there so.
Yeah, I don't mind. I missed some aspects of it. Like Lisa was saying, the operational you know, is good where you got several 100, whereas today it's like 40 students.
That I got all in one spot, all 16 to 18 year olds. And then I had the army and doing some team building and then the army's like this is some of the best groups we've had that we've ever come to in schools. And I said well, I set expectations day one and I've had the 46 of them.
Since.
Yeah, no problem. Kendra, you know, it's just how we manage those things. And that's what I set up right off the bat. So. And for me, it's new faces all the time. And then.
You throw in today after that activities. I had to take that 36 and do progress reviews kind of like a a mini appraisal type of thing one to ones with them. So I I took 12 today, took a third and I said to the rest I'll do next week.
And in fair play, I got good relationships with parents because mom called me and said, Steve, my daughter left college early today. Is that right? And I said, yeah, I said she didn't have to be in today. This is what's going on. And I got 36 to do and I didn't want him sitting around.
You know, so I did let them go. So I said she'll be in next week. She'll either be in the morning or the afternoon. So. And so it's, you know, good things. So I'm going to go ahead and make a start.
Any any pressing issues of anything at the moment?
OK. So yeah, yeah, fully, fully back up and running since last time. And like you said, it's been just over a year since I taught this unit this last I.
So it took me a bit to mark your registers and everybody was really wanting to make sure I marked your guys's registers so and they said, oh, Steve, they didn't. They weren't on the 30th. Is that correct? And I'm not used to fixing my timetables. So I'm kind of liking this freedom of uni.
A bit more than a college aspect of it, so I don't have to go through so many, so many people, so it's quite nice and I started a nice class on last Friday, met five young men that are doing Fire and Rescue leadership.
New university course and I'm the kind of guy that when I walk in the room and they're talking, I kind of listen for a bit before I introduce myself. And they were grumbling. I hate this course. I can't believe it's like this, blah, blah, blah. And I'm walking in and having to teach law and politics. So it was a good day of government and.
What the government is and how it operates and and then of course, he had to have American do that as well. But when they left at the end of the day on Friday, like it's been our best class so far, we really learned a lot. So I'm like there we go. That's a good good first day so and and now I don't see him for four weeks because they're.
Off for fire training so so take that as good positive things and and how we share and work with others no matter what kind of age they are. So let's see if I can. We're going to continue on. So the game plan today is.
First kind of session here, finish up.
Some of the leadership styles and then and again keep relating them to how you're going to have to reflect the back on it and that's kind of why I asked how many people you guys are leading now to get a better idea of the challenges and everything everybody said I've.
I've experienced that you know from the couple 100 to, you know, just a small staff and having to to, you know, get them doing the things in the right direction for the better good of the organisation. At the end of the day. And that's what we should be about.
Let alone take taking care of him. And that's kind of the.
The styles we'll be getting in today is how can we take care of them and and keep them doing the jobs that we need them to do. So let's see here. Got a hit?
Share where is it?
All right.
There is, sure.
Is it there?
Yes.
Yes. Can you see my slide, somebody?
[image: ]
Lisa Jones (2417686)   11:55
Yep, slides up.
[image: ]
Steven Thompson   11:56
Ah, Bryant. That's a good sign. And in the right format. Now I just gotta get it to go view.
Yeah.
Sideshow. Sorry and play from current slide. Yes. So and you guys are off to the side there. It's a great which means I can those that had questions about Moodle. I can take a few moments tonight.
To show you around Moodle as well. So it's the view I was hoping to have. All right. So again, looking at these contrasting leadership styles, so as I mentioned previously and hopefully you know, I know some of you were eager to have a look see at the assignment.
A brief all that's been updated out there and the fact that you know when we're looking at styles, what I'd be looking for in that reflective paper is is whatever situation or situations that you're going to write about, are you relating to.
This style that happened during that incident or positive event or whatever it is you're writing about and, you know, making a determination, was it the right style? Was it the best at the time?
Have you learnt a lesson learned from it that you would have done something yourself differently or they should have done something differently and that's kind of how I'm looking at in regards to styles, so it may only come up.
Kind of quickly may come back into your reflection that say, hey, this is what I've done instead in the future. This is how it worked out for me. OK, so that's what styles are going to be about. So tonight is our laissez faire leadership.
And you want to have a go. What this style would be about?
[image: ]
Lisa Jones (2417686)   13:57
Just leave them to it. Hands off.
[image: ]
Steven Thompson   13:59
Even yeah, it's exactly. It is just that right and or what we call a hands off approach. So to be honest, you folks in, in your roles, especially if you're at a strategic level or operational, you got people all over the counties and such.
You know, if they're working, you are incensed putting out there, that's a fair leadership, OK, because you expect them to go out there and what what's going on, right? It's kind of a A laid back style.
OK. Umm in regards to umm.
Umm.
You know how we're leading? I'm throwing in, you know, some referencing Mullins themselves.
You know about how the where the workers have all the power they make the decisions and in policing, that's what they do quite a bit. You know, you're trusting them to go out there to go to the shouts when when they're called and directed to and handling that situation, their best of their their abilities until they need either more assistance or or different leadership to come in.
And to help him out so.
There we go. So some good advantages to this? It builds a lot of good trust with our employees. You get the option to delegate and I think we all kind of like that power, the feeling of being empowered that I get to own this, this is me, this is now.
You know that it that chance for me to excel and improve you, you know that I'm capable of the job. All right, however.
At the times, you know, because they're out there, we if we don't give a little bit of oversight to them, there could be the disadvantage of goals not being achieved. Roles and responsibilities may not be clearly defined or enforced, and sometimes.
You know, this could be used to cover for for ineffective leaders as I like to say basically saying, hey, those leaders out there said I let them go to it. They were supposed to go do it and handle it themselves and.
You know, that's what I thought happened, and we've probably evolved seen that. I don't like. I don't. I wouldn't think any of you are doing things like that. But you've probably seen it in the past where leaders like I didn't tell him to go do that. But you know, they were out there doing the job.
So what I like to caveat is you know that we got to make sure Members are fully trained and fully qualified and that's what I like about the the policing programmes in general is you don't send them typically out there on their own until you know they meet a certain criteria certain time.
You know, so they're they're learning it all. All right, so we're making sure they're out there and this helps us have that effective style. But I kind of think all and kind of alluded to that, you know, sometimes you get 300 people out there all over the place.
You know you you've you've got to let him go out and do the job, but make sure that they're doing it right, not doing things silly, you know. And it's difficult when you got remote and.
You know, so we got to, we got to make sure that trust in that relationship. So a lot of times we start off with other styles and then when we have to just get the job done, just let them go do it. So that's laissez faire.
So transactional, so this is.
One of the first kind of combined type leadership styles, so a little bit of grammar when I see, you know, trans at the beginning of a word, it's, you know, we're looking for a change of some things. So of course action is we're looking to change some actions.
Of a team.
OK. So but we're going to focus on changing actions and a leader in this kind of role of style is looking at results. All right? I think knowing that some of you in that strategic operational might consider, you know, operated occasionally at a transaction.
Type leadership style where you know we're focusing on staff, managing staff. You're working within the organisation to meet the organisation requirements, any goals, any objectives as we put them out.
To make sure that you know the team is getting where we want to go. OK, so we we're focused on results. I'm sure you know in policing we there are certain target points, certain indicators to say how well we're performing, how well we're achieving.
Things I I have not ever been not in an organisation that has some sort of looking at our output. What we're doing, you know, you know, gives us in transactional we set boundaries. What you can can't do.
Um and how are you going to get there and what you are expected to achieve?
We're definitely looking at performance. OK, you're being judged on everything in our results. I think if I remember correctly, a lot of you are into the investigative roles. So I'm sure you have results in in you know you're getting asked where we at with this. How's this progressing? How's this investigation going?
You're working within funding boundaries and then again, are we solving cases versus non solving cases? Are we getting to the courts on time and things of that nature so.
Umm.
You know, there are that type of stuff that we're you're being looked at or you're having to keep an eye on to see the effectiveness and the efficiency and that's what some leaders focus on that, OK.
So we're looking at rewards, you know hopefully to increase that effort leader in this kind of style would do that this kind of style is kind of known as that carrot and stick where you know we're dangling that carrot out there in front of you to increase effort to increase performance.
To what did you meet those goals and objectives that we set out for you? But then that stick. What's the punishment for not doing it? And what I find is a lot of people that are.
Willing to follow underneath this or wanting to be. Stay away from any possible punishments or loss of jobs. So we we really motivated to do it some good things is you know you meet strict deadlines.
You might have to work within. You can work within constrained resources all right to try to get things done, and it can keep group dynamics going OK, so whoops, sorry.
All right, disadvantages of sticking in this is we've probably run across managers or leaders in the organisation that are that you know that higher levels and they're setting things like this too high.
Is the boundaries aren't achievable, aren't realistic, right? And so no matter what you do, you just can't hit that target, so hopefully.
If you have a boss or you're that boss that that says that your team can come back and and you guys can renegotiate boundaries, OK, and work with what you got. Sometimes I've had boundaries set so high on me.
That I've come back to the Boston and say I'm I can't achieve that this year, set it a little lower. Let me build upon it and then get there. Maybe it takes a little longer than what it anticipates. Not always do we have that opportunity but.
It's again that dialogue to see can we can we reach there again when it comes to punishments for not achieving it, some drawbacks can be the fact that we're working under fear. We're working on two.
Intense pressures or is it just idle threats? You just keep threatening me, but nothing's happening, so I can just carry on status quo and not change anything and you're just going to keep threatening me anyway. But I'm doing the best I possibly can. So then this leadership style, really.
Loses focus, then. OK again, it can be quite good because we're using some different of the other styles, such as. Maybe I brief you on this is the task to see objectives that we're working on, so I might be a bit authentarian in the beginning.
And then.
I might get your inputs on the process of how we're going to go about doing that, so it might switch to democratic and then at some point I kind of let you just go and go do it and then I'm spot checking you and then might have to say, OK, this isn't quite right. What what are some thoughts?
To democratic go back to authoritarian say no. This is how I want it done and be more specific in something so transactional allows us to use a lot of the other ones, but it's if it's too focused on results then the team.
May not be at the most optimal level with what's going on. OK, so. So then we look at transformational again, we're transforming. So we're making a change to something.
And here we want to change the individuals themselves. OK, that's what we want to focus on. And so this now this leadership style says we we got to get in there a little bit more with them and see what's going on. So it's focusing on changing the person.
It might just be one person. It could be a group of people, but if you can change one mindset sometimes and the others are watching as you help them grow and develop, then they're changing as well. Then hopefully the whole team gets on board with what you're.
Looking at OK, it it deals more with empowering and motivating. OK, being positive and optimistic.
You know, they should always understand if you have a good relationship with your team that you can't always say yes, you can't always grant every wish, but a good bit of communication. I understand what you're going through. You build that loyalty, your trust.
And then hopefully more productive, right? This is a very inspirational type of leadership and you're there to enthuse them. You do that through clear vision and value set from just chatting to everybody you know online here you also.
Seem like you know folks that definitely would lead others by example and you want to be part of what they're doing. You do your best to inspire. It's probably one of my.
Weaknesses. I'm never that high energy motivating inspirational type leader, but I try, you know, and I try to get them to, you know, achieve more than what they think they can themselves so.
Good advantages you're hands on. You're building expectations, so you're you're no longer just directing towards them. You're being part of the process with them. You're inspiring again, motivating if the staff.
Feel part of what's going on. Happy with what they're doing then.
You know, they'll work together, builds that team. OK. And we always like our team to have a good strong relationship where they're taking care of each other in a positive way. You know, I see now with one of the group of young students I have today, they've build natural natural.
Bonds is is like anybody when they socialise together and unfortunately one student today was quite unwell and they kept coming over, checking up on her and at some point I said hey guys, we got it. We're here with her now and and now we're protecting her dignity as she, you know, was going through a little medical crisis today.
And you know, we owed that to her. And I explained it to him later on. Thank you for taking care of your your classmate. That's really, really good on you. But however we had her and we needed to give her that bit of dignity and respect because, yeah, did go a little little worse than we anticipated.
It happening versus you know what we were seeing initially in here and initially but we were prepared for it and we protected her as well. So and then the team's happy with it. And again I gave that communication back to what was going on. So disadvantages really.
It can be quite time consuming. You know, you got to get out there with them a bit more. You know, this type of transformational leadership, you know, likes to have you there with them, not necessarily.
Ever. Would I say doing the work for them, but it's just kind of out there and what you're doing if you're coming in, you know, half hour before the start of shift and you're leaving half hour to an hour after the end of shift, you know they're going to see that commitment. But if you're wearing yourself down.
And not taking care of yourself as well. Then they'll see that as as well in you. So you know as much as taking care of you helps take care of them. So it's probably the only time you're going to see me.
Click a video, so I'm hoping it comes up.
Has my YouTube come up?
Does it come up for everybody?
[image: ]
Lisa Jones (2417686)   29:14
No.
[image: ]
Katie Hoskins   29:14
No.
[image: ]
Steven Thompson   29:15
OK, hold on. I think I know.
If I go stop the slide share.
Who's that? Click my window.
Yeah.
How about now?
I think I saw Lisa nod her head. Yeah, there we go. All right, it's a couple minutes. But you know, it's a sporting event, but hopefully you see the transformation going on there. And then we can chat about it.
[image: ]
Lisa Jones (2417686)   29:35
Yep.
[image: ]
Katie Hoskins   29:36
Yeah.
I can't say it, Steve, unfortunately.
[image: ]
Kendra Wedgwood (2406211)   30:13
No, no, can I?
[image: ]
Steven Thompson   30:13
Who's that Katie?
So, Coach, how strong a question is she how strong we are?
[image: ]
Katie Hoskins   30:16
I can see it just says.
Just says Click to exit screen.
[image: ]
Steven Thompson   30:21
Already written Friday night down as a lost Brock. Anybody else?
Pause.
[image: ]
Lisa Jones (2417686)   30:28
It did show a little bit and then it's gone to a funny screen.
[image: ]
Andy Kermack [7163]   30:29
Me too.
[image: ]
Lee, Daniel 2294   30:32
Yeah, I can't see it either.
[image: ]
Steven Thompson   30:33
OK, alright, hold on. Thanks.
How about on that page?
Katie.
[image: ]
Katie Hoskins   30:44
Yeah, it just says it's 43 seconds into it, that's all.
[image: ]
Steven Thompson   30:48
That's all you see, huh? OK, well, then, that's easy enough.
It's not what I wanted.
Is stop sharing that window there? You got me back now. Right. All right, don't sweat. Have a look. See at it in the slides. It just it does say click for the video link. But what it does show is that that football code, American football coach.
You know the team player, one team member starts saying, hey, we're not going to beat the other team at all and quite negative about, you know, the chances of winning. So he, he says, you really think that so then he motivates them to do that death crawl with a kid on his.
Back and it says I want you to go to the 2030 yard line and umm.
He makes him go across the entire pitch. The kid does it just he just motivates him shouting and encourage him that he can do it. So the kid goes all the way across the pitch, but along the way you can see the other team members start standing up watching other coaches.
Watching what he does and surprised that the kid was able to achieve getting across the entire field like that and then the coach comes back to him and says, hey, you're the captain of this team, people look to you and respect you.
If you are negative, they're going to be negative and that's why you're trying to transform the one individual, all the while, the other time transforming the other one. So if you get a few moments, just go in there, click it. I have no clue why.
It didn't work, but it I don't sweat that so, but thank you for letting me know and oops has my slides come back up then.
[image: ]
Katie Hoskins   32:53
Yeah.
[image: ]
Steven Thompson   32:54
Brilliant. So a couple years back, I'll meet servant leadership style was new to me, so I've done some research and where I found it was from the College of Policing.
It's one of the styles that they're striving to put into police officers, so hopefully it's not a new one for you, OK?
Certo and certo, you know, said that this style is putting their own once needs secondary to those of the worker. OK, what I found and since I've been teaching servant leadership is.
It's not necessarily.
Putting me aside, it's the fact that I'm here to help you get from A-Z, so to speak. So you're looking at everything from, you know, when you come in, I'm listening to you. What you like, what you don't like. We might have that little 1:00 to 1:00.
Conversation. But where do you want to go in on your career? So it's more kind of helping them focus on their careers and making smart decisions along the way. So maybe they have a goal to be a detective or.
Or wherever you know group, so you're starting to mouth as a as the PC and what are they going to do need to do to get there? What's going to make them be better? So you're you're kind of bit more active into their.
Upbringing throughout the organisation, while still you know.
Focusing on doing the job and making things good for him, OK?
Again, it's the whole can be a whole team concept, right? It's just not one person, which means we kind of got to sit there and say if you point them off into another direction to get some more education, get some more training, get some ask questions.
We as leaders got to embrace that as well. OK, it's about the whole person that we're trying to make better. And when they have issues, I'm sure we've all have had challenges in our life.
Where things was a bad day, just bad environment in general. There's some other things going on at home in our lives with family, you know, we've got really sympathetic and empathetic to that when they have them and to help them negotiate through those times, I know.
Icing some get quite stuck. You know that they say lots of family member and you know they were quite close to and, but then now they're not performing. So I think old school days we would shout, get out of it and you need to get to work.
Now we're saying we want you to get to work, but what can I do to help you through the approach? You know, we're trying to develop them a bit more and give them those tools, so hopefully.
They turn out stronger down the line, so there is criticisms about it, you know, but I like to think that anytime we're we're helping people to get better, where they don't want and progress within their careers is definitely a much better.
Aspect of it. I probably did this style not knowing it. I've always, as I said earlier, I showed my BIOS out there on Moodle and everything for you to take a look, see. And I'm not all about awards that in fact I hated half of.
Them I think I had to write my own awards package. 'cause somebody told me to.
But what I did do is I took and focus on the young people that were working for me and so developing them and seeing their accomplishments, what they get was much better reward for me personally knowing that I helped them get to somewhere where they're at.
In that aspect, I had one young man that he worked for me. I was I had a a A staffer that, you know, took care of emails. My any packages that come in and things like that. He he sorted out for me and I was asked.
That one of the generals wanted me to make sure this one young man up on the on patrol got put in for an opportunity to become an officer. And they said OK, I said yes to it.
But I said, to be honest, I said the young man that works for me, he's better candidate. So I said I would do both. I will help both. I will write both up. But I do think my that works for me is better. And so I put them up.
Did exact same effort for both and the young man that worked for me got selected by the general to go forward and then eventually did get picked to go to our Air Force Military Academy to become an officer to become a pilot.
As well that he never hoped and planned to do, and to this day I keep keeps tabs on him. He's a captain now. He's doing well and he never would have had that if I didn't put my own.
You know needs, you know behind and help him. And it literally I had one day to do both those packages and I put every devoted every effort into that. And now knowing he's doing well as an officer and this is a poor kid from the South side of Chicago. The rough side of town.
And now he's out there leading, so hopefully he continues that on in that aspect. So that's probably my best example of how I even though I didn't know it was servant leadership at the time and helping develop in one person along the way.
So other styles you might heard of and seeing I don't need to put a lot of slides and emphasis into it. I think participative is quite explanatory. You're really participated in with the team.
Works well if you get a small team you're all working on in a similar project together, so it's easier for you, the leader, to be in there. We've probably come across people, people oriented leaders, they're quite well spoken. They can remember people's names no matter how you know, years down the line. Oh yeah.
I remember you, Steve. How are things? I don't have that trade. I forget often because I've met. Come across so many people. But I do try to relate and understand to them not much for a task oriented leader.
I think we we've probably seen somebody like that in our careers where they just focus on a bunch of task or a single task and then ready to move you on to the next task and and the next one and the next one. So we I think we can see some drawbacks.
On that in terms of, Oh my goodness, I can't get ahead and probably getting a little credit for the work that you've done thus far. Definitely all of you have some sort of situational leadership. What's going on each situation either where you're responding to or what you've seen.
When you first get into work and deal with the the people that are there in front of you, you know does call for different types of style along the way. So you're ducking and diving in and out of them based off of what the situation, what you've been asked to do, what's in front of you, what's.
What's required of you to do so? You're you're quite OK. This is how I am daily, but all of a sudden the situation changes, so I'm switching to that. And so you're kind of always reactive.
Versus always forward thinking with a situational leadership style. OK, it's good, but I think we want our leaders to be a little proactive as well. OK, there's also things called dispersed or distributed leadership.
Somewhat new. It's likely due to the dispersed or spread nature of of leadership, because leadership has all kinds of various different categories, levels of where we're operating and it really kind of depends.
On what I'm trying to accomplish. OK, I'm trying to remember and so and there's many many other styles out there. If you're looking at so. Umm.
So when it comes to your reflective paper, you know I am looking at can you pick out in your situation either your style, that's what you're the situation you're you're looking at. Was it effective? Can you relate it to some sort of theory is theorist style.
We've discussed if it wasn't effective, what could we been done differently? What would may have been better in this situation? Was it your own personal learned or, you know, was this an interaction with somebody else that you saw?
When I read reflective papers, I've had stories from personal events which a student's done or what a boss or co-workers done in a particular situation, and you're writing about that because you know it had a certain.
Meaning certain environment that it LED for you, OK.
So does one leadership style fit all? I don't know why it's there twice.
Any thoughts?
[image: ]
Katie Hoskins   43:22
No, I don't think so. I think it's got to be a bit of everything because every situation Team Group task is is all different and you've got to be able to switch between many I would say.
[image: ]
Steven Thompson   43:35
Yeah, I know. Yeah, definitely. And it's about.
Have you learned enough overtime and experience to pick out the right one at the right time? I think when I was younger I was never really much. When I first started leading an authoritarian, it was kind of a.
People oriented, I think I tried to be first because I didn't like to be quite direct with the people working for me. And then I got in an environment where I was training and so then I got quite direct and then.
Come out of that, it's like, but where do I go again? So yeah, we got to adjust. And just like now, you know, how how do we come across? How are we fitting it in? So. And that's what we want. We don't. I don't sit there and say OK today I'm the I'm going to be an autocratic leader it's just.
It just comes to a point in our lives and our careers where it's natural and we have a lot of influences ourselves. It could be family, it could be our own personal lives, not feeling well, you know, I know. Owen says he's he's not well, but.
I knew I always had to watch if I was all bunged up in a cold and trying to work, and I'm like, I'm not mad, I'm not angry. I just sounded because of this cold. I'm really trying to be, you know, non directive in my approach so.
Umm.
Great. So that's all the styles out there. So the next couple slides are just some things as we said that could affect us, right? Oops. Right. I think group size.
If you got everybody in one place, one time, as I said today a couple times I had to be like Oi, knock it off and then I'm out of that authentarian and and get into some sort of transactional transformational style with a group of students.
What's the ability and the experience, you know, if they're fully trained, fully qualified, and I need them to just go out and work, the road can be quite laissez faire. If they don't have it, then I might be authoritarian and just be directed and telling them what to do.
What's the context of the situation? Do I have time to discuss it? Is it something that we should be discussing, or do I need a bit of motivation in helping them? Resources and time constraints always.
Huge factor of what we can and can't do and and dictating what our leadership is going to be. Especially time constraints. I need this done now, so I'm probably kind of limited to either transactional authentarian or just a little bit.
Might have enough time to do transformational what your previous knowledge is always good. You know, are you fully aware or what's their knowledge, especially if you got a brand new team?
So you might come into that team and you're the one they've been working well themselves for a while, and you're the one that hasn't caught up to them yet. You don't know them well enough. You, you know, so you got to do one kind of style to get set that first tone.
And then as you get to know them, they get to know you, you can pull back to a different one. What's the environment and so forth okay. And again, risk will always kind of dictate. And again in our jobs.
You know there are inherited risk and so sometimes you might have to resort to authentarian to keep anybody from getting hurt. There's no time for discussions. We can do that after as an after action.
You know, and a follow up in that aspect, but sometimes you know got to make sure you're safe and you got to make those hard decisions and calls that some of you are definitely in the position that you would have to do. So that definitely effects that style that you would choose.
And so again, things to look back when you're reflecting back on your, on your cases that you're going to be looking at. So you picked a style. Here's something that you can back it up with to say I think that style.
I used or was. I saw being used was done because of some of these factors. However you know it was good because of this or hey, it may not have been the best because of this. So that's what putting this light out there can help you with.
OK, so I think this needs really little explanation. The benefits of having an effective leaders says a lot many, many organisations.
Stress having the, you know, educating people to be good leaders. What I personally don't like is we talk too much about it and saying this is what it is. This is what it looks like. This is how you do it, you folks.
That's OK, because you've been leaders for a while. You're now on a master's programme. We can we can just enhance that going forward hopefully. But new young leaders, right, instead of just always teaching it, I would love to have them in.
Role play situations where OK how would you really handle this? Where they get more out of it instead of just teaching it because there's such good benefits of having really effective leaders out there. And if we don't do a good job bringing them up in their training in their.
Expectations. You know, we get into the next slide where we have ineffective leaders and what that could cost. All right. So the cost of ineffective leaders.
Umm.
And I think we've all seen some instances of ineffective leaders where, you know, people don't want to work in a particular department, they find it better just to quit and move on.
You know, hopefully we're never in a situation where lives may be lost. Unfortunately, in the military, you know, I was always quite cautious of that one that I wasn't an ineffective leader, but if I was going into hostile situations.
Who was leading me and how well they were leading me. I have had conversations with people saying, listen, you need to pull your head out. You need to rethink how you're, you know, working with us.
Because this isn't going to be a good situation, there's a good possibility somebody could get hurt or killed. Doesn't always pan out because they get too stuck. So you got to kind of renegotiate those.
Umm.
Off the side leaders, those informal leaders, that's what I'm looking for, right? That develop just as part of a team and you and I have probably been those before where somebody's in charge. But you know, they're looking at others.
To really make sure we're doing well and we're, you know, probably taken care of, OK, there you go. And what we don't want is a team to collapse and you guys have probably seen it. Heard of it throughout the force. I know. I've read the stories.
In in the papers and the news articles and stuff, you know the issues that have come up throughout policing, and to be honest, when I teach Level 4 leadership, that is one of the things they they're tasked to do is find.
Articles of not just policing whatever the public service they want to join and determine that the leaders involved in it were they effective, were they, you know, had they done the best to keep this incident from happening or you know.
Is there just too much? Is it too much pressures on the leaders so, so things to go back and look at and obviously you for you folks still with the with the force you know as leaders you're doing the best you can to to to get through and take care of everything.
Everybody the best you can along the way. This is just something I put out there. You've probably done it. The first link is Myers Briggs. OK, if you've not done it. OK, where you got your personality assessment?
But if you've have, don't don't remember doing it, it's just there. The second link is something the NHS has put out to determine leadership style.
Again, it's just something there for you, you know, just to if you know, kind of the way you operate. I do find that the NHS one leans a lot towards democratic in that aspect of it, don't really get into some of the mixed or higher level.
Leadership styles, and I think I've just seen only a handful of come out. I got quite a few this year autocratic when I've seen it with with students. But it it's it's a good tool, maybe not for you, but maybe for any of those younger sergeants working for you that are fairly new to leading.
Something to keep in keep in mind, and especially I come back to Myers. Briggs, if you ever got a team and it's just not cohesing. Well, and you're not quite certain what's going on, you might be able to, in your experience and past you might be able to see it, but.
Can't quite put your finger on it, you know, maybe you got too many commanders. For example, is one of the styles that come out of it and and they're all competing for power. So that could be a challenge as well.
All right, so they're there for you if you want to have a a peruse, you know, in terms of that. So there is.
Leadership styles and I exactly where I want to be right now, OK.
Again, it's just those those kind of conversations about how how it is we we lead and I think I asked last week and if not, I'll bring it up. There's a fact that you know, where do we get our leadership.
From and you know, I think we all kind of agree. Nobody's really fully born the perfect leader, you know, and it's developed over time. And you guys have given some time and you come up with your ways. I'm not here to.
Making anything better? It's just we're going to reflect upon what you've come across and either you've made it better or you've taken something away to learn from it. OK. So any questions?
On leadership styles.
No.
OK, I.
Just making sure. Yep. There's Kendra cool.
Umm.
Any anything at all.
It's tougher online.
Awesome. All right, so I got almost half past. So what we'll do is let's see is it just 246 of you. So we'll take, we'll take 15 come back.
And I'll put you in two breakout rooms with just the six of you will have a I'll give you a topic. Alright, I know what it's gonna be about and.
Have a chat amongst yourselves. Get to know each other a little bit. If you've not been together in in the classes before, I'll pop in. Chime in with the US smaller groups interact with you that way, and then we'll pop out and come back together. Kind of wrap things up for today, show you around Moodle since I'm.
Able to share my screen now and work it that way good.
So see you in 15.
And I'll be here.
Yeah, everybody coming back.
Now, Mark said he was working.
So hopefully everybody else is there.
Andy, will you Transport Police?
[image: ]
Andy Kermack [7163]   1:14:39
I am Transport Police.
[image: ]
Steven Thompson   1:14:41
That's what I was just trying to remember. You didn't have the background tonight. So. Hi, Kendra.
[image: ]
Andy Kermack [7163]   1:14:45
And put it on if you want.
[image: ]
Steven Thompson   1:14:47
I know it's alright. No, I just checking.
And how long you been doing that?
[image: ]
Andy Kermack [7163]   1:14:52
It was my 20th anniversary three days ago.
[image: ]
Steven Thompson   1:14:55
Oh wow.
It's good.
I know Kendra's back and just seeing I know, Mark said he was working and see if Owens pop back.
While we're waiting.
And since.
I got my accesses back properly so Moodle, can you see my Moodle page.
Yeah. OK. So I got a few extra tiles compared to to you, but this is it. Leadership in the individual.
Again.
Some introduction programme information. I can't MCPS files directory. Yep, Student Handbook and my scheme will work of how I'm I'm going to progress through. That's all current.
At the moment I don't do a lot of pictures so it takes me ages sometimes to figure out how to get the pictures in there properly so or colours, so I just try to keep it simple. This is being week two and I get the dates on there.
So you can tell I've I've gone all the way up to the end of October, regards to dates and everything where where we're going from here. OK. I have not caught up with Justin about a skills session.
Yet and in library so that is my things to do. Justin's Justin's in two classes before you guys and he's fairly new to the staff. I found out so.
I'd like to try to get at least one.
Guest speaker to come in and talk to you about leadership in general, so.
I write myself a note skills and.
Guest speaker.
So I'll see what happens.
My luck to see if I still got contacts with them so alright. So then. So basically like last week.
It's just the the overview of the the module that about me.
You don't need to see my Lesson plan. It's just for me.
So that's why it says hidden.
This week.
So my style, all the leadership styles are in there under this week. At the end of today's lesson, I will it takes a little bit, so it might not post to tomorrow once it comes down, you can see it in the chat some occasions, but I will download the transcripts.
Put it on the Moodle so you can read through that if you missed a lesson. I don't want to go back on something and then because of the, I'll show you where I stick the.
Recordings here on teams. All right, so that's just the styles. So you have access to all my slides there. If you need to reflect back on anything or if you want to use those links or watch that video. So that is definitely there.
Umm.
Article review I just marked it as showing I kept it hidden. I don't know if you've been noticing around with that. It's not a marked work. OK, but what I had done previously is I found several articles which is going to lead into our breakout.
Got room discussion topics is if you look at those.
Titles of those articles there, the kind of the connection is leading friends right where you become a leader and do that. So you got the the good Articles not very long I think.
Memory serves me the longest one, maybe four or five pages, so they're quite short. I know how I I do learning, but as it says, it says it's a 300 word review, but I I'm putting it there. If you just want a little bit more reading.
Aspects of it. If your leadership reflection is about leading friends, you got more resources to go to in that aspect as well. So that's that's how I do that one, but.
Yeah.
There's nothing marked or nothing required. The only thing required is the reflection at the end of it. Alright.
Alright.
Yeah.
Again, apologies my dates haven't caught up yet, so what'll happen? Everything in that one.
I believe I have put the current updated assignment brief in there so that you should be able to see definitely my considerations for leadership reflective writing. I think it's kind of a a CHEAT SHEET. I'll go over that as well.
Umm.
And those things that are the stuff that's hidden is is all the actual how do you submit and when you just when do you submit it, OK, I did not certain if I'm mention it, but I do a draught.
If you've used, turn it in before. There's an area that says draught. If you're looking at your percentages.
Of similarity, again, you can Chuck it there and have a look. See the biggest thing then pulling it out from that is the fact that if it is similar, are you referencing it properly along the way? And I do recall some comments.
From last week, that referencing can be, you know, not our best points. I'm I'm, but I can help you along the way. OK. And what I'd be looking for so.
And so forth. So what I had done previously is.
I used to print out all your work. Sit here with a green pen and go through it, but I've gotten better. We'll turn it in so your comments will all be better embedded into the assignment once it's all done, we can return things back to you.
OK.
So yeah, is there anything?
Question that's why is on Moodle. I'll get my dates dates caught up typically. What happens that that week of that week four is half term in the college. So I don't have any college hours going on that week. So I catch up with a lot of my other admin stuff.
During that week, and that gets me through the end of this into the school year that way. So yeah, we got things like we have a really good lesson on power next week.
Motivation.
Does take two sessions. You'll see it there week four, week 7.
Learning theories is another good one. We definitely talk about procurement, OK and finance. And I can remember there's one more new thing I probably have to put together myself.
Or get a guest speaker to talk about it that was added this year so.
So yeah, that's Moodle, so hopefully that helps a bit. Don't worry about you know you can have a nose around the Simon area. Nothing's opened up yet, but as I said in the next week or so, it will be coming coming through.
Again, just and I go through it all on the last session and I just talked to timetabling today.
And our last session is the 9th of December. OK, so when we when we meet on the 9th, I refresh you all on Moodle as well, all right.
So there's Moodle stop sharing when I do.
Stop sharing. There's that boom here.
Any teams, so hopefully you're finding your way around in teams. Alright, everybody's joining, OK.
I'll. I'm gonna put out it just for the six or seven of you here tonight. You'll see a general message about attendance, cause it's quite a few. Not here tonight. I do know there's operational commands and. And you know, things like that. Just.
A little heads up so you can either chat it to me. OK real quick, it comes over and both my accounts are linked. So I do see them in the activities.
You can see our chats from tonight.
Where did I had it in which also had last week's? If you're looking at activities, had last week's transcript attendance and the recording is there from last week. So that's where if I don't get it downloaded straight away, that's where I'm looking for it. So when this it takes a while.
The process when it's done in the teams itself, I don't know what tiles you all have, but this is what I got at the moment. You're the MSC policing.
Files.
Again, class materials has all been shared assignment brief is there. Yep, did it last week. So that one's all current.
Yup, all my slides are there with everything OK, so don't hide much and.
You see the power.
I must of.
I don't know. I know what I did.
And then recordings, I know I've cleaned them all out, but obviously it's dumped in there already last weeks recording, so if you're looking for the recordings, they're there in teams.
OK.
And that's kinda it really was that.
Cool any any questions?
All right, so.
[image: ]
Lisa Jones (2417686)   1:26:39
Yeah.
[image: ]
Steven Thompson   1:26:41
I'm going to just kind of throw it out there. I believe it. If it's just going to be 5 at the moment, I know. Like I said, Owen hadn't been feeling well and market said he was working tonight, so.
So our thoughts are leading those that were our friends one day co-workers and then next thing you become the boss. So I have a little think and and did you have any struggles with it?
Any challenges? Were you ever in that situation and he became a leader or even today in that aspect of it, so.
You can just put your hand up or just unmute and have a chat. It's only a few of us here, so.
Anybody want to share?
[image: ]
Lisa Jones (2417686)   1:27:37
I did very early on, Steve, because I was sort of Sergeant straight from probation, really, and it's a really small sort of force. And you police where you live, so you know tends to be dealing with people that you live with in your community and.
[image: ]
Steven Thompson   1:27:46
Right.
[image: ]
Lisa Jones (2417686)   1:27:52
You are supervising people that are your friends. You're doing on outside work. So yeah, bit bit different, isn't it? I suppose. And I. And I think when you're brand new to it anyway, you're kind of a bit shy and nervous about telling people what to do anyway.
But I that was like 19 odd years ago now. So you kind of just get used to it. And I think, you know, if if you're a decent person, you're going to be a decent person in that work, aren't you? And I've never really had an issue. I think it was my issue rather than a them issue, if that makes sense.
[image: ]
Steven Thompson   1:28:08
Yeah.
Yeah.
No, it does perfect sense. Yeah. Yeah, good.
[image: ]
Lisa Jones (2417686)   1:28:24
Have you ever had any grief from it?
[image: ]
Steven Thompson   1:28:30
Yes.
[image: ]
Katie Hoskins   1:28:33
Yeah, very similar to Lisa, to be honest, that kind of feeling of well, I've just got to kind of get on with it. And sometimes like you say, if you're the right person and generally a people person that are used to and they trust you, they're already probably aware that you probably.
[image: ]
Steven Thompson   1:28:42
Yeah.
[image: ]
Katie Hoskins   1:28:51
Going to take that leap to be in the leader, I think probably one of my struggles is probably being not young now, but when I was younger, in leadership, that was probably a little bit of a challenge at times, managing people who are, you know.
2020 plus year service and you're there with, you know, maybe only well even then probably 10 year service but still only being probably late 20s that was a struggle at times.
But again, probably my more me than them at times, I reckon as well.
[image: ]
Steven Thompson   1:29:25
Right. Yeah. No, that's that's good. Katie, in the in the perspective of you know that time's on the force compared to you being the leader, not as much or or at that time, but you were still trying to lead in, in good. I like about both Lisa and Katie come back and said.
Said, you know that the way I set up myself to begin with and how I carried myself to begin with, made that transition a little bit easier for you. Anybody else?
[image: ]
Lee, Daniel 2294   1:30:01
Yes, Steve, I think from my perspective, sitting on your first sentence as a Sergeant and you are play such a key role in supporting your staff. I always, always did consider themselves an extremely compassionate person. But I think when you are managing staff with quite a lot of complex needs as well and you shouldn't become very privileged in the sense that you've told quite a lot of information.
And sometimes it can be quite difficult to be balanced, supportive, compassionate, but equally, you've got a job to do as well. And I think it's trying to find a balance with that, isn't it, where you're supportive and encouraging, but I don't know. I think sometimes you can dare say you can become a little bit sort of compassion fatigue as well.
[image: ]
Steven Thompson   1:30:20
Yeah.
Yeah.
Yeah.
Yeah.
[image: ]
Lee, Daniel 2294   1:30:38
And you want people just to get on and do the job.
[image: ]
Steven Thompson   1:30:41
Yeah, no, I mean and you're hitting the some of the aspects, right? You know you're still trying to be compassionate and and everything and you know, but sometimes we just gotta get the job done too. So no thanks Dan.
Andy.
[image: ]
Andy Kermack [7163]   1:30:57
It was a little bit different for me because when I was a Sergeant I was also a serving Territorial Army captain at the time so.
They were high, the team got around me and said with they had high expectations of me and I didn't want to fail them if that makes sense because they we know what you do in your spare time, you know, and we've had some very, very poor supervision. And I literally both sergeants on my relief, went sick and it was tonight. It's you was like, oh, brilliant.
[image: ]
Steven Thompson   1:31:15
Yeah. No. Why? No.
Yeah.
Ha ha.
[image: ]
Andy Kermack [7163]   1:31:29
So, so yeah, and I got moved on to quite a challenging posting as my first Sergeant posting with London Victoria. And if you know that place, it is bonkers. It's like a small town in about half a mile. And yeah, it was it was.
[image: ]
Steven Thompson   1:31:40
Yeah.
Yeah.
[image: ]
Andy Kermack [7163]   1:31:46
Dan's got it right. It's just getting that people management right with a brand new team, especially with with that's when PCSOs had just started some of the really complex needs we had in that that I needed to manage and their expectations as well.
[image: ]
Steven Thompson   1:31:51
Yeah.
Yeah. No, definitely again, yes, being being thrown in there. Don't wanna leave you out, Kendra. But if I'm member right. There you are.
[image: ]
Kendra Wedgwood (2406211)   1:32:12
Hi yeah, similar experience to other people, albeit 1 experience I have is that when I was first going for my sergeant's posting, the first promotion in the place I was offered to be mentored, and you know all the balloons came out.
And then I got pregnant and it all got taken away and I'd like to say we are in a very different workforce now and it doesn't happen like that. But that happened to me. So that in essence, put me back about four years, which is wasn't good for me at the time, but it is good that we don't do that anymore.
[image: ]
Steven Thompson   1:32:33
None.
That's good.
There we are. Yeah, I know. Yeah, I know exactly what you're what you're kind of going through. And it could be quite, you know, demotivating to you as a person. And I'm glad things have changed to make it much better in that aspect of it. So no. OK. Thanks.
Everyone for sharing. So now I I've had all those very similar things and and and being in the military, we move quite a bit. So I'm interacting with a lot of different teams and again that managing how I come out and and.
And interact with anybody, everybody as well. And being a young, whenever he first became a Sergeant, where I was supervising, you know, it was hey, congratulations. And then off you go and all. Hey, the first person you're going to supervise is this brand new person that's nobody like.
Like some nobody trust him. And oh, by the way, he's in the hospital having surgery, so you need to make contact with him. But he's that that young man stuck with me for years and he was working his way out of the military as well. So which is what ended up happening.
Unfortunately, you know that wasn't the gate for me, but he had people that weren't helping him along the way. So getting to know them, getting out there, to be part of who they are is a bit different and.
And so forth. So what was some of my biggest challenges leads to the next kind of discussion point is?
Leading and working with those that are our peers now at our level and and leading them have there been issues I know kind of what I anticipate the answer to this question is going to be, but just out of curiosity, have you ever had?
Peer issue along the way.
[image: ]
Katie Hoskins   1:34:55
Not particularly for me. All I would say is you know when it's promotion season and there's promotion boards coming up, people tend to put the walls up a bit and barriers and.
[image: ]
Steven Thompson   1:35:00
OK.
Yeah.
[image: ]
Katie Hoskins   1:35:08
It's a bit of a trust time and you decide who you want to talk to and who you want to share with. Then I find that quite sad. Rather than just supporting each other, we we we talk a good talk sometimes, but actually doing it and putting yourself out there and.
Being vulnerable and letting people know how you feel, it's quite, quite difficult, I think at times and we are in promotion season and there's a few of us on the call that will be going for our chief inspectors boards and there's other boards, the Superintendent's Board Chief Super's boards. They're all happening now and.
[image: ]
Steven Thompson   1:35:30
The.
Ha ha.
Uh-huh.
Right.
[image: ]
Katie Hoskins   1:35:45
There's definitely a little bit to put. It's just a different vibe. That's all I would say.
[image: ]
Steven Thompson   1:35:51
Yeah, I think I can understand that. Yes. Yeah, I know what you mean there. Anybody else?
[image: ]
Lisa Jones (2417686)   1:35:59
From from my point of view, I've always LED sort of teams operationally, and then you're all kind of in it together. So I never had an issue when I had that kind of environment, but this new role that I say no up in a year now still feels new. It's been really challenging because you you don't have direct influence over anybody.
[image: ]
Steven Thompson   1:36:13
Yeah.
[image: ]
Lisa Jones (2417686)   1:36:18
So you can't just tell them what to do, which is what I've always sort of done, or explain why you want something. You're kind of competing against the load of other priorities, and people don't like you interfering in their little business. So I've found it certainly at the beginning, really lonely, really challenging.
[image: ]
Steven Thompson   1:36:23
Yeah.
Yeah.
[image: ]
Lisa Jones (2417686)   1:36:38
I'm kind of finding my feet now and I think the hardest thing for me wasn't just peer management but managing upwards. So now when you're in a room for chief officers, they're telling you just to do something and you don't agree. I found that really difficult. So yeah, it's it's very different. I think when you're leading A-Team and you can.
[image: ]
Steven Thompson   1:36:39
Uh.
Yeah.
[image: ]
Lisa Jones (2417686)   1:36:58
Explain what you want and you've got power to influence to when you're just asked to influence people at the same level with no power dynamic or yes, it's been really it's been a big struggle. I'm not going to lie, I'm getting there now I think is I think people see I'm there to help but to begin with it was it was really difficult.
[image: ]
Steven Thompson   1:37:00
Yeah.
Yeah, yeah.
You know it's. Yeah, I do. Do sympathise with that didn't. And I do understand that. And you put it in a right perspective and you haven't shield away, but you're figured out what's going to work for you. And that's what we all do.
In terms of leadership?
So one of the reasons I kind of asked that question is and and Andy, maybe similarities for your the Territorial Army background is the fact that in the military.
When I was being a chief mass Sergeant, it's like a Warrant Officer in British Army. So it was up there. But I had, like, a regimental Sergeant major type of thing where I had loads of other people the same rank as me in smaller organisations below.
And but I was in a position over them and one of the challenges I had was this one organisation, the the the Airmen, while training, doing what they were supposed to, but they missed some steps.
And it LED for weapon discharge and shot a Lieutenant in the shoulder in the aircraft hangar. So yeah, so quickly we're out there. What would have gone on? What had happened? And again, protocols were missed.
And you know, and we were just lucky. He was just caught him in the shoulder cause just millimetres over. Could have been a headshot or, you know, can be can be fatal. And in fact, the the Lieutenant I got shot was like something stung me, you know, type of thing so.
And then we wanted to blame the shooter for what had happened. And when we dug through it all. It's like, wait a minute. Yes, the training officers had duty care and responsibility.
To check here we had those protocols in place. We missed out because you let him go off to the dentist and come back into training and we didn't check here thoroughly. And even though you'd blink magazines in.
But he had the same ammo pouches where his magazines were at. One round came out of a magazine and believe it or not, we tried it. And on the third attempt a round got put into the magazine. So.
It then did a quick change out of magazines just as he was taught, and that's how the round got in there. So yes, some culpability on the shooter, definitely a lot more.
Came back on to the trainers. Then we looked at how did they the trainers get to a point of not following through and so forth. So talking to my boss and so we had a whole kind of list of people that were going to get.
Some sort of punishment along the way, and I'm like looking at the peer there. The the chief master in the organisation and he said what about the commanding officer that allowed this and the Chief master Sergeant?
And he's like, well, they weren't there, but I said, yeah, but they're responsible for the operation in the environment of the organisation that if you know, if they don't set the rules and boundaries and enforce good habits, good procedures.
He said it causes problems. They said you're going to go after the the commanding officer and which is going to lead him to be removed from post and off to another career. You can't say the chief isn't because he has just as much responsibility because they're all listen. He's like you're right, Steve. And so I said let me talk.
Talk to him first. So here I am bringing in a peer and telling them you're going to get in trouble for this and his first words out of his mouth were. But I didn't do anything wrong. I wasn't there. And I said that's my problem. You will didn't know what was going on operationally. You didn't.
You set an environment where it's too friendly, too, joking too, not. You know, when they go out and train. We gotta follow those protocols. And so he's like, OK, he accepted it.
And then it got to the point where he was going to be transferred out. And he's like, I don't want to leave Steve and I. So I had to flip the hat and be that, you know, sympathetic to him. And I said, well, this is what I'm doing for you. I've called the.
The group that handles assignments and this is the assignment I have available for you, and he's like I know that place. I like that place and he is like, OK, I'll move, you know, and saw him.
Six months to a year after that on a training course, we were together and he said thank you. All right. And that's kind of my thing is like you guys are saying, you know, being that open to having that communication, knowing people. And so it's not an easy thing. It's not not nice to do.
But he still had his job. He still got his, you know, his retirement. And he actually expanded his own experiences a bit more. So to me, that's always it's always a win type of situation. So and then I liked what I think it was. Lisa said just a few moments ago is in that.
Working with those that are higher up, you know, and trying to get my arguments in, I don't know how I flipped a switch to some point in my career and I.
I got a bad habit of arguing with generals. I had one that wanted to arm more people to help prevent active shooters on a military base, and I'm like, that's not more weapons is not the answer. And I sat there and I, in fact, I had a my shoulder was tapped by somebody, said Steve. That's enough.
But I said this isn't it? This is not the answer. Putting more more guns out there in my mind, it's going to lead more to it, so thankfully it never came through. Other than putting out more guns. So somebody heard me along the way.
But some things we just got to and I don't regret being tapped on the shoulder and say, Steve, that's enough. You know, I think everybody at the table was trying to get the general is yes versus no tell him it's not right and give him the ammunition to say it's not right so to speak.
So yes, so definitely challenges along the way in that aspect. So anybody else wanna?
Similar situations or?
[image: ]
Andy Kermack [7163]   1:44:23
What's going to reflect on Stephen? I don't know if my peers on this call is when, when you do, you seem to do a lot more than others in your peer group. So I do a lot more in terms of public order and it's very voluntary thing. So I'm silvering this weekend and I've done 3 silvers already this month.
[image: ]
Steven Thompson   1:44:40
Yeah.
[image: ]
Andy Kermack [7163]   1:44:40
And you look at your other colleagues and they're in exactly the same pay grade and they've been exactly the same next time. And you're sitting there trying your hardest not to chew through your viro at some meetings and then like, yeah, but we're, you know, saying, are you busy this weekend? And I'm like, it's. I've just lost another weekend because.
[image: ]
Steven Thompson   1:44:43
Ha ha.
Yeah.
[image: ]
Andy Kermack [7163]   1:44:56
Are you sharing the workload and they'll shy away? I don't know if that's and that's that does cause me frustrations as a leader when you're trying to, you know, my, my, my, my sector know that I'm you know that I'm aware of doing public order and they quite like it when I'm in the chair.
[image: ]
Steven Thompson   1:45:00
Yeah.
Yeah.
[image: ]
Andy Kermack [7163]   1:45:14
But they do say, why is it always you, boss?
[image: ]
Steven Thompson   1:45:15
Yeah.
Yeah, no. Good point, Andy. I think it happens to a lot of us in that aspect. So you're not not alone in it.
In my perspective is.
You know you do it a lot of times for, well, you can't let the job down. It's their passion. It's your commitment to to the job, to, to the people as well along the way. Again, I'll always come back to and I'm sad because I don't do it myself. Enough is got to take care of you, right.
So you're not pushing, you know, burning the candle both ends, as they say.
Is that the right example you want to set for subordinates as well? You know commit committing to the organisation along the way, but at a delicate balance.
And then yeah, it's.
I'm just running through about 800 instances in my career that you know, it's just we don't say a lot of us don't say no enough and because where we are, we like the job, we're compassionate about what we're doing.
You know, unfortunately, I I see it with my wife a lot of times. You know, she's on call a lot and and you know, so she she doesn't say no. But I'm like you tell me to say no.
So I do understand it and I think what our our leaders above us try to offset that with.
Oh yes, but you know you're going to get recognised for this. You're going to, you know, you're going to. You're going to do well. You're going to get get above and beyond. And I got your hand up, Dana. So I see you.
Umm.
But I think the worst I ever had is I had a pier and I same ranks, similar jobs. I slightly above and one of my jobs I've seen every one of the staff's performance reports right. So I seen that.
And so when I saw that Members come through me and mine was coming due and I'm like, wait a minute boss, you give the exact same rating to that person as you're giving to me. But you moan about them, they're not doing enough. So what are you trying to tell me?
Now mine. So I actually one of the first few times I questioned it and then all his answer was and he's still a great friend of mine today. It says, Steve, look at the words. Yours are totally different but.
And promotion, we go off of the ratings, you know. And until I learnt. Yeah. But for the higher ranks, they're going to go off of the words. And it was hard for me to swallow because I'm doing everything you want and more and they're barely there. You complain about their work and their performance.
And you're not given that tough feedback, and thankfully, my last 3-4 years in, they changed the whole process. So you couldn't do that anymore to people. So hopefully Andy, it'll get recognised and keep working hard. You know, you do what you can that you're happy to live with and.
As long as your bosses are recognising it and just you know, I do understand that one. So Dan, sorry what you got?
[image: ]
Lee, Daniel 2294   1:49:01
Yeah. So it's just to echo what Andy was saying, I suppose one around, I think once you share A level of credibility and competence in an area and we do a similar thing, Andy, where we do like a bronze cover way within the force and you sit in the force control room. And so like there's the senior officer really sort of on the bridge after everyone's gone home.
I quite enjoy doing it. It's quite a varied role. It's interesting, I suppose it's there to be made into what you want, really. I was a little bit upset the day when I checked how many hours doing compared to others and it felt like I was doing a lot more. I think some of that is just by sadly, it's just it's just the reality of it.
But it's what it is. I like to think if I'm being asked and I'd like to think either. I'm easy to search or I've got a degree of credibility there and see it both ways. But I also pick up what Katie said as well. I think when you go into that board, that board season and I've certainly heard of many years board gold.
[image: ]
Steven Thompson   1:49:43
Yeah, yeah.
[image: ]
Lee, Daniel 2294   1:49:52
Fantastic. Raise your profile. All that type of stuff and I think particularly you're in a temporary position as well. I think there is a. Yes, there's a. There's a need to be able to evidence and show some willingness on your part and demonstrate your skill set. But then maybe those nose don't come off with enough. And I wonder whether sometimes actually.
We probably do overstretch ourselves, maybe acquiesce a bit too much, as if I was really if it had been the rank below might say actually you know what, that's quite not deliverable and be comfortable with that and sort of earn your decisions around that. But I don't know. I sometimes not struggle with it.
[image: ]
Steven Thompson   1:50:19
Yeah.
[image: ]
Lee, Daniel 2294   1:50:25
I just think when you are in that temper position, I think you find yourself having to sort of everything, embrace everything really and and and be 100% positive about everything, whereas actually you might not feel that way.
[image: ]
Steven Thompson   1:50:35
Yeah.
Yeah. No, no. Yeah, definitely. Yeah. I've been in some temporary roles as well. And, you know, she want to perform and then, you know, and and then you make those relationships and and everything and then help if you're out of it again. So, you know, the only thing you walk away was was some good contacts.
Good relationships and hey, some achievement of the way I left it when I left, you know, so so no good.
So, Kendra, anything you want to chime in on, I have the jab too, so don't wanna leave you out.
[image: ]
Kendra Wedgwood (2406211)   1:51:14
No, I mean what I would say is that we all think we work the hardest, but everybody does, don't they? You know, I think I work the hardest. My colleague will think they work the hardest, so there's always going to be an element of that, isn't there?
[image: ]
Steven Thompson   1:51:20
Yeah.
Hmm.
Yeah.
Yeah.
[image: ]
Kendra Wedgwood (2406211)   1:51:31
But yeah, no, I think now I've got. I've genuinely got nothing to add.
[image: ]
Steven Thompson   1:51:36
I know it's all right and and that's why I take, you know, this hour, you know, to sit back and and just throw a couple things out there, share myself share with you and and and feedback with it. And so you got a lot of you know points that.
[image: ]
Kendra Wedgwood (2406211)   1:51:49
Yeah.
[image: ]
Steven Thompson   1:51:53
We're all in this, you know, in this leadership role of some shape or fashion and and we're all making adjustments along the way. You know, you know, if it's changing roles like Lisa did, you know, a few months back, you know, into a different environment, you know, we're we all could be there.
Down the line. I'm. I'm going through it with the university now, you know more and more teaching with them on Friday, I was like, frustrated. I couldn't get in. Nobody was around, not used to nobody not being there. And I'm like, oh, my badge doesn't work. I can't get in.
Reception is not there. Oh, well, I'll find out where my classroom is. So I walked over there completely across town almost and just thought, you know, and then come back. OK, got my accesses back. How do I set up a teams? Who do I contact to set up a teams page?
Steve, that's a lecturer's job. And I'm like, OK, that's all I needed. I knew exactly how to do it, but in college, it's got to do it all. You know, it's just, you know, and then of course, go to the staff room and it's like there's nobody here on a Friday. Well, who do I talk to?
Who? You know, who do I go to? And I'm sitting there looking at two monitors. They said this is my desk, huh? Can't get them to come on. And I've seen all kinds of computer systems and I'm like, ask the lady behind me and she's a former police officer. So we started talking.
She goes. I, Steve, you can sit there and hit those buttons all day long, and that thing's not gonna come on if you don't have a laptop plugged into it. I said OK, lesson learned. I said she goes. You can go use the library over. You know next door and and get on a computer over there. Fine. You know? But it's it's just one of those things, you know, I'm not embarrassed or.
They're not, and then, as I said, with a group of students, they were quite pleased. And that to me, at the end of the day, makes my day worth it. You know, my wife's like, you're doing way too much. You're trying to help him please everybody and.
I said I know, but it's hard for me to say no, you know, and deep down, I know she's the same way. She just, it's easier to tell others to do it than do it yourselves. And I think we all part of that so great.
So yeah, that's this week. So we finished styles. I like. Next week's I like do like the power bit and again hopefully and I know because this is my third time you know teaching this module.
Getting better. What to do to help Prep you in terms of your reflective paper? So last time got a little bit more. This time you're getting a lot more to make that that transition, so as you've.
No, it is. There's a few quotations I put in there from my sources. I did not see my bibliography page in there. So shoot me for that one. But I did show inline referencing.
For those that don't like Harvard referencing with that so and I'll keep trying to do a bit more and more as we go along, OK.
And I got I got some tasks myself to figure out on a couple of our lesson days. What's going to happen? So have a look if you wanted those articles again. I'm not looking for 300 words, but they're there if you want to have a look at it.
You know, maybe it'll go in line with your paper as another source for you to use, OK?
That's it. OK, no issues. No concerns. That's what I like again. Chat. e-mail. I do check it every day and just might take me a bit to.
Get to answering it. I checked this morning and I checked this evening before we started class so you can e-mail me. I will put a message message out that I missed a couple of students today. Just kind of give that reminder. All I ask is just just give me a courtesy. Hey. Sorry I couldn't make it or somethings come up. I do understand.
With that, so any questions, concerns or issues at all?
There we are. Then we'll go from there. All right. Have a good night and I'll see you next week.
[image: ]
Lisa Jones (2417686)   1:56:25
Thank you. What's that?
[image: ]
Steven Thompson   1:56:25
Take care, Andy. Yep. Nice. No, stop.
[image: ]
Lee, Daniel 2294   1:56:27
You. Bye now.
[image: ]
Katie Hoskins   1:56:27
Thanks Steve.
[image: ]
Andy Kermack [7163]   1:56:28
Yes.
[image: ]
Steven Thompson   1:56:30
Cheers.
[image: ]
Steven Thompson stopped transcription
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