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[image: Storytelling with solid fill]Introduction 

This workbook will guide you through what is required to achieve the course outcomes of this module. The more time and effort you commit to this guide, the more you will get out of it. 


Remember development doesn’t come to you, you have to seek it out.

In addition to this workshop and the leadership input you have received; you will also be able to access the resources from the training session amongst other useful information and YouTube clips on the Wakelet page.
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Link to page:  https://wke.lt/w/s/fzrTaU
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[image: Reflection with solid fill]What is Reflective Practice? 

Reflective practice is the ability to reflect on one's actions to engage in a process of continuous learning. According to one definition, it involves "paying critical attention to the practical values and theories which inform everyday actions, by examining practice reflectively and reflexively. This leads to developmental insight". A key rationale for reflective practice is that experience alone does not necessarily lead to learning; deliberate reflection on experience is essential. 
Reflective practice can be an important tool in practice-based professional learning settings where people learn from their own professional experiences, rather than from formal learning or knowledge transfer. It may be the most important source of personal professional development and improvement. It is also an important way to bring together theory and practice; through reflection, a person is able to see and label forms of thought and theory within the context of their work. An individual who constantly reflects is not just looking back on past actions and events, but is taking a conscious look at emotions, experiences, actions, and responses, and using that information to add to their existing knowledge base and reach a higher level of understanding. 
Reflective practice allows us to identify learning and development needs. Through identifying these, as an organisation we can then better understand the needs of our employees, which would help deliver the objectives of Chief Constables Delivery Plan.
 
Reflection means creating opportunities to step back and consider: 

• How you think you are performing? 

• What you think you have learned from your experience?

• What you may do differently in the future?

You can reflect on a ‘transactional’ level (reflecting on what you are currently doing or have recently completed) or a more general level (your work generally or a particular job that you do often). 
Reflection means that you identify something that is happening or happened during your work that you: 

• Think you've done well (and which demonstrates your ongoing competence as an employee) 

• You think you could have done better (and which, having reflected on it, you know how to go about doing better next time) 

• You think you could have done better (but which, having reflected on it, you are not sure how to go about doing better next time or that you cannot put right without some work on your own or some external help). Note: In this example, you have identified a 'development need'. 
This approach is applicable to your skills (technical and soft) and your knowledge. You can keep your skills and knowledge up to date through a number of ways. 

To help you think about your practice, you may want to ask yourself the following questions: 

• What are my strengths and weaknesses? 

• Could I have done that better? If so, what & how? 

• Was it to do with knowledge, technical skills or 'soft' skills / behaviours? If so, what knowledge, skills or behaviours were lacking? 

• In relation to that knowledge, or those skills or behaviours, how would I describe where I am now, compared to where I need to be? 

• What do I need to do to get to where I need to be?

Qualities which have been identified as being required of a person who engages in reflective practice are: 

• A willingness to learn from what happens 
• Being open enough to share elements of their experiences with other people 
• Being motivated enough to 'replay' aspects of their experiences 
• Valuing that knowledge for their role can emerge from within, as well as outside of the workplace 
• Being aware of the conditions necessary for reflection to occur 
• A belief that it is possible to change
 • The ability to describe in detail before analysing problems 
• Recognising the consequences of reflection 
• The ability to articulate what happens 
• A belief that there is no end point in learning 
• Not being defensive about what other people notice about oneself
 • Being courageous enough to act on reflection
 • Working out schemes to personally action what has been learned 
• Being honest in describing their actions to others

[image: ] “Self-awareness is a never-ending journey. There is no quota for self-awareness. It’s a tank that can always be filled up more. The key is knowing with confidence where you are, where you’re going and how you’re improving with every opportunity that presents itself.”

Eisenstaedt (2019)

Reflective practice can be an important tool in practice-based professional learning settings where people learn from their own professional experiences, rather than from formal learning or knowledge transfer. It may be the most important source of personal professional development and improvement. It is also an important way to bring together theory and practice; through reflection, a person is able to see and label forms of thought and theory within the context of their work. 

An individual who constantly reflects is not just looking back on past actions and events, but is taking a conscious look at emotions, experiences, actions, and responses, and using that information to add to their existing knowledge base and reach a higher level of understanding. 

Reflective practice allows us to identify learning and development needs. 
Through identifying these, as an organisation we can then better understand the needs of our employees, which would help deliver the objectives of Chief Constables Delivery Plan. 

The more you do this, the more you are able to: 

·  learn from your experiences
·  apply what you’ve learnt to other situations 
·  share what you’ve learnt with other people

Everyone already thinks about what they’ve done to varying extents. 
Reflective practice is doing this well, regularly.  It means taking the time to critically analyse how you thought, acted and felt in a situation. 

Reflection-in-action is reflection during the ‘doing’ stage (that is, reflecting on the incident while it can still benefit the learning). This is carried out during the lesson rather than reflecting on how you would do things differently in the future. 
This is an extremely efficient method of reflection as it allows you to react and change an event at the time it happens. For example, in the classroom you may be teaching a topic which you can see the students are not understanding. 
Your reflection-in-action allows you to understand why this has happened and how to respond to overcome this situation.

Reflection-in-action allows you to deal with surprising incidents that may happen in a learning environment. 
It allows you to be responsible and resourceful, drawing on your own knowledge and allowing you to apply it to new experiences. 
[image: Diagram showing that Reflection in Action is reflection as something happens. Reflection on action is after something happens.]It also allows for personalised learning as, rather than using preconceived ideas about what you should do in a particular situation, you decide what works best at that time for that unique experience and student.

Reflection-on-action, on the other hand, involves reflecting on how practice can be developed after the lesson has been taught. 
Schön recognises the importance of reflecting back ‘in order to discover how our knowing-in-action may have contributed to an unexpected outcome’ (Schön, 1983).

Reflection-on-action means you reflect after the event on how your knowledge of previous teaching may have directed you to the experience you had.

Reflection-on-action should encourage ideas on what you need to change for the future. You carry out reflection-on-action outside the classroom, where you consider the situation again. This requires deeper thought, for example, as to why the students did not understand the topic. It encourages you to consider causes and options, which should be informed by a wider network of understanding from research.

By following any of the above models of reflection, you will have a questioning approach to teaching.  You will consider why things are as they are, and how they could be.  You will consider the strengths and areas of development in your own practice, questioning why learning experiences might be this way and considering how to develop them. As a result, what you do in the classroom will be carefully planned, informed by research and previous experience, and focused, with logical reasons.  All of these models stress the importance of repeating the cycle to make [image: Diagram showing that Reflection in Action is reflection as something happens. Reflection on action is after something happens.]sure knowledge is secure and progression is continued.

Reflective Practice Theories and Models


Rolfe et al.’s (2001) reflective model is based upon three simple questions: 
What? 
So what? 
Now what? 
Below is a list of questions that you may choose to answer in response to the three elements.

What?
· is the problem/difficulty/ reason for being stuck/reason for feeling bad/reason we don’t get on?
· was my role in the situation?
· was I trying to achieve?
· actions did I take?
· was the response of others?
· were the consequences for the student? Myself? Others?
· feelings did it evoke in the myself? Others?
· was good/bad about the experience?



So what?
· does this tell me/teach me/imply/mean about me /others/our relationships the model of service I am using/my attitudes/ attitudes of others?
· was going through my mind as I acted?
· did I base my actions on?
· other knowledge can I bring to the situation?
· could/should I have done to make it better?
· is my new understanding of the situation?
· broader issues arise from the situation?
Now what?
· do I need to do in order to make things better/stop being stuck/improve/resolve the situation/feel better/get on better/etc., etc.?
· broader issues need to be considered if this action is to be successful?
· might be the consequences of this action?
Adapted from: Rolfe, G., Freshwater, D., Jasper, M. (2001) Critical reflection in nursing and the helping professions: a user’s guide. Basingstoke: Palgrave Macmillan.
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The Gibbs Reflective Cycle is the model that has been recommended by College of Policing.  Information is also available on the CoP website.

1. Description
· Describe the event – when and where. 
· Why you were there? 
· Who else was there? 
· What happened? 
· How did you react? 
· How did others react? 
· What was the outcome?

2. Feelings
· How were your thoughts and feelings at the time? 
· What did you feel before and after? 
· How did others feel? 
· How do you feel about it now?

3. Evaluation/analysis
· What worked and what didn’t work – positive or negative outcomes. 
· What went well or not so well? 
· Did you or others make a positive or negative contribution?

4. Conclusions
· What did you learn? 
· What would you do differently in future? 
· Any skills or knowledge you need to develop?

5. Action
· What will you do about it? 
· Do you need to make changes to your practice?
· Have you identified any areas to work on?




















[image: ] Reflective Key skills and qualities 
Think about a recent event or situation at work that you had to resolve or a task that you were given. Describe the event, situation or task and then outline the steps you took in response. Then think about the skills you used and how any personal qualities helped you
Example


	Situation or event


	
There were a number of bike thefts from young people and because typically the bikes did not have security markings or locks, it was clear that they could have been avoided


	What I did

	Outcome

	Looked for information and intelligence, finding four more incidents.  I created an information pack on bike security and took copies to the local senior school and youth café.  There has been a 20% reduction in bicycle theft on my beat.

	There has been a 20% reduction in bicycle theft on my beat

	Skills

	Behaviours

	Gathering and interrogating information, crime prevention, collaboration, communication
	Identify and respond to problems, clear and appropriate communication, conscientious approach, thinking critically, proactive problem solving

	Now consider these questions


	How can you ensure the skills you used are kept up to date?



	

	Did you use any skills you had forgotten you had or were not aware of?
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Reflective Log




	You


	What did you know about, or how much previous experience did you have about the topic, event or situation?


	Description


	Why were you there?

	Who else was there?  How did they react?

	




	

	Briefly outline what happened.   How did you react?
	What was the most significant part?

	




	

	Feelings


	How did you feel at the time?

	How did others feel at the time?

	




	

	How did you feel afterwards?
	How do you feel about it now?
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	Evaluation/analysis


	What went well?

	What went badly?

	



	

	Was there a positive or negative outcome?
	Did you or others make a positive or negative contribution?

	



	

	Conclusions


	What did you do well?

	What would you do differently?

	



	

	Was there a knowledge gap?
	Do you need to develop or update any skills?

	



	

	Action


	Do you need to make changes to your practice?

	What action will you take?

	



	

	What are the first steps?
	When will you review your progress?


	




	







Kolb’s Experiential Learning Cycle
Kolb (1984) described the ways that adults learn as a cycle of 4 stages that a learner goes through.  He extends the idea that we learn from experience and suggests that we are able to do this by reflecting upon the things that have happened to us in order to make sense of them.  Learning is therefore a process of experiences and reflection upon them as shown in the image below.
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Concrete Experience
During our lives we may experience new or unfamiliar events.  Kolb referr3ed to these as concrete experiences.  This could be a classroom experience such as a new theory that you have been learning about.  Alternatively, it may be an event that happens to you in your everyday life, such as having a driving lesson, or a situation during your future career as a police officer, such as making an arrest.

Reflective Observation
During and after the event, we reflect upon – in other words, think about – the experience that that taken place.  This is the process of looking back on and remembering all the things that happened during the event.

Abstract Conceptualisation
This refers to the process by which we start to make sense of the experience.  We do this by thinking about the knowledge that we already have and reshaping it in order to include our experiences from the recent event.  We can then form a new theory about the situation.  By doing this we are able to learn new skills, ideas or pieced of knowledge.

Active Experimentation
Once we have developed our new learning, we start to test it in other situations that we may encounter.  The experimental stage is very important according to Kolb because it is only after we have put our new ideas into practice that true learning has occurred.

Barriers to Reflective Practice
[image: ]
No time 
Whether you are studying, working or both it can be hard to find time to complete your existing to-do list so why add another thing? 
Doing proper reflection takes time but you need to think of this as an investment in your education, your professional development and your own mental wellbeing. 
Organisational culture 
A lack of support from management who don’t see reflective practice as a valuable activity can be hard to navigate. 
Try to outline it in terms of the return on investment they will get if they give you the resources you need to reflect. 
Think about what they will get out of it, whether this is a new approach to a project or just happier staff! 




Lack of skill 
Many people who are new to reflection are worried that they are doing it wrong or don’t know where to start. Some of the popular models of reflection set unrealistic expectations that the process needs to be undertaken in a certain way. 
It is important to remember that reflection is a very individual process and there is no one ‘right’ way of doing it. You can follow which ever course suits you. It may take some experimentation before you find the way that works for you but half the fun is trying! 

Environment
For some people, finding a physical location to be reflective can be a challenge. 
You will need to be in a certain mind set in order to practice reflection and it can be difficult to find an available place for this. (We will touch on different mindsets later in the session).  Some people need a busy environment whilst others will need somewhere quiet and empty.
 
If you are new to reflection, then you may find that you need to experiment to find the right environment for you but once you have then you can work to find somewhere to practice your reflection. 

Motivation 
A lack of time and support can take a toll on your ability to reflect, especially if you are reflecting on something you have been doing all day. 
The last thing you will want to do is to go home at night and think about it! 
Even the best reflective practitioners experience this feeling at some point so if you don't worry. 

Yourself 
Perhaps one of the biggest barriers to reflection is you! 

Unfortunately, this is one of the hardest to overcome but it can be done. 
Being reflective takes a certain level of self-insight which can be uncomfortable for some people, especially if you are not used to it. 

The good news is that this can be achieved with some practice. 
If you are new to reflection you might need to try lots of different methods before you find the one(s) which works for you so don't get disheartened if something doesn't work first time - you can reflect on why and move on to something else


[image: Digital art of brain]Emotional intelligence      

When you think of a "perfect leader," what comes to mind?

You might picture someone who never lets their temper get out of control, no matter what problems they are facing. You might think of someone who has the complete trust of their staff, always speaks kindly, listens to their team, is easy to talk to and always makes careful, informed decisions.

These are qualities of someone with a high degree of emotional intelligence. We'll look at why emotional intelligence is so important for leaders – and how you, as a leader, can improve yours.

What Is Emotional Intelligence?

Emotional intelligence (EI) is the ability to understand and manage both your own emotions, and those of the people around you. People with a high degree of emotional intelligence usually know what they're feeling, what this means, and how their emotions can affect other people.

For leaders, having emotional intelligence is essential for success. After all, who is more likely to succeed – a leader who shouts at their team when they are under stress, or a leader who stay in control, and calmly assesses the situation?

According to Daniel Goleman, an American psychologist who helped make the idea of EI popular, there are five main elements of emotional intelligence:
1. Self-awareness 
2. Self-regulation
3. Motivation 
4. Empathy 
5. Social skills
The more that a leader manages each of these areas, the higher the emotional intelligence. So, let's look at each element in more detail and examine how you can grow as a leader.


Emotional Intelligence in Leadership
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[image: Dog covered with towel]1. Self-awareness  
If you're self-aware, you always know how you feel, and you know how your emotions, and your actions, can affect the people around you. Being self-aware when you're in a leadership position also means having a clear picture of your strengths and weaknesses. And it means having humility. 
Self-awareness encompasses:

· Emotional awareness
· Accurate self-assessment
· Self-confidence
Self-awareness is the skill of being aware of and understanding your emotions as they occur and as they evolve. 
It is wrong to think of emotions as either positive or negative.   Instead, you should think of them as appropriate or inappropriate. For example, anger is usually associated with being a negative emotion.  However, it can be a completely reasonable and appropriate emotion in certain circumstances – emotional intelligence allows us to recognise our anger and understand why this emotion has occurred.
So, what can you do to improve your self-awareness?

Keep a journal – Journals help improve your self-awareness. If you spend just a few minutes each day writing down your thoughts, this can move you to a higher degree of self-awareness.

Slow down – When you experience anger or other strong emotions, slow down to examine why. Remember, no matter what the situation, you can always choose how you react to it. 
[image: Bunny stuff lying in bed and alarm clock]2. Self-regulation 
Leaders who regulate themselves effectively rarely verbally attack others, make rushed or emotional decisions, stereotype people, or compromise their values. Self-regulation is all about staying in control.
This element of emotional intelligence, according to Goleman, also covers a leader's flexibility and commitment to personal accountability.
Self-regulation includes:

· Self-control
· Trustworthiness
· Conscientiousness
· Adaptability
· Innovation
Having learned to be aware of your emotions, the skill of self-regulation relates to managing them appropriately and proportionately.

So, how can you improve your ability to self-regulate?

Know your values – Do you have a clear idea of where you absolutely will not compromise? Do you know what values are most important to you? Spend some time examining your "code of ethics." If you know what's most important to you, then you probably won't have to think twice when you face a moral or ethical decision – you'll make the right choice.

Hold yourself accountable – If you tend to blame others when something goes wrong, stop. Make a commitment to admit to your mistakes and face the consequences, whatever they are. You'll probably sleep better at night, and you'll quickly earn the respect of those around you.

Practice being calm – The next time you're in a challenging situation, be very aware of how you act. Do you relieve your stress by shouting at someone else? Practice deep-breathing exercises to calm yourself. Also, try to write down all of the negative things you want to say, and then rip it up and throw it away. Expressing these emotions on paper (and not showing them to anyone!) is better than speaking to them aloud to your team. What's more, this helps you challenge your reactions to make sure that they're fair!
[image: Group of young people huddling in gym]3. Motivation 

Self-motivated leaders consistently work toward their goals, and they have extremely high standards for the quality of their work.

How can you improve your motivation?

Re-examine why you're doing this – It's easy to forget what you really love about your career. So, take some time to remember why you wanted this job. If you're unhappy in your role and you're struggling to remember why you wanted it, try the ‘Five Whys’ technique to find the root of the problem. Starting at the root often helps you look at your situation in a new way, and make sure that your goal statements are fresh and energising.
 
Know where you stand – Determine how motivated you are to lead. If you need to increase your motivation to lead, look at how you can change this.
 
Be hopeful and find something good – Motivated leaders are usually optimistic, no matter what they face. Adopting this mindset might take practice, but it’s well worth the effort. Every time you face a challenge, or even a failure, try to find at least one good thing about the situation. It might be something small, like a new contact, or something with long-term effects, like an important lesson learned, but there's almost always something positive – you just have to look for it.
[image: Dog and kitten sleeping]
4. Empathy  

For leaders, having empathy is critical to managing a successful team or organisation. Leaders with empathy have the ability to put themselves in someone else's situation. They help develop the people on their team, challenge others who are acting unfairly, give constructive feedback, and listen to those who need it.
If you want to earn the respect and loyalty of your team, then show them you care by being empathic.

How can you improve your empathy?
	
Put yourself in someone else's position – It's easy to support your own point of view. After all, it's yours! But take the time to look at situations from other people's perspectives!

Pay attention to body language – Perhaps when you listen to someone, you cross your arms, move your feet back and forth, or bite your lip. This body language tells others how you really feel about a situation, and the message you're giving isn't positive! Learning to read body language can be a real asset when you're in a leadership role because you'll be better able to determine how someone truly feels. This gives you the opportunity to respond appropriately.

Respond to feelings – You ask your assistant to work late – again, and although they agree, you can hear the disappointment in their voice. So, respond by addressing their feelings. Tell them you appreciate how willing they are to work extra hours, and that you're just as frustrated about working late. If possible, figure out a way for future late nights to be less of an issue (for example, give them Monday mornings off).

[image: People holding sparklers]5. Social skills  

Leaders who do well in this element of emotional intelligence are great communicators. They're just as open to hearing bad news as good news, and they're experts at getting their team to support them and be excited about a new mission or project.

Leaders who have good social skills are also good at managing change and resolving conflicts diplomatically. They're rarely satisfied with leaving things as they are, but they're also not willing to make everyone else do the work. They set the example with their own behaviour.

So, how can you improve your leadership by building social skills?

Learn conflict resolution – Leaders must know how to resolve conflicts between their team members, customers, or vendors. Learning conflict resolution skills is vital if you want to succeed.

Improve your communication skills – How well do you communicate? 

Learn how to praise others – As a leader; you can inspire the loyalty of your team simply by giving praise when it's earned. Learning how to effectively praise others is a fine art, but well worth the effort. 

Key Points

Thanks to the many challenges and opportunities that arise when working with others, leaders must have a solid understanding of how their emotions and actions affect the people around them. The better a leader relates to and works with others, the more successful they will be.
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[image: ]




















Mental Toughness

Mental Toughness is a personality trait that determines your ability to perform consistently under stress and pressure, and is closely related to qualities such as character, resilience, grit and perseverance

Mental toughness determines how we manage our thoughts, emotions, energy, and productivity. Mental toughness means you can cope better with hardship and negativity, and train yourself into healthy habits that will keep you thinking and behaving positively.

Mental Toughness isn’t being macho or uncaring or self-centred – it is about being tough in the sense of not giving up and being confident that you can prevail, even if the odds are stacked against you.
Mental Toughness describes the mind-set that every person adopts in everything they do and it is critically important and valuable for everyone at two levels.
Firstly, it explains why people and organisations behave the way they do. Personality can be defined as an individual’s characteristic pattern of thinking, feeling, and acting and one’s personality can explain individual differences and how individuals act in specific situations.
Mental Toughness is a personality trait which describes mindset. It examines what is in the mind of the individual to explain the way why they behave the way they do. So there is an obvious link between mindset and behaviour.
One can describe mindset as both the pre-cursor to behaviour and the explanation for much behaviour.
Secondly, research and case studies from around the world show that Mental Toughness is a major factor in most of the important outcomes for individuals and organisations:
Performance – explaining up to 25% of the variation in performance in individuals.
Mentally Tough people deliver more, work more purposefully, show greater commitment to purpose and are more competitive. This translates into better output, delivery on time and on target and better attendance.
Wellbeing – more contented.
Mentally Tough people show better stress management, better attendance, are less likely to develop mental health issues, sleep better and are less prone to bullying. They can take stress in their stride.
Positive Behaviour – more engaged.
Mental Tough people are more positive, have more “can do”, respond positively to change and adversity, show better attendance, more likely contribute to a positive culture and accept responsibility and to volunteer for new opportunities  and activities.

Openness to Learning – more aspirational.
Mentally Tough people are more ambitious and prepared to manage more risk.
Being mentally tough brings a variety of benefits for individuals and organisations. Research conducted worldwide has concluded that those with higher levels of mental toughness, as indicated through the MTQ48 measure, enjoy the following;
Better performance – it explains up to 25% of the variation in workplace performance.
Improved positivity – adoption of more of a “can do” approach which leads to greater rapport and connectivity with colleagues.
Greater wellbeing – more contentment and better stress management.
Change management – a calmer and lower stress response to organisational change.
Increased aspirations – greater ambition and confidence in achieving targets and a greater willingness to persevere in order to do so.
For these reasons being mentally tough for an individual or an organisation is immensely important, especially in times of great change. Leaders, aspiring leaders and those working in stressful, unforgiving occupations or in situations of uncertainty or dynamic change need to be mentally tough.
Organisations whether they be in the education, health, government, corporate or public sectors need to be resilient and mentally set and ready for change.







Developing Mental Toughness
[image: Chalk art on sidewalk]1. Positive Thinking
There are many techniques for developing a” can do” mindset which include self-talk and stopping or reframing negative thoughts.
[image: Pair of metal-rimmed sunglasses on stone surface]2. Visualisation
This involves developing your ability to first imagine something in your head to help you deal with a real event.

[image: Scared face outline with solid fill]3. Anxiety Control
Breathing exercises and relaxation techniques will enable you to deal with those panic moments when things seem out of control, producing a physiological reaction.
[image: Aspiration with solid fill]4. Goal Setting
Tools and techniques, which support the development of your sense of purpose and how to set about achieving it.

[image: Camera lens]5. Attentional Control
Used extensively by sports coaches to teach how to focus better and for longer.  Developing      mindfulness which is learning how to notice what is around you.  mentaltoughness.partners



Growth Mindset

[image: ]Carol Dweck devised the concept of ‘Growth Mindset’. Dweck, a Stanford University professor of psychology, was interested in finding out how "fixed" intelligence really is. 

Those with a growth mindset see intelligence as fluid; something which will increase and flourish through hard work, grit and resilience.
Growth mindset can improve inclusion within organisations. 

This is the understanding that with hard work everyone can learn, improve, and grow. Organisations with growth mindset cultures are more likely to promote on potential, giving a wider pool of people a chance.  

But it only works if leaders are prepared to coach and develop their people. 
In doing so organisations will increase innovation and be more inclusive. 
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In order to grow as a professional and have a thriving career, you need to have a clear idea of what you’re doing well, what can be improved upon, and how your actions are being perceived. Without clear and honest feedback, there is no room for professional growth. Existing problems will be left to fester, you may be left feeling confused and frustrated. Even if you ask for feedback, many people may be hesitant to be absolutely honest with you. The process you follow for doing so is critical for creating an opportunity for truthful dialogue.

To improve your skills and grow professionally, it's essential that you get feedback on your work – you can't fix something that you don't know is broken!
Feedback can help you to improve your performance and boost your career prospects. It may even lead to a promotion or to other opportunities. Your self-confidence will grow, and it demonstrates to your boss that you truly care about your work.
On the other hand, not getting any feedback can make you think that your contributions aren't valued or noticed. This can make you question the importance of the work that you're doing and your overall competency. It can also damage your morale and self-esteem.
This is why it's important for you to take the initiative in asking for feedback, especially if the people you need it from aren't offering it regularly. (For instance, some managers may only provide detailed feedback during annual performance reviews.)
An additional benefit is that when you ask for feedback, you do it on your terms. You're mentally ready to hear the good and the bad, and you're open to working hard to improve.
Overcoming a Fear of Feedback
Asking for feedback can be a bit intimidating, because you're opening yourself up to possible criticism. This can be difficult at first.
You can overcome this fear by adjusting your mindset. Remember that no one is perfect – all of us make mistakes, and there's always room for improvement. In this respect, you're the same as everyone else in your organization.
But it takes courage to admit that you're not perfect. As such, if you ask for feedback, you've already put yourself a step above the majority who don't.
How to Ask for Feedback
We'll now look at how you can ask for feedback effectively:
1. Consider the Timing
First, think about why you want feedback, so that you can time your request appropriately. For instance, do you want feedback on your general performance, or on a specific project, task, or event?
If you need feedback on general performance, then you can ask for it at any sensible time. However, if you need feedback on something specific, such as the meeting you just led or the report you just submitted, it's most helpful to ask for it right after the event takes place. This immediacy will ensure that you get the most accurate picture of your performance.
2. Be Specific
Whenever you ask for feedback, be as specific as possible.
General questions such as "How am I doing?" will most likely receive general answers. You'll get better feedback by asking specific questions such as "Have my weekly reports been as thorough as you want them to be?"
You can also ask for a specific action to take. For instance, you could ask, "What's one thing I could do, in your opinion, to improve my work?"
If you're unsure about why the other person is giving you a specific type of feedback, or if you feel that person might have jumped to the wrong conclusions, then ask further questions. It's important to clarify any feedback while the person is giving it; if you don't, you'll just stew over it later, and may even jump to some incorrect conclusions yourself.

3. Be Graceful
If you receive negative feedback, it's tempting to provide an excuse for your behaviour or to point the finger of blame at someone else.
Therefore, it's important to learn how to handle criticism with grace. Remember, you asked for this opportunity to improve! Be open and diplomatic in your responses and thank the other person for their time and effort.
4. Really Listen
When you receive feedback, you might instantly start thinking of excuses to explain your behaviour, or you might start planning what you're going to say when the other person has finished speaking.
So, make an effort to listen in detail when receiving feedback. Use Active Listening so that you get the full measure of what the person is saying.
How to Use Feedback Effectively
Feedback is only useful when you take the next step and actually do something with it.
Explore the feedback that you receive before you take action on it. This will help you to understand why your behaviour needs to change. (You may find the Feedback Matrix useful for thinking about this.)
Once you better understand the feedback, come up with a plan for how to use it. Ask yourself how you're going to improve and write out the steps that you need to take.
This can become an important personal goal. For instance, imagine your boss says that you need to work on your presentation manner, especially your nerves. You could make this a goal and commit to spending some time on it so that you can improve your presentation skills.  mindtools.com

[image: ]Ask – Tell – Ask -Tell Method

The Johari window is a simple and easy-to-understand visual diagram, designed by Joseph Luft and Harry Ingram, which explains how the process of both giving and receiving feedback can affect our awareness by learning what others see and explaining to them what we ourselves see.

[image: Johari Window Diagram]
The four areas above (also known as 'windowpanes) represent the various areas of self-awareness that we all possess. These areas are both interdependent and mutually exclusive, and enlargements and reductions of one will have an equal and opposite effect on one or multiple of the other windows. 
These four areas are:
Arena – open to both ourselves and others
Blind spot – open to others but closed to us
Façade – known to us but hidden from others
Unknown – unknown to self and others; but linked to our subconscious.
By utilising the Johari Window, one can begin to understand how self and group awareness shift as we either:
· Disclose more information about ourselves and what we see
· Learn more about how others see us

For personal leadership development, it would be useful to explore all four areas or windows. By disclosing more information or learn more from others, we should see a reduction in any or all of these areas/panes:
· Façade
· Blind spot
· Unknown areas
Reductions in the size of these areas will cause an equivalent enlargement in the size of the arena (open) area. There are numerous exercises which facilitate the giving and receiving of feedback, and therefore trust and understanding, increasing the size of the open area. 

These can include:

· Being coached
· Being mentored
· Performance review/appraisal
· 360-feedback and analysis
· Psychometric self-assessment 
· Accredited development programmes
· Group feedback and interaction sessions



SWOT Analysis
[image: ]

Reflective practice is not only about current/past work, role or situations. It can be used to include planning for a future role. It’s not about growing/changing the organisation or making your department more efficient – it’s about you. 
It gives you an opportunity to think about which direction you want your career to take and work out what skills and knowledge you’ll need to get there. 

There are two ways that you can record this – SWOT Analysis and a Development Plan.
 
A SWOT analysis encourages you to think about your Strengths, Weaknesses, Opportunities and Threats. It’s an effective way to take stock of your personal abilities and the things beyond your immediate control that might help or hinder your development. The strengths and weaknesses boxes are for thinking about what comes naturally to you, and what will  require more work; opportunities and threats are environmental and situational factors that could have a  bearing on your professional progress.
.
Development Plan (Goals, Objectives and Actions)
Goals are the overarching ‘output’ of your plan, the high-level strategic statements that explain where you’ll be or what you’ll be doing if your development plan is a success.  Objectives narrow your goals into focused areas of learning that will help you achieve that overarching aim. Objectives are meaningless without actions – the precise and specific things you can do to progress towards your objectives, and, in turn, your goals.  Actions are the most tangible elements of a development plan, because they help you test what you’ve gained so far. For that reason, they must be measurable. This is why your actions must conform to the SMART model.
[image: ]SMART Goal Setting 

SMART stands for Specific, Measurable, Achievable, Relevant and Time-based.  Sticking to this model ensures that your actions clarify your progress towards objectives and goals.  For example, improving your public speaking works well as an objective because it’s a specific and focused aim that will move you towards your goal if achieved.  The actions supporting this objective need to explain how you’ll go about achieving it, so that you can accurately measure your progress.
It’s not enough to say you’ll take action by ‘researching courses’ – only attending the course is a tangible learning experience, and only you will know how much you learned from it. Future actions must therefore be agreed or booked at the time of submitting your development plan, with a contingency plan in place if this isn’t possible.

Keeping in time

A successful development will have between one and three goals, each supported by two to four objectives, with two or three actions for each objective. 
Detail is important, but don’t spread yourself too thinly – the most successful plans are clear and focused.  It’s important to apply a time dimension to each action, too – when will it start and end?   If it’s ongoing, when do you plan to review your progress?

Time is a factor in preparing your development plan. 
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Description automatically generated]It is impossible to write the night before the deadline, because a strong development plan demands proper reflection, research and consideration. 

Things that we must consider when creating development plans:

· How do they fit in with short, medium and long tern requirements for the role? 
· How do they reflect Organisational objectives and professional standards?
· What are the development needs against current role and future roles? 

Goal Setting
How many of us set resolutions at the beginning of every year? Why do we set them? Have any of us achieved a resolution we have set?  How did it feel when we achieved it/failed it? 
What is the difference between a resolution and a goal?  What is the key to success in both of these instances? How can we protect ourselves of we don’t’ achieve them? 
Top-level athletes, successful businesspeople and achievers in all fields all set goals. 
Setting goals gives you long-term vision and short-term motivation. 

It focuses your acquisition of knowledge and helps you to organise your time and your resources so that you can make the most of your life.  By setting sharp, clearly defined goals, you can measure and take pride in the achievement of those goals, 
and you'll see forward progress in what might previously have seemed a long pointless grind. You will also raise your self-confidence, as you recognise your own ability and competence in achieving the goals that you've set.

You set your goals on a number of levels:

•First you create your "big picture" of what you want to do with your life (or over, say, the next 10 years), and identify the large-scale goals that you want to achieve.
•Then, you break these down into the smaller and smaller targets that you must hit to reach your lifetime goals.
•Finally, once you have your plan, you start working on it to achieve these goals.

This is why we start the process of setting goals by looking at your lifetime goals. 
Then, we work down to the things that you can do in, say, the next five years, then next year, next month, next week, and today, to start moving towards them.  Be aware of setting yourself MAD Goals (Mammoth and Demanding) – these can come later. 

If you are someone who does not like setting goals or hasn’t set goals before consider setting smaller more achievable goals to begin with. 

With any goal you set consider who are you going to share them with? 

What resources do you have to support you? 

What will success look like if you achieve your goals? 

What will you do if you are unable to achieve your goals? 

How will you measure whether you have been successful? 

How will you ‘check in’ along the way to ensure you are on target to achieve your goals? 

The following broad guidelines will help you to set effective, achievable goals:

•State each goal as a positive statement – Express your goals positively – "Execute this technique well" is a much better goal than "Don't make this stupid mistake.“

•Be precise – Set precise goals, putting in dates, times and amounts so that you can measure achievement. 
If you do this, you'll know exactly when you have achieved the goal, and can take complete satisfaction from having achieved it.

•Set priorities – When you have several goals, give each a priority. This helps you to avoid feeling overwhelmed by having too many goals and helps to direct your attention to the most important ones.

•Write goals down – This crystallizes them and gives them more force.

•Keep operational goals small – Keep the low-level goals that you're working towards small and achievable. If a goal is too large, then it can seem that you are not making progress towards it. Keeping goals small and incremental gives more opportunities for reward.

•Set performance goals, not outcome goals – You should take care to set goals over which you have as much control as possible. 

It can be quite dispiriting to fail to achieve a personal goal for reasons beyond your control!  In business, these reasons could be bad business environments or unexpected effects of government policy. 

In sport, they could include poor judging, bad weather, injury, or just plain bad luck.
If you base your goals on personal performance, then you can keep control over the achievement of your goals and draw satisfaction from them.

•Set realistic goals – It's important to set goals that you can achieve. 
All sorts of people (for example, employers, parents, media, or society) can set unrealistic goals for you.
 
They will often do this in ignorance of your own desires and ambitions.
It's also possible to set goals that are too difficult because you might not appreciate either the obstacles in the way or understand quite how much skill you need to develop to achieve a particular level of performance.  When you've achieved a goal, take the time to enjoy the satisfaction of having done so. Absorb the implications of the goal achievement and observe the progress that you've made towards other goals.

If the goal was a significant one, reward yourself appropriately. 

All of this helps you build the self-confidence you deserve.

With the experience of having achieved this goal, review the rest of your goal plans:

•If you achieved the goal too easily, make your next goal harder.
•If the goal took a dispiriting length of time to achieve, make the next goal a little easier.
•If you learned something that would lead you to change other goals, do so.
•If you noticed a deficit in your skills despite achieving the goal, decide whether to set goals to fix this.

National Decision Model
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The mnemonic CIAPOAR can help users to remember the six key elements of the NDM. It also acts as an aide-memoire in aspects of decision-making.
Code of Ethics – Principles and standards of professional behaviour.
Information – Gather information and intelligence.
Assessment – Assess threat and risk and develop a working strategy.
Powers and policy – Consider powers and policy.
Options – Identify options and contingencies.
Action and review – Take action and review what happened.

The Code of Ethics is a first for everyone who works in policing in England and Wales. It sets out the principles and standards of behaviour we expect to see from police professionals. It applies to every individual who works in policing, whether a warranted officer, member of police staff, volunteer or someone contracted to work in a police force. 

You are expected to use the Code of Ethics to guide your behaviour at all times - whether at work or away from work, online or offline.

As professions we should invest in all our people. Other established professions ensure that members acquire and maintain the skills and knowledge necessary to perform their role. In these professions it is normal to find a clear system of continuous professional development, accreditation for specific roles and a code of ethics or professional conduct. 


[image: ]Section 2 - Leadership
Leadership definitions and descriptions vary enormously.  Examples of Leadership can be extremely diverse too.  We can find Leadership in every sort of work and play, regardless of scale and financial or official authority.  Given the many ways in which Leadership operates, it is no surprise that Leadership is difficult to define.
The practical aspects of leadership are not as easy as theoretical explanations that exist in the many publications on this subject matter. It could be argued that leadership is about behaviour first and skill second. There are natural leaders and others who need a little more guidance in regard to the leadership process. Qualities such as confidence and charisma will continue to grow from experience within a leadership role, and individuals will become better leaders as a result of this experience.
Good leadership, supervision and management are not an exact science. They are the product of many factors including circumstances, deadlines, individuals, team dynamics, cooperation, skills availability. 

When we hear the word “leadership,” our internal biases default to managing others. A title doesn’t make a person a leader. Some managers are good leaders — some aren’t. People without anyone supervisory roles in the organisation are capable of exhibiting excellent leadership skills superior to many other people who have “manager” in their title.

Attributes are key to enable effective leadership – attributes are hidden drivers; we are born with them but can also develop them over time.
Attributes determine how you process and respond to what is around you. They appear in times of challenge, stress and uncertainty. These situations will reveal a person’s default settings which are their attributes. 

Don’t confuse skills with attributes, they are not the same thing. Skills are taught and an easy way of measuring performance which is why many job application forms have a skills section. But skills don’t give an in-depth insight into that person, and they don’t tell us what to do when the environment is so unknown that you don’t have the right skills to apply. That’s where attributes become crucial because leaders will always face challenging, stressful and uncertain situations.

Four key attributes that leaders should possess are:

· Accountability – taking ownership for decisions and their consequences
· Authenticity – demonstrating consistency. Consistency build trust. 
· Empathy – It is key but in the right contact e.g different policing roles require different amounts of empathy and too much can sometimes be detrimental depending on the situation.
· Decisiveness – the ability to make clear, well-informed and timely decisions. Critical to establishing credibility.
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Management: 
Focus on ‘How’. Coping with complexity by producing order and predictability to a situation. 

Planning & Budgeting: establish agendas, set timetables, allocate resources. 

Organising and staffing: provide structure, make job placements, establish rules and procedures. 

Controlling and problem solving: develop incentives, generate creative solutions, take corrective actions. 

Leadership: Focus on ‘Why’. Learning to cope with the uncertainties of rapid change. 

Visioning and setting directions: create vision, clarify big picture, set strategies. 

Aligning people: Communicate goals, seek commitment, build teams and coalitions. 

Motivating and inspiring: Inspire and energise, empower people, satisfy unmet needs. 
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Description automatically generated]The difference between manager and leader:
Leaders have vision and are of spirit, whereas managers are of the mind.

Leaders are essential for an organization, whereas managers are necessary for organization.

Leaders look for growth and development, whereas managers look for rapid results.

Knowing your team’s strengths & weaknesses is essential in order to manage that team.
[image: ]John Adair's action centred leadership a model for team leadership and management
Adair was probably the first to demonstrate that leadership is a trainable, transferable skill, rather than it being an exclusively inborn ability. He helped change perception of management to encompass leadership, to include associated abilities of decision-making, communication and time-management. As well as developing the Action Centred Leadership model, Adair wrote over 40 books on management and leadership, including Effective Leadership, Not Bosses but Leaders, and Great Leaders. 
Leadership is different to management. All leaders are not necessarily great managers, but the best leaders will possess good management skills. One skill set does not automatically imply the other will be present. Adair used the original word meanings to emphasise this: Leadership is an ancient ability about deciding direction, from an Anglo-Saxon word meaning the road or path ahead; knowing the next step and then taking others with you to it. Managing is a later concept, from Latin 'manus', meaning hand, and more associated with handling a system or machine of some kind. The original concept of managing began in the 19th century when engineers and accountants started to become entrepreneurs. 
There are valuable elements of management not necessarily found in leadership, e.g. administration and managing resources. Leadership on the other hand contains elements not necessarily found in management, e.g., inspiring others through the leader's own enthusiasm and commitment. The three elements - Achieving the Task, Developing the Team and Developing Individuals - are mutually dependent, as well as being separately essential to the overall leadership role. 
Adair set out these core functions of leadership and says they are vital to the Action Centred Leadership model: 
Planning - seeking information, defining tasks, setting aims 
Initiating - briefing, task allocation, setting standards 
Controlling - maintaining standards, ensuring progress, ongoing decision-making 
Supporting - individuals' contributions, encouraging, team spirit, reconciling, morale 
Informing - clarifying tasks and plans, updating, receiving feedback and interpreting 
Evaluating - feasibility of ideas, performance, enabling self-assessment 

John Adair's simple Action-Centred Leadership model (provides a great blueprint for leadership and the management of any team, group or organisation. Action Centred Leadership is also a simple leadership and management model, which makes it easy to remember and apply, and to adapt for your own situation.
Good managers and leaders should have full command of the three main areas of the Action Centred Leadership model, and should be able to use each of the elements according to the situation. Being able to do all of these things, and keep the right balance, gets results, builds morale, improves quality, develops teams and productivity, and is the mark of a successful manager and leader. 
The three parts of Adair's Action-Centred Leadership model are commonly represented by three overlapping circles. These illustrate Adair's three core management responsibilities:
· Achieving the Task 
· Managing the Individual
· Managing the Team or group

John Adair’s Action Centred Leadership is a simple leadership and management model, which is highly adaptable to many leaderships or management situations.

Good managers and leaders should have full command of all three areas of the Action Cantered Leadership model. Being able to do all of these things, and keep the right balance, gets results, builds morale, improves quality, and develops teams and productivity.
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Your responsibilities as a manager for achieving the Task are:

· Identify aims and vision for the group, purpose, and direction – define the activity (the task)
· Identify resources, people, processes, systems and tools (inc. financials, communications, IT)
· Create the plan to achieve the task – deliverables, measures, timescales, strategy and tactics
· Establish responsibilities, objectives, accountability and measures, by agreement and delegation

Your responsibilities as a manager for the Team are:

· Establish, agree and communicate standards of performance and behavior
· Establish style, culture, approach of the group – soft skill elements
· Monitor and maintain discipline, ethics, integrity and focus on objectives
· Anticipate and resolve group conflict, struggles or disagreements
· Assess and change as necessary the balance and composition of the group
· Develop team-working, cooperation, morale and team-spirit
Your responsibilities as a manager for each Individual are:

· Understand the team members as individuals – personality, skills, strengths, needs, aims and fears
· Assist and support individuals – plans, problems, challenges, highs and lows
· Identify and agree appropriate individual responsibilities and objectives
· Give recognition and praise to individuals – acknowledge effort and good work
As the three actions are linked, if you take one away & the process will fail.
The three overlapping circles illustrate that each of the functions are interdependent. This is because individuals make up teams, teams/individuals’ complete tasks and without a task there is no need for a team or individual. If one element is missing or weak then the other elements will suffer. For example, if the team is demotivated then the task will suffer, and one demotivated individual can affect team performance and subsequently task completion. 

Leadership Styles
During the course you will discuss a variety of Leadership models:  

[image: Image result for leadership styles]
Commanding Leadership is also know as autocratic leadership, this is when a leader makes a decision alone. The leader conveys the decision to staff and they have to work within the scope of that decision. As a result, decisions will reflect the opinions and personality of the manager, which in turn can project an image of a confident, well managed business. On the other hand, strong and competent team members may find this limit on decision-making freedom.  
You may be an autocratic/commanding leader if you:
· Have self-confidence
· Are self-motivated
· Communicate clearly and consistently
· Follow the rules
· Are dependable
· Value highly structured environments
· Believe in supervised work environments
The benefits of Autocratic/Commanding Leadership include:
· Can be efficient, especially when it comes to decision-making.
· One person taking charge can keep teams cohesive and consistent.
· Can reduce an individual’s stress by the leader making decisions quickly.
· May make everyone’s individual roles clearer since they are delegated specific duties and are not encouraged to step outside of that role.
· Autocratic leaders can promote productivity through delegation, provide clear and direct communication, reduce employee stress by making decisions quickly on their own
The challenges of Autocratic Leadership include:
· Can stifle creativity, collaboration, innovation and diversity in thought.
· Highly stressful because the leader feels responsible for everything.
· Often resented by individuals as the leader lacks flexibility and often does not want to hear others’ ideas, leaving them feeling that they don’t have a voice
· Autocratic leaders are often prone to high levels of stress because they feel responsible for everything. Since they lack flexibility and often do not want to hear others’ ideas, these leaders are often resented by the team
[image: Image result for leadership styles]
Democratic Leadership encompasses discussion, debate and sharing of ideas. The democratic style encompasses the notion that everyone should play a part in the group's decisions. However, the democratic style of leadership still requires guidance and control by a specific leader.  The democratic style demands the leader to make decisions on who should be called upon within the group and who is given the right to participate in, make and vote on decisions.
You may be a democratic/participative leader if you:
· Value group discussions
· Provide all information to the team when making decisions
· Promote a work environment where everyone shares their ideas
· Are rational
· Are flexible
· Are good at mediation



Benefits of Democratic Leadership: 

· Under this leadership style employees can feel empowered, valued and unified. It has the power to boost retention and morale. It also requires less managerial oversight, as employees are typically part of decision-making processes and know what they need to do.
· Creativity and innovation are encouraged, valuing the process of generating new ideas.
· Collaboration creates strong solutions for complex issues.
· High employee engagement and involvement.
· Higher productivity.
· A strong feeling of team accountability.
Challenges: 
This leadership style has the potential to be inefficient and costly as it takes a long time to organize big group discussions, obtain ideas and feedback, discuss possible outcomes and communicate decisions. It also can add social pressure to members of the team who don’t like sharing ideas in group settings
· Can cause confusion, delays and conflict.
· Can lack focus and direction.
· Some team members’ ideas and opinions may get more attention than the ideas of others, causing resentment.
· Collaborative decision-making is time-consuming.
· The team may have limited expertise or experience to contribute fully.
· Employees can get too used to being involved in decision-making and expect to be included in all decisions, even when it is not appropriate, possibly causing conflict

1. [image: ]Laissez-faire Leadership (derived from the French meaning 'leave alone') is a loose leadership style. It allows employees to carry out activities freely within broad limits.  It differs from the democratic style in that individuals are able to behave independently and make their own decisions, rather than coming together on an agreed course of action.
You may be a laissez-faire leader if you:
· Effectively delegate
· Believe in freedom of choice
· Provide sufficient resources and tools
· Will take control if needed
· Offer constructive criticism
· Foster leadership qualities in your team
· Promote an autonomous work environment
Benefits: 
This style encourages accountability, creativity and a relaxed work environment which often leads to higher employee retention rates.

The pros of Laissez-faire Leadership include:
· Encourages trust between team members and leader.
· Inspires independent thinking and acting.
· Less fear of failure.
· Can lead to increased creativity and innovation.
· Empowers individuals.
· Promotes the concept of self-managing teams.
Challenges: 
Laissez-faire leadership style does not work well for new employees, as they need guidance and hands-on support in the beginning. This method can also lead to a lack of structure, leadership confusion and employees not feeling properly supported.

The cons of Laissez-faire Leadership include:
· Often hard for leaders to “let go” enough.
· Leaders can appear too distant and unapproachable.
· Can result in low productivity.
· Not effective with unskilled or unmotivated individuals.
· Conflict can occur between team members.
· Team members may vie to fill the leadership void.


[image: ]Transactional Leadership starts with the idea that team members agree to obey their leader when they accept a job. The "transaction" usually involves an organisation paying team members in return for their effort and compliance. The leader has a right to "punish" team members if their work doesn't meet an appropriate standard.
Although this might sound controlling, transactional leadership offers some benefits. For one, this leadership style clarifies everyone's roles and responsibilities. Another benefit is that, because transactional leadership judges team members on performance, people who are ambitious or who are motivated by external rewards – including compensation – often thrive.  The downside is that team members may feel they have little control of job satisfaction which in turn can lead to high staff turnover. 
You may be a transactional leader if you:
· Value corporate structure
· Micromanage
· Don’t question authority
· Are practical and pragmatic
· Value goal-hitting
· Are reactionary
Benefits: 
Transactional leaders facilitate the achievement of goals, through short-term goals and a clearly defined structure.
Challenges: 
Being overly focused on short-term goals and not having long-term goals can cause a company to struggle with adversity. This style stifles creativity and is unmotivating to employees who are not incentivized by monetary rewards.

[image: ]Transformational Leadership is often seen as the opposite to transactional leadership style.  Transformational leadership aims to change and transform people.  It influences followers to want to achieve more than what is usually expected of them and is based on attaining follower commitment opposed to follower compliance. It creates a desire for people to work as a team in an enjoyable and non-threatening culture. The Transformational Leader may use social networking to create a direct link to team members.  This theory is based on the ability of the leader to inspire the work force to perform at their best by using personal characteristics to inspire others to achieve goals.
You may be a transformational leader if you:
· Have mutual respect with your team
· Provide encouragement
· Inspires others to achieve their goals
· Think of the big picture
· Places value on intellectually challenging your team
· Are creative
· Have a good understanding of organizational needs
Benefits: 
Transformational leadership values personal connections with their teams, which can boost company morale and retention. It also values the ethics of the company and team instead of being entirely goal-oriented.
Challenges: 
Since transformational leaders look at individuals, it can cause team or company wins to go unnoticed. These leaders can also overlook details.

[image: ]Situational Leadership dictates that different situations demand different styles of leadership.  Therefore, an effective leader must be able to adapt their leadership style according to the situation.  The model is based on the leader assessing development level toward a specific task and matching the most appropriate leadership style.  

Benefits
· Leaders are able to use whichever leadership style they believe is best in a given situation.
· A situational leadership style can be more comfortable for good leaders who know how to use it.
· This type of leadership style is fairly simple, as all that is needed is the ability to assess a situation and adjust to it.
· Situational leadership can create a more comfortable environment for employees as the leadership style implemented will typically match their needs.
· This type of leadership accounts for the various levels of development in employees and helps to address each employee's skill level and needs.
Disadvantages
· Situational leadership could cause confusion within an organization, as a situational leader may constantly change their approach to address each team or individual's needs.
· Situational leadership tends to only focus on short-term goals and as a result, may overlook long-term goals.
· Situational leadership often does not work well when repetitive tasks need to be completed, as this type of leadership is flexible, and many task-driven environments are not.
· Situational leadership depends on the leader's ability to judge an employee's maturity level. Some leaders are unable to do this effectively and may, therefore, provide a style of leadership that does not suit a particular employee or team.

[image: Overlap | Qualities of Adaptive Leadership: Presence and Availability]Adaptive Leadership “mobilises people to tackle tough problems” Heifetz (1996) rather than relying upon the leader trying to drive change from the top down.  It recognises leadership is complex and that future leaders need to be self-aware and adaptable.  Adaptive leadership recognises there are basically two kinds of problems that people confuse when trying to find solutions:

· “Technical problems” where an adequate response has been developed; there are one or more experts with general credibility and an established procedure or protocol will suffice.  For example, a critical incident; although the situation may be complex, there is an established procedure to follow, etc.  
· “Adaptive problems” where procedures don’t exist, there are no recognised experts, and no adequate responses developed such as organisational change.  The problem definition is not clear cut and technical fixes are unavailable. It calls for Adaptive leadership where the leader does not have the answers. Instead, the leader has to find a way of mobilising and motivating people to work together to find new solutions that will succeed. 
Adaptive leadership is about first recognising what kind of challenge or situation is being dealt with, then deciding on a course of action that utilises either a management style or a range of leadership qualities to mobilise people in order to find an appropriate way forward.  

[image: ]Supportive Leadership Supportive leadership is a naturally organic and emotionally sensitive style; like other styles, it is especially useful in certain circumstances, but the organisation must adopt a culture that encourages such styles for them to be effective.

In supportive leadership, the manager is not so interested in giving orders and managing every detail as in giving employees the tools they need to work themselves. While delegation is a vital part of supportive leadership, managers do not simply assign tasks and then receive the results. Instead, they work through the tasks with employees to improve skills and talent until the manager does not need to worry about a task being done correctly and the employee is fully empowered in a particular area.

Supportive leadership styles are defined by their approach to emotions, training and time. Supportive leaders listen carefully to their employees and help them deal with stress and the conflicting personalities of other employees. This requires empathy and a degree of sensitivity that is difficult for some managers to achieve. Supportive leaders then train employees to deal with issues themselves, as they arise, relying on the manager when necessary but dealing with the problems themselves as much as possible. This requires significant time investment by the leader.
Supportive leadership helps to build and maintain effective interpersonal relationships. A manager who is considerate and friendly toward people is more likely to win their friendship and loyalty. The emotional ties that are formed make it easier to gain cooperation and support from people on whom the manager must rely to get the work done. It is more satisfying to work with someone who is friendly, cooperative, and supportive than with someone who is cold and impersonal, or worse, hostile and uncooperative. (Yukl, 2010)
If you practice supportive leadership, your people will likely be more satisfied with you and with their jobs. The research on the relationship between supportive leadership and employee performance is not well established, but there is some evidence suggesting that supportive leadership can enhance performance.
Here are some behaviors that supportive leaders should work on (Yukl, 2010):-
· Show acceptance and positive regard for others.
· Be polite and considerate, not arrogant and rude.
· Treat each employee as an individual.
· Remember important details about the person (like their name!).
· Be patient and helpful when giving instructions or explanations.
· Provide sympathy and support when the person is anxious or upset.
· Express confidence in the person when there is a difficult task.
· Provide assistance with the work when it is needed.
· Be willing to help with personal problems.
· Listen more than you talk, that’s why you have two ears and only one mouth.
· Develop others by giving praise
· Allow others to take the lead in order to grow and gain some insights on what it takes to be a leader.
Supportive Leadership can also be referred to as Participative Leadership
[image: ]Visionary leaders have a powerful ability to drive progress and usher in periods of change by inspiring employees and earning trust for new ideas. A visionary leader is also able to establish a strong organizational bond. They strive to foster confidence among direct reports and colleagues alike.
Visionary style is especially helpful for small, fast-growing organizations, or larger organizations experiencing transformations or corporate restructuring.



You may be a visionary leader if you are:
· Persistent and bold
· Strategic
· Risk-taking
· Inspirational
· Optimistic
· Innovative
· Magnetic
Benefits: Visionary leadership can help companies grow, unite teams and the overall company and improve outdated technologies or practices.
Challenges: Visionary leaders may miss important details or other opportunities because they’re so focused on the big picture. They may also sacrifice the resolution of present-day issues because they are more future-oriented, which could leave their team feeling unheard.
The Affiliative leader chooses to use will affect the emotional, mental and physical health of their team. Whether this effect is positive or negative depends on which style. Affiliative leadership is one of many styles of leadership that positively impacts employees. In this article, we explain what affiliative leadership is, why it's beneficial and how to become a great affiliative leader.[image: ]

Benefits of affiliative leadership
Here are some of the main advantages of the affiliative leadership style:
Creates effective teams
This style of leader does a great job at building strong, close-knit teams and collaborative companies. Creating unity within the workplace provides employees with a sense of safety and inclusiveness, which helps reduce employee turnover and increase productivity and job satisfaction.
Increase employee morale
Affiliative leadership motivates employees by giving workers more freedom to express their opinions, feelings and creative ideas. Workers feel valued and vital to the company when they have more autonomy, boosting their desire to perform well and contribute more to their work.
Builds employee trust
Employees typically open up more to leaders that express an interest in their well-being, naturally creating a trusting relationship. Transparency between managers and employees is essential for building a team that trusts one another and inspiring team members to speak up about issues and ideas.
Provides guidance during crises
Affiliative leaders are often used to help teams or companies in challenging times, such as a merger, cut back or another transitional period that impacts the well-being of employees. This leadership style allows workers to process what is going on and work through their emotions while maintaining work production and quality or getting it back up to normal speed.
Resolves conflicts more efficiently
Affiliative leadership helps avoid conflicts before they grow bigger by taking proactive measures. Because this style is tuned into emotions, a leader can read team member relationships and notice when tension is high, then work quickly to come up with a solution to avoid a larger issue. This helps maximize team cohesion and productivity.
Reduces workplace stress
Employees with a caring leader often experience less burnout and greater job satisfaction. Affiliative leaders work hard to improve employee well-being by using positive interactions and inspiring others to do the same, which helps reduce potential stress caused by negative work experiences.
Affiliative leadership characteristics
This style of leadership is characterized by the following qualities:
Creates harmony
This style focuses on conflict resolution in the workplace, prioritizing meaningful connections and the emotional needs of their employees. This mutual leadership technique helps prevent the potential adverse effects of negative criticism and maintains a peaceful, empathetic work culture.
Understands others' needs
Affiliative leadership focuses on connecting with individuals and reading their emotions to ensure their well-being.
Offers praise
One of the main characteristics of affiliative leadership is motivating employees through reward. It focuses on offering praise and encouragement to support the growth of an individual.
Allows flexibility
Flexible working conditions, such as casual Fridays or work-from-home days, is another characteristic of this style of leadership. Affiliative leaders use more laid-back and comfortable work environments to build trust with employees and reduce stress.
Encourages creativity
This leadership style encourages the flow of creativity and innovative thinking, allowing employees to use their imagination to discover new ways of accomplishing goals and solving problems. This also encourages teams to work together and share ideas more freely.
Builds resilience
Affiliate leadership helps teams and entire organizations overcome major impactful events. It encourages flexibility during periods of transition and helps mitigate potential emotional challenges during change.
Focuses on the positive
Overall, affiliative leadership centres around positive interactions, advocating for productive feedback and empathetic communication.
Disadvantages of Affiliative Leadership
Affiliative leaders tend to avoid conflict.
A supervisor practicing this leadership style may be quick to work on repairing the relationships between team members if a conflict occurs. These leaders tend to stay away from dealing with conflicts that they may be asked to create, however, because they focus on relationship-building within their team. If a team member is under-performing, the affiliative leader is likely to ignore the performance.
It can reduce team productivity levels.
An affiliative leader relies on the personal integrity and self-discipline of each individual team member to maximize productivity levels. If these leaders allow an under-performing team member to go unchecked, then other members of the team may choose to take advantage of that situation. If a mediocre performance is good enough, then why work harder to achieve more? Productivity levels will plummet when these leaders avoid conflict.
This leadership style struggles with complex problems in the workplace.
An affiliative leader tends to offer positive feedback only when working with their direct reports. Because they eliminate the negative or constructive feedback from consideration, it is possible to lead workers down the wrong path without realizing it. There are times when a worker needs to stop doing what they are doing. If the affiliative leader can’t find a positive spin to make that happen, then it isn’t going to happen.
Affiliative leaders can create an attitude of complacency.
When people are surrounded by positive feedback all the time, it can make them think that they’ve reached the epitome of skill and success in their field. That feeling can cause them to stop the development process. Complacency is a common issue found in people who report to leaders practicing the affiliative style of leadership. Over time, even skilled workers can become unskilled because they have failed to keep up with modern practices and techniques.
These leaders can sometimes lose sight of the vision.
Affiliative leaders are often focused on the welfare of their direct reports. That positive focus contributes to the overall vision and mission of the organization. That focus can also become the primary element of their job responsibilities each day. When these leaders are focused on their direct reports and their welfare more than their responsibilities to the company, then it becomes easier to lose sight of the overall mission. They stop looking at the big picture to solve the problems they see forming within their team.
Affiliative leaders avoid scenarios that make them feel uncomfortable.
An affiliative leader focuses on their own feelings too. They like to feel happy and positive about what they do every day at work. If there is a scenario that makes them feel uncomfortable, then they may do their best to avoid it altogether. There is a hesitance with this leadership style to confront difficult situations in a head-on manner. A leader might try to delegate the responsibility, ignore it to hope it goes away, or wait as long as possible before doing something about the situation.
[image: ]The pacesetting style is one of the most effective for achieving fast results. Pacesetter leaders are primarily focused on performance, often set high standards and hold their team members accountable for achieving their goals.
While the pacesetting leadership style is motivational and helpful in fast-paced environments where team members need to be energized, it’s not always the best option for team members who need mentorship and feedback.
You may be a pacesetter leader if you:
· Set a high bar
· Focus on goals
· Are slow to praise
· Will jump in to hit goals if needed
· Are highly competent
· Value performance over soft skills
Benefits: 
Pacesetting leadership pushes employees to hit goals and accomplish business objectives. It promotes high-energy and dynamic work environments.
Challenges: 
Pacesetting leadership can also lead to stressed-out employees as they are always pushing towards a goal or deadline. The fast-paced work environment can also create miscommunications or a lack of clear instructions.
[image: ]A coaching leader is someone who can quickly recognize their team members’ strengths, weaknesses and motivations to help each individual improve. This type of leader often assists team members in setting smart goals and then provides regular feedback with challenging projects to promote growth. They’re skilled in setting clear expectations and creating a positive, motivating environment.
The coach leadership style is one of the most advantageous for employers as well as the employees they manage. Unfortunately, it’s often also one of the most underused styles—largely because it can be more time-intensive than other types of leadership.


You may be a coaching leader if you:
· Are supportive
· Offer guidance instead of giving commands
· Value learning as a way of growing
· Ask guided questions
· Balance relaying knowledge and helping others find it themselves
· Are self-aware
Benefits: 
Coaching leadership is positive in nature, and it promotes the development of new skills, free-thinking, empowerment, revisits company objectives and fosters a confident company culture. Leaders who coach are often seen as valuable mentors.
Challenges: 
While this style has many advantages, it can be more time consuming as it requires one-on-one time with employees which can be difficult to obtain in a deadline-driven environment.
[image: ]Finding the appropriate leadership style
Each leadership style has benefits and weaknesses.  Leadership is not a "one size fits all" thing; often, you must adapt your style to fit a situation or a specific group. This is why it's useful to gain a thorough understanding of leadership styles; after all, the more approaches you're familiar with, the more you can shape your approach to the situation.
How do you know which leadership style you should use?  There are a number of things that determine this.  For example, does the work have scope for creativity, or does it need to be completed in a specific way?  Would close management be best, or should you encourage your people to work independently and deliver a finished product?
Different people and different areas of business need different leadership styles. But how do you know which approach is best for each project, person, or situation?  For example, when assessing delegation of work, a leader must first assess the developmental level of each follower and use the most appropriate leadership style to achieve that goal.  Questions asked may include:

· What does the task or project involve?
· How difficult is it?
· Does the team/team member have skills, knowledge and appropriate experience?
· Are they motivated to complete the task?

Tannenbaum and Schmidt

The Tannenbaum-Schmidt Leadership Continuum is a model showing the relationship between the level of authority you use as a leader and the freedom this allows your team.

At one end of the continuum are managers who simply tell their employees what to do. At the other end of the continuum are managers who are completely hands off.

As you move from one end of the continuum to the other, the level of freedom you give your team will increase and your use of authority will decrease. Most managers and leaders will lie somewhere in the middle between these two extremes.

The Leadership Continuum was developed by Robert Tannenbaum and Warren Schmidt in their 1958 HBR article, “How to Choose a Leadership Pattern”

Tannenbaum and Schmidt argued that there are three factors to consider when selecting a leadership style:
You
What is your preferred style?
What are your values?
Your team:
What is your relationship with your team?
Are they ready and enthusiastic to take responsibility?
The situation:
How important is the work being undertaken?
How important or tight are deadlines?
What is the organizational culture?

The continuum of leadership behaviours is shown in the diagram below
.
[image: Tannenbaum-Schmidt Leadership Continuum]
As can be seen from the diagram, the Tannenbaum-Schmidt Leadership Continuum shows the relationship between the level of authority you use as a leader and the freedom this allows your team.

The far left and far right of the diagram represents two extremes of leadership. Autocratic leaders act like dictators and tell their team what to do. On the other extreme, the leader removes themselves fully from all decision making giving complete freedom to the team.

Advantages and Disadvantages

The advantages of the Tannenbaum-Schmidt Leadership Continuum include:

· As a leader, it gives you a range of ways in which to involve and interact with your team.
· Allows you to understand how your approach should change over time as the situation changes.
· Allows experimentation. You can try giving more responsibility to your team, but if that doesn’t work and the team is not ready, you can take a step back.
· It provides an incremental way to increase or reduce your team’s involvement in decision making.
· The disadvantages of the Tannenbaum-Schmidt Leadership Continuum include that it:
· Only examines the process of giving a task to your team, not what happens next. Ignores soft factors such as cultural norms and office politics.
· Doesn’t provide a mechanism to determine what is the right approach from the continuum for your team. It leaves that up to you.

Leadership Continuum Summary

The Tannenbaum-Schmidt Leadership Continuum shows the relationship between the level of authority you use and the freedom this allows your team. If you exercise total authority, you give your team no freedom. Conversely, if you exercise no authority, you give your team total freedom.

Both of these approaches can be useful under certain circumstances; however, most leaders operate somewhere between these two extremes.


[image: ]

[image: ]Leadership within the Police


We have discussed what the Chief Constable has set out in his delivery plan – how overall he wants to strive for a more responsive and engaging organisation, one where we listen and respond to the needs of our own people, so in turn we successfully meet and manage the needs of the public.
[image: ]
.
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As mentioned in our delivery plan supportive and inclusive leadership is the organisational priority. The Management guru, Peter Drucker, based his work on the fact that he believed that managers, above all else, should be leaders. People will follow leaders eagerly and willingly if they motivate and influence. Good leaders might instruct but they do not dictate. Good leaders will also encourage but will not manipulate.  Good leaders do not need to be perfect, and any good leader will know that perfection is an impossible standard to implement. When looking at the last point about leadership is a responsibility this is for all of us to do – it is our responsibility to make everyone in our organisation and out feel safe and valued. 

The Management Guru Peter Drucker said:
“All the effective leaders I have encountered…knew four simple things:
· A leader is someone who has followers.
· popularity is not leadership, results are.
· leaders are highly visible, they set examples.
· leadership is not rank, privilege, titles or money, it is responsibility.”
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Description automatically generated]Compassionate Leadership  
A compassionate leader, as well as being a compassionate person, encourages compassion and caring in the wider organisation.

1. Focused on Connection and Collaboration. – 
Compassionate leaders demonstrate staff centeredness and have a people first approach. They also demonstrate high levels of Emotional Intelligence and an ability to regulate their own feelings and facilitate those they lead to do the same – have high levels of empathy and commitment to understand how their decisions and actions affect those they lead. They invest time and effort into their staff.

2. Adaptable and Flexible. 
Flexibility and adaptability to the environment allows for personalized tailored approaches to situations and followers.  This allows compassionate leaders to respond according to the specific situation and person rather than previously learned ways of responding, Leadership becomes more thoughtful and less reactive.

3. Self-Caring and Balanced.  
Compassionate leaders demonstrate an understanding and capacity to look after themselves and model this self-care to others. Compassionate leaders are balanced, both in looking after themselves and others. Compassionate leaders see value in encouraging, facilitating and ensuring those they lead have work-life balance.

4. Empowering, Enabling and Inclusive.  
Compassionate leaders are empowering and enable self-reflection and development. They deliver feedback that is positive and constructive and focused on developing talent and potential. Even when the feedback may be around addressing performance issues, it is delivered in a manner where the employee receiving the feedback feels heard, understood and respected and not as a personal attack. 



5. Transparent and Open. 
Compassionate leaders realize it is ok to be human and make mistakes. In fact leaders who are transparent and share their mistakes are ones whose employees may feel are more approachable, relatable and human. 

6. Genuine and Authentic 
Compassionate leaders are values based and authentic. Followers find that they never have to question the motives of any leader decisions or behaviours, and followers would always know they are made with the greater good in mind, rather than some of the common self-serving leader behaviours known to be pervasive in corporate and traditional management cultures.

7. Courageous and Committed. 
Compassionate leaders show a distinct level of courage when they choose to be compassionate to self or other. They are after all possibly working against the grain or challenging the typical management status quo and expectations of how leaders are expected to behave. They have a sense of duty and responsibility to do what it right, to act ethically and to evaluate the impact of decisions and behaviours on all those that may be impacted by them. 

Bring Compassion to your teams!  

[image: A picture containing toy

Description automatically generated]Creating a culture of compassion in the workplace is important.  A kinder workplace has profound effects on morale and productivity
When we treat ourselves and others compassionately, we tend to come together in a contributory manner.  Bonds are formed, trust is established, and a willingness to collaborate.  When people come together in a supportive environment there is less fear of failure, which results in greater fortitude. These are helpful qualities to have in any work environment.

1. Offer guidance to a co-worker 
2. Get to know your colleagues, encourage conversation not work related- Take the time to introduce yourself - Ask them questions about themselves, their families, and what they enjoy.  Greet them & use their name. 
3. Lend a hand to someone who is under a tight deadline  
4. Cultivate a collaborative environment - Invite the whole team to share ideas. 
5. Acknowledge employees' strengths and positive attributes in front of others.
6. Be an example of a compassionate leader 
7. Encourage employees to practice conscious communication - Co-workers who openly talk and share their thoughts and feelings with each other are more likely to work through challenges together. Teach employees how to give feedback in a way that inspires motivation for improvement rather than making someone feel wrong. Guide people to ask sincere questions and listen to one another with interest.
8.Don’t respond to bias/assumption 
9. Create Initiatives 
10. Create employee well being 
11. Take perspective of another person 
12. Practice self-compassionate – to be compassionate to others we need to be compassionate to yourself 

[bookmark: _Hlk94881608][image: ]COMPASSIONATE LEADERSHIP: 
Compassionate leadership builds connection across boundaries, ensuring that the voices of all are heard in the process of delivering and improving care. 

In order to nurture a culture of compassion, organisations require their leaders – as the carriers of culture – to embody compassion and inclusion in their approach

COMPASSIONATE COMMUNICATION

Stay Present 
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Description automatically generated]Focus intently on your breathing and relaxation.  When we become completely absorbed in something as simple as breathing the inner speech can stop momentarily and this allows us to become aware of subtle things that happening around us.  If we bring this into a conversation, we hear more clearly the subtle tones of voice that give emotional meaning to the speaker’s words.

Cultivate Inner Silence 

Most of us are only able to stay relaxed and in the present moment for brief periods of time. Soon it gets interrupted by our inner speech. We especially need to develop the skill to remain silent so that we can give our fullest attention to what other people say. Unconsciously they will know when we’re distracted by our inner speech, and the lack of interest they perceive will make them distance themselves from you. 
Observe Nonverbal Cues 

“Keep your eyes on the ball.” It’s an expression used in sports and often applied to business, but when it comes to interpersonal relationships, it’s essential to keep your eyes on the individual you are speaking with in order to discern the many nonverbal messages we constantly send to others. 

Speak Briefly  

Whenever possible, limit your speaking to thirty seconds or less.  If you need to communicate something essential to the listener, break it into a sentence or two–then wait for the person to acknowledge that they’ve understood you. If the other person remains silent, say another sentence or two, and then pause again. This allows the other person to join in whenever they feel the need to respond or to ask for clarification 

Listen Deeply  

To listen deeply you must stay focused on the person who is speaking: their words, tone, gestures, facial cues–everything. It’s a great gift to give to someone, since to be fully listened to and understood by others is the most commonly cited deep relationship or communication value.  respond specifically to what they just said. If you shift the conversation to what you were previously saying or to a different topic, it will interrupt the flow and your dialogue will be broken.  

When practicing compassionate communication, there’s usually no need to interrupt. If the other person doesn’t stop talking, they may be giving you an important clue. Perhaps their mind is preoccupied, or perhaps they are deeply caught up in their own feelings and thoughts. If this is the case, it’s unlikely that they will be able to listen deeply to what you want to say.


Inclusive leadership is a style of leadership where leaders seek collaboration and communication with colleagues to carry out effective decision-making and problem-solving in the workplace. Inclusive leaders utilise the knowledge and experience of their entire team when making decisions with the ultimate goal of success driving their behaviours. Inclusive leaders are confident and effective leaders, but they are not held back by their egos.

Inclusive leaders are aware of their own partiality and seek to offset this by listening to and considering the views of their peers, colleagues and collaborators at work. Generally, inclusive leadership is a style of leadership that is accepted and welcomed by employees, who value being listened to and consulted on big decisions.

Inclusive Leadership involves:
· Sense of belonging 
· Feeling respected and valued 
· Embrace diverse background, culture and perspectives 
Benefits of inclusive leadership
· can lead teams towards innovative solutions by utilising the knowledge and expertise of all team members.
· improves diversity in the workplace, ensuring that all employees have a voice within management.
· can improve relationships between colleagues and management, encouraging open communication.
· makes employees happier, ensuring they feel listened to and respected at work.
· builds trust between managers and colleagues.
Challenges of inclusive leadership
· can lead to ambiguity of roles, with less clarity on hierarchy and responsibilities between management and staff.
· can create more conflict if teams cannot agree on the correct way to proceed.
· can result in potential power struggles, both between leaders and between staff members.
Character traits and Behaviours of a Compassionate and Inclusive Leader  
· [image: Our Friendly And Supportive Communications Team The ...]Treat employees as individuals – See the people not just workers
· Understanding and valuing the uniqueness of the person while also accepting them as members of the group
· Provide sympathy and support when the person is anxious or upset.
· Be willing to help with personal problems.
· Model Inclusive behaviour to your team
· Be ambassadors of diversity and inclusion – they never miss a chance to spread the word of D&I significance at work.
· They accept and express vulnerability 
· They combat out-dated paternalistic/ leadership styles.
· They’re aware of their own biases and challenge their habitual patterns.
· They’re excellent communicators – i.e. they’re curious and great listeners.
· They understand and adapt to various cultural norms.
· They’re team players, eager to help and do what’s best for the team.

As you can tell some of the traits of an inclusive leaders is similar to a 
compassionate leader. 

Building an inclusive team culture is key.

A manager’s behaviour has a direct link to employee experiences of inclusion—in fact, almost half of an employee’s experience of inclusion can be explained by managerial inclusive leadership behaviours.
There are two broad categories of behaviours that leaders can practice being more inclusive:
· Leading outward is what you do to ensure team members are treated fairly, empowered, and able to flourish.
· Leading inward requires a hard look at who you are and your inner ability to act courageously, learn, and self-reflect.
Employees’ experiences of inclusion at work explain how constructively teams’ problem-solve, how engaged employees are, how interested they are in staying at their jobs, and how much they feel like they can innovate.
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Section 3 – Teamwork
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Description automatically generated]When individuals give priority to their personal interests than work, the team suffers. Individuals not being clear about the team’s goal and their roles and responsibilities in the team also create problems in effective team working. The goal has to be common. Individuals should not have separate goals.

Lack of discussions is again a barrier to effective team working. Team members must not sit quietly in team meetings, instead should speak their heart out. Don’t attend meetings just for fun, come prepared.

Poor communication is also one of the barriers to effective team working. Too much of a complicated hierarchy also result in poor and ineffective communication

Lack of discipline and punctuality also create problems in team. Never be late for work. It is unprofessional to keep others waiting. 
Supervisors should never forget the objective of the team. Adopt a positive attitude and always strive hard to give your level best. Be a little more involved in your work.

Tuckman's Theory

The forming–storming–norming–performing model of group development was first proposed by Bruce Tuckman in 1965, who said that these phases are all necessary and inevitable in order for the team to grow, face up to challenges, tackle problems, find solutions, plan work, and deliver results. 

Psychologist Bruce Tuckman - The Tuckman’s Theory states that teams go through 5 stages of development: forming, storming, norming, performing and adjourning. 
These stages supposedly start when the group first meets and last until the project ends.
You can't just switch on teamwork. It takes time for a new team to "gel" and work to its full potential. What's more, team members go through stages as they move from strangers to co-workers.

Using the Forming, Storming, Norming, and Performing Tool

Follow the steps below to ensure that you're doing the right thing at the right time:

[image: See the source image]
1. Identify the stage that your team is at from the descriptions above.
2. Consider what you need to do to move on to the next stage.
3. Schedule regular reviews of where your team is at and adjust your behaviour and leadership approach accordingly.

[image: Related image]Tuckman's model isn't a one-way street – teams may go back and forth between stages. When you hit the performing stage, keep observing your team's progress in case it slips back. For example, a new team member can disrupt the group dynamic, or a new business direction might mean you have to re-evaluate your team roles and goals.






















You can't just switch on teamwork. It takes time for a new team to "gel" and work to its full potential. What's more, team members go through stages as they move from strangers to co-workers.

What Happens at Tuckman's Forming Stage?

In the beginning, when a new team forms, individuals will be unsure of the team's purpose, how they fit in, and whether they'll work well with one another. They may be anxious, curious, or excited to get going. However they feel, they'll be looking to the team leader for direction.
This may take some time, as people get to know their new colleagues and one another's ways of working.

What Did Tuckman Mean by Storming?

In the storming stage, people start to push against the established boundaries. Conflict or friction can also arise between team members as their true characters – and their preferred ways of working – surface and clash with other people’s.
At this stage team members may challenge your authority or management style, or even the team's mission. Left unchecked, this can lead to face-to-face confrontations or simmering online tensions.
If roles and responsibilities aren't yet clear, individuals might begin to feel overwhelmed by their workload or frustrated at a lack of progress.

How Do I Recognize the Norming Stage?

Gradually, the team moves into the norming stage. People start to resolve their differences, appreciate one another's strengths, and respect your authority as a leader.
Now that they know one another better, your team members will feel more comfortable asking for help and offering constructive feedback. They'll share a stronger commitment to the team's goals, and they should make good progress toward it.

What Does the Performing Stage Look Like?

Now your team is in flow and performing to its full potential. With hard work and structured processes, the team is likely to achieve its goals efficiently.
Judith Stein, from MIT's HR department, says of this stage, "Roles on the team may have become more fluid, with members taking on various roles and responsibilities as needed. Differences among members are appreciated and used to enhance the team's performance." 

What About Tuckman's Adjourning (or Mourning) Stage?

Many teams reach this stage naturally. For example, projects come to an end, or permanent teams are disbanded, and people redeployed.
People who like routine, or who have developed close working relationships with colleagues, may find this time difficult.

Characteristics of Effective Teamwork 
[image: Logo, company name
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Clear objectives which members are committed to
Ideas are expressed openly and honestly
Members participate and listen to each other
Members support and trust each other
The group examines its own progress and behaviour
Conflict is not avoided but brought into the open and deal with constructively

When individuals give priority to their personal interests than work, the team suffers.
Mike never wanted to have a team meeting in the morning as he had to first drop his son to school and then his wife to her office. 

Individuals not being clear about the team’s goal and their roles and responsibilities in the team also create problems in effective team working. The goal has to be common. Individuals should not have separate goals.

Lack of discussions is again a barrier to effective team working. Team members must not sit quietly in team meetings, instead should speak their heart out. Don’t attend meetings just for fun, come prepared.

Poor communication is also one of the barriers to effective team working.
 Too much of a complicated hierarchy also result in poor and ineffective communication

Lack of discipline and punctuality also create problems in team
Never be late for work. It is unprofessional to keep others waiting. 
Supervisors should never forget the objective of the team. Adopt a positive attitude and always strive hard to give your level best. Be a little more involved in your work.

Effective Teamwork within the Police 
[image: ]Characteristics of effective teamwork include the ability to set aside personal prejudices and the willingness to take group responsibilities. An important leadership competency in small and midsize businesses for any company's manager is the ability to create, manage and lead high performing teams

Examples of effective Teamwork within the Police 

· [image: ]Firearm teams
· Police Support Unit (PSU) 
· Ambulance & Fire Service
· Scene of Crime 
· Community Policing
· Roads Policing
· External agencies – Partnership working 

This list is not endless 

What are the benefits of effective team working within the Police? 

· Teamwork can increase safety, improve effectiveness, strengthen communication, boost morale, and make a police department more successful. 
· A well-functioning team has synergy; the group members work together and off each other, improving each other's ideas and actions. 
· A well-functioning team works interdependently; each officer is mutually dependent on the other to get the job done. 
· Also, in a well-functioning team, the members support each other, both professionally and emotionally. 
· Finally, in a well-functioning team, the team members share the same goals and values. 

Managing conflict using the CUDSA model
[image: Deer fighting]When you are in a conflict situation, in the heat of the moment it can sometimes be difficult to remember what to do. There are a number of acronyms that may help you to remember, this one is called CUDSA.

Confront the behaviour
Understand each other's position				
Define the problem
Search for a solution
Agree upon the best solution and put into practice
[image: ]

The Thomas Kilmann Conflict Model
It is common for employees to have conflicts with their co-workers. There may be conflicts due to individual differences between co-workers. In addition, there could be task-related conflicts arising from leadership or company policies. In any case, resolving conflicts in the workplace is important. Workplace conflicts are not desirable both for company performance as well as individual well-being. Let us look at Thomas Kilmann Conflict Model to resolve conflicts in the workplace.
Thomas and Kilmann’s Conflict Model is a powerful way of looking at conflict management. Conflicts are painful for individuals, and it is an important test of managerial skills. Different people respond differently to conflicts. Thomas and Kilmann studied how people managed conflicts. They were greatly inspired by the daily lives of individuals. They observed that most people use one of the five approaches to resolving interpersonal conflicts. Kenneth Thomas and Ralph Kilmann developed a framework using these five approaches. They came up with the Thomas-Kilmann Conflict Mode Instrument or TKI in 1974.
[image: Thomas and Kilmann conflict model]
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Description automatically generated]Do we really mean what we say when we say it? Often not! Again, the situation, circumstances and various other imponderables will determine how we communicate with others. Communication is key to personal leadership and successful interactions. You communicate with others every day on many levels. However, you may not always take time to analyse how your natural ways of interacting affect others. Understanding, appreciating, and accommodating individual differences in communication style can enhance your ability to communicate.

In 1971, American psychologist Albert Mehrabian published his most famous but often misquoted research on communication. This research, which is still relevant today, emphasised the importance of non-verbal communication, referring to the signals that we give another person and the way we interpret the signals given by them. We do not have to be experts in body language to ‘get the picture’ and it is worth remembering that while we may form an impression of someone before they even speak, they are also forming a first impression of us. Remember your body language can present a picture that is different from what is actually being said or what is intended to be said.

[image: See the source image]Clarity
Clear or plain language is characterized by explicitness, short sentences and concrete words. Fuzzy language is absolutely forbidden, as are formal language and cliché expressions.
By avoiding parentheses and keeping to the point, the receiver will get a clear picture of the content of the message. Briefly worded information emphasizes the essence of the message.
Concise
When you’re concise in your communication, you stick to the point and keep it brief. Your audience doesn’t want to read six sentences when you could communicate your message in three.
Are there any adjectives or “filler words” that you can delete? You can often eliminate words like “for instance,” “you see,” “definitely,” “kind of,” “literally,” “basically,” or “I mean.”
Are there any unnecessary sentences?
Have you repeated the point several times, in different ways?

Concreteness
Concrete business communication is also about a clear message. 
This is often supported by factual material such as research data and figures. 
Nothing is left to the imagination.
Correctness
A correct use of language has the preference. In written business communication, grammatical errors must be avoided and stylistic lapses or a wrong use of verbs are not sufficient either in verbal communication. A correct use of language increases trustworthiness and the receiver will feel that they are taken seriously.
 Coherent
When your communication is coherent, it’s logical. All points are connected and relevant to the main topic, and the tone and flow of the text is consistent.
Completeness
The message must be complete and geared to the receiver’s perception of the world. The message must be based on facts and a complex message needs additional information and / or explanation. A good subdivision of subjects will clarify the message as a result of which there will be a complete overview of what is said.
Courtesy
In addition to considering the feelings and points of view of the target group, it is also important to approach the audience in a friendly and courteous manner. Use of terms that show respect for the receiver contribute towards effective communication.
The same goes for the manner in which you address someone. Not everyone will be charmed if you use a familiar form of address and use of a formal address could come across as too distant. By using the word ‘they’ a larger audience is immediately addressed.
Communicating with the target group (Consideration). In order to communicate well, it is important to relate to the target group and be involved. By taking the audience into account, the message can be geared towards them. Factors that play a role in this are for example: professional knowledge, level of education, age and interests.
When statements are varied, they will confuse the receiver.
7 C’s of Communication variations throughout the years
The 7 C’s of Communication have two more variations that are often overlooked, namely Creativity and Credibility.
Creativity
A text will only be lively when the words and sentence structures are used creatively and when short sentences are alternated with longer sentences.
Creativity is especially important in texts in which search words are used, it is essential that the search words are constantly used in a different setting.
Credibility
[image: ]By creating an atmosphere of trust in a conversation or text, you add credibility to the message. This can be achieved by a clear and striking ‘tone’, which indicates that the information you are discussing contains the right information.





[image: Frog with solid fill]LEAPS - This simple mnemonic offers a flexible and structured approach to communicating in all situations, not just those that are confrontational.


Listen 	listen to the whole message and the feelings. Do not just take the content at face value and try not to interrupt.
Empathy	be open-minded about what is said, show understanding, and try not to judge.
Ask	use effective questioning to establish or clarify the facts, seek opinions and check understanding.
Paraphrase		repeat back your understanding of what you have heard.
Summarise 	condense everything that has been said into a concise and simple statement and check on any agreed actions.

How to improve and maintain relationships within a team
[image: ]
Develop Your People Skills
Good relationships start with good people skills. 

Identify Your Relationship Needs
Look at your own relationship needs. Do you know what you need from others? And do you know what they need from you?
Understanding these needs can be instrumental in building better relationships.

Time to Build Relationships
Devote a portion of your day toward relationship building, even if it's just 20 minutes, perhaps broken up into five-minute segments.
For example, you could pop into someone's office during lunch. These little interactions help build the foundation of a good relationship, especially if they're face-to-face.


Focus on Your Emotional Intelligence
Also, spend time developing your emotional intelligence. Among other things, this is your ability to recognise your own emotions and clearly understand what they are telling you
EI also helps you to understand the emotions and needs of others.
[image: ]
Appreciate Others
Show your appreciation whenever someone helps you. Everyone, from your boss to the office cleaner, wants to feel that their work is appreciated. So, genuinely compliment the people around you when they do something well. This will open the door to great work relationships.


Be Positive 
[image: ]Focus on being positive. Positivity is attractive and contagious, and it will help strengthen your relationship s with your colleagues. No one wants to be around someone who is negative all the time. . 
Manage Your Boundaries

Make sure that you set and manage boundaries properly. All of us wish to have friends at work, but occasionally a friendship can impact upon our work, 

[image: ]Listen Actively
Practice active listening when you talk to your colleagues. People respond to those who truly listen to what they have to say. Focus on listening, more than you talk. 







Record information regarding points 3 & 4 that is relevant to you.



Description
What happened?


Feelings
What were you thinking and feeling?


Evaluation
What was good or bad about the experience?


Analysis
What sense can you make of the experience?


Conclusion
What do you need to improve on?


Action Plan
How will you improve?



Offer


Offer guidance to a co-worker 


Get to know


Get to know your colleagues


Lend


Lend a hand to someone who is under a tight deadline  


Cultivate


Cultivate a collaborative environment – 


Acknowledge


Acknowledge employees' strengths and positive attributes in front of others  


Example


Be an example of a compassionate leader 


Encourage


Encourage employees to practice conscious communication
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E 3 . . . .
2 * We will define clear leadership competencies,
~ . . .
expectations and behaviours for our supervisors
°
27 o - . .
. * We will improve our understanding of our current leadership
- capability and will support
28 -  Supervisors to become increasingly confident and capable in
* ° leading teams and supporting change
o * We will review the organisational design of the role of Sergeants and
23 development programmes for all our first line supervisors
P <

* We will modernise our promotion processes, supporting a diverse and
capable leadership pipeline
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“Inclusive leadership is not a
destination. It's a journey
that requires humility,
curiosity and courage.”

Thais Compoint

Author of “Succeed as an Inclusive Leader”

www.declicinternational.com
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