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[image: ]
Steven Thompson started transcription
[image: ]
Steven Thompson   0:03
Sorry.
And.
So that if you need refreshers on referencing or using the resources or this is your first go to help you out with that and I am going to start reaching out to at least one guest speaker.
I know when I had this a couple years ago having one of the police and crimes Commissioners come on and talk about leadership was pretty good. I do know I got a lot of folks from all over, so unfortunately my contacts are here in South Wales.
But if you if you have somebody that's good, drop me an e-mail, I'll shoot them an invite to see if they're willing to come on and talk along those lines. I know.
I've had the David Powis one for a couple times and he's been really good. And then there's a brand new one for South Wales, so.
It's been suggested to reach out to her to see up. There's mark.
And make sure that nobody's sitting out there.
[image: ]
Tickle Ruth Elizabeth   1:27
We did have the PCC for our last module, Steve, but I missed it was on the plane to Turkey. I don't know if it's the same one still.
[image: ]
Steven Thompson   1:35
Sorry, what was that with again? Sorry.
[image: ]
Tickle Ruth Elizabeth   1:37
The PCC from South Wales, came to speak to us for our last module.
[image: ]
Steven Thompson   1:41
Oh, OK.
[image: ]
Tickle Ruth Elizabeth   1:43
I missed it because on me way to Turkey, but I did get teeth. But yeah, so I don't. It's the same one.
[image: ]
Steven Thompson   1:46
Right.
Yes.
Oh, OK.
Thanks. Appreciate that. Hi, mark.
[image: ]
Mark Skelton   2:00
Hello.
[image: ]
Steven Thompson   2:02
Oh, and we got Lisa good 123.
So 891011.
Great. I think that's nearly a full house. I know one one student I haven't seen and.
The other one, I think maybe away.
Still check.
Yeah, I think Martina's still out.
So OK here right. Easy enough so.
Having a quick look, see. Yeah. So what plan to do is just kind of like normal fashion. If everybody's happy, we're going to get into tonight's lesson. So we've gotten the styles covered.
And again, I can't stress that when going over those probably repetitive but in connections to that paper for this assignment, it's about.
You know, can you recognise, you know your style or the style within the incident that you want to share? OK, so I'm pretty straightforward. This is a reflective paper at the end. And so it's your choice.
What you want to reflect about you can reflect about your own personal incident, or if it's not enough, you want to do 2. But I think that would be pushing stretching the 5000 word limit.
[image: ]
Kendra Wedgwood (2406211)   3:52
Correct.
[image: ]
Steven Thompson   3:54
That that's all fine. It's about what? What style did you have going at the time, evaluating it to this level now? It was it an effective style. And what made it an effective style for you or if?
Umm.
If not it.
You know, if you if you're doing observing somebody else and that's what you want to reflect on and how they handled the situation again, what was the style? If it was effective, why was it effective? And if not, why was it not effective to you and what maybe what you would have do differently would done differently, OK.
What style would you have taken? Is one of the approaches OK? Oh, and you got a question.
[image: ]
Owen Stafford (2327196)   4:45
Evening, Steve. Just a quick one. I'm just, I was thinking about just put my hand down because that annoys me. I was just thinking about structure of my essay and I was thinking about because I've been so drilled well drilled maybe by Alison over the last couple of years about.
[image: ]
Steven Thompson   4:54
Yeah.
[image: ]
Owen Stafford (2327196)   5:04
Criticality in my paragraph construction and like subheadings. As such, I was thinking how much criticality do you want in in paragraphs versus.
Reflection. So I'm aware like reflections a bit more wishy washy in that I felt this and did that. But do you want like do you want it to be critically analysed in terms of this theory says this versus this theory says that actually my balanced view.
[image: ]
Steven Thompson   5:27
Yeah.
[image: ]
Owen Stafford (2327196)   5:39
Would be why? How much of that do you want to see in it? Or do you just want me to reflect like I'm writing a novel? Almost. I was a bit like, where's the line with that?
[image: ]
Steven Thompson   5:43
None.
Yeah, yeah, yeah, yeah, I got where you're going. Yeah. There's going to be some of that criticality in there. You are going to have to resort to some theorist with it. OK. Headings are good because it kind of gets us into the flow.
[image: ]
Owen Stafford (2327196)   5:50
We.
[image: ]
Steven Thompson   6:05
I will go over Gibbs reflective cycle and using that if you want to use that for headings for how you're flowing through that works quite well because you.
You kind of give the scenario that's going on and then throwing in theory and support along the way is how I see the students have done the best.
I do quickly, you know, see it if you're just chucking everything in, but if you're not making a connection to what you're chucking in there from theorist and and references, then you know I'll see that and be like, OK, but you didn't make a connection to this.
Thing it it fits, but you know you just didn't say anything about it and how it it meshes in. Does that make sense on?
[image: ]
Owen Stafford (2327196)   7:00
Yeah, totally. The way I was sort of starting to, I usually feel it before I like write it down was it's more that feelings, best stuff more than say when we've done, no one of the others about strategy for example and it's been very sort of reference heavy. This is a bit this is not as clinical or.
Body because that almost and I did do a bit of scanning around the Internet as well. So I just wanted to work that out for myself really. And I know it's a ridiculous question, but I'll ask it anyway. How many sort of ref? How many sort of references are you looking for in the paper? I know I listen and for like.
[image: ]
Steven Thompson   7:21
Yeah.
Yeah.
No, no.
[image: ]
Owen Stafford (2327196)   7:39
50 to 60 with some of our more robotic essays, I was figuring not that many with this type of work.
[image: ]
Steven Thompson   7:41
Hey.
Yeah, yeah.
No in in.
That's why on the brief, I haven't quantified how many references.
[image: ]
Owen Stafford (2327196)   7:53
You.
[image: ]
Steven Thompson   7:58
You know for when I'm going through a marking these papers, if I've gone, if you've give me two chunky paragraphs and there's nothing in there, then then you're missing out on opportunities because a lot of times I'm thinking all right.
[image: ]
Owen Stafford (2327196)   8:06
Yeah.
[image: ]
Steven Thompson   8:13
Why did this happen? You know what? You know what? Because I know there's some a theorist out there to say something that happened here. There's a behaviour at the very least there's a motivation that we'll get into that. You can connect to and saying why this occurred.
[image: ]
Owen Stafford (2327196)   8:20
Yeah.
Yeah.
[image: ]
Steven Thompson   8:31
You're absolutely right. When what you're saying about feelings is because that'll be that'll come up when I'm seeing it is like, OK, you say all this has happened. What did you feel about? And then? Well, why did you feel that way and then?
You can quickly introduce a learning theory of where you learnt something in your past from our learning theorist. As we we go along and so there's opportunities there in in that aspect, OK.
[image: ]
Owen Stafford (2327196)   9:02
OK.
[image: ]
Steven Thompson   9:04
At the end of the day.
When it when it comes to, I'm sitting there looking at marking, you know, I think the lower in marks have always come from where they're just writing that story and they're not making any connections to to feelings to where they learnt any things to.
[image: ]
Owen Stafford (2327196)   9:22
Yeah.
[image: ]
Steven Thompson   9:27
Have they clearly identified what style has gone on? OK. And then those that are at the higher end of the marks they they again loads of loads of references, loads of connections to what's going on, all right and a while back and if you?
[image: ]
Owen Stafford (2327196)   9:43
To.
[image: ]
Steven Thompson   9:45
When I on day one, when I looked at the assignment brief. Well, I'm with you all. And if you've had a look at it, you know, that's that first first block is 20 points of referencing and resources. And I'm looking at are we doing a right? Are we making some sort of connection and is there enough?
[image: ]
Owen Stafford (2327196)   9:56
Yeah.
[image: ]
Steven Thompson   10:05
That you really know what's going on with the situation that you're trying to reflect upon and that's why I don't put a number on it, you know, because you're writing 5000 words, you're you're going to easily get to that 25 to 50 resources on your own accord. So why do I need to?
[image: ]
Owen Stafford (2327196)   10:11
OK, I just needed, yeah.
Oh.
Yeah.
Yeah.
[image: ]
Steven Thompson   10:23
Quantify.
[image: ]
Owen Stafford (2327196)   10:25
OK, I just needed to do that deeper thinking this week to settle me down and I just needed to ask that question. So thanks for that. Thank you.
[image: ]
Steven Thompson   10:32
Yeah, no problem. And I'm sure there's others, you know, let me see.
[image: ]
Owen Stafford (2327196)   10:38
Lisa, don't say that. I'll be it'll be week 10 because I've got a dissertation proposal to write as well, so.
[image: ]
Steven Thompson   10:43
Oh.
[image: ]
Lisa Jones (2417686)   10:46
So annoying, Owen. So annoying as always, but well done, you.
[image: ]
Steven Thompson   10:46
There is.
[image: ]
Owen Stafford (2327196)   10:50
All I did was think about it and look around. I didn't do anything else I would like, wrote an encyclopaedia.
[image: ]
Steven Thompson   10:58
You'll be all right. Kendra. Did I say hand up or we all right?
[image: ]
Kendra Wedgwood (2406211)   11:03
Yeah, I was just going to expand on that. I mean, I know you talked about your essay, but the way I'm going to do mine is I'm going to split it into two parts, not including the introduction and conclusion, but my first half is going to talk about leadership and theories and all that in the first part. And then the second part, I'll use a reflective cycle.
Say I was going to do mine in two parts, and then when I'm talking about my situations when I'm using Gibbs, I'll do some referencing back to some leadership and what my leadership style was so I might have done transactional leadership. So I'm going to break mine into two clear parts with subheading.
[image: ]
Steven Thompson   11:26
OK.
Yep.
[image: ]
Kendra Wedgwood (2406211)   11:42
Things. And that's the way I'm going to structure mine.
[image: ]
Steven Thompson   11:43
Yeah.
And the only I have no problem with that, but the only suggestion I might give is the fact that don't go too much explaining about overall leadership, because I'd much rather see those connections in a reflective process.
[image: ]
Kendra Wedgwood (2406211)   11:57
Yeah.
In the reflected part, yeah, yeah.
[image: ]
Steven Thompson   12:04
OK, 'cause, I think I've seen some students do that in the past and it's like you give me all that up and then you got me a little bit of reflection where I want to see you putting together that those theories and what's going on and occurred and why things. You know, you either changed that situation or.
You would make a change in the future. Does that make sense?
[image: ]
Kendra Wedgwood (2406211)   12:26
Yeah, Stephen, you don't know me, but this is the first time I've ever started mine. Before the last week. So we're lucky that I've even thought about it. So I'm on it.
[image: ]
Steven Thompson   12:32
I.
I'm I'm that way myself, so I, you know, I try to get it done as soon as I can, but it always seems to be the last week. So no worries. Thanks, Kendra. Mark. What you got?
[image: ]
Mark Skelton   12:48
Yeah, it was just just to clarify. So you're saying this one's been more about reflection than it is the actual theory. We're not because we've done them previously and we've been, we've obviously been doing a lot of theory work and reading up on different theories for whatever kind of subject matter we've got. This is more we're taking.
[image: ]
Steven Thompson   12:53
Yeah.
Yep, Yep.
[image: ]
Mark Skelton   13:08
Some reflect a reflection or a number of reflections, and we're tying that reflection into into the theory into weaving it in there, so to speak, right.
[image: ]
Steven Thompson   13:16
He.
Yes, yes, exactly. I wouldn't say it's not, you know, theory. I mean because there's you'll have a lot of places that it could be so.
Yeah, I don't want to. You know, you can do like your intro, you know, talking about.
You know leadership and what it means to you and how you feel you do, and then you know, this is where I like to share about, you know, an incident and, you know, I've not had anybody go more than two in their 5000 words. OK. And I've seen some very elaborate.
One situations where you know they're connecting all the way through, but then even you know the incident happened today, but then they followed back up, you know, 2-3 weeks later and something you know followed along that line.
As long as I can, you know, follow along with it with where you're going. My biggest, you know, suggestion to you is, you know, reflect on your stories that first time through and then when you reread it. And I know I'm.
Bad about not rereading things, but when you reread it and you, you read a paragraph and say, OK, is there a good have I answered. So what? Why did I bring this and introduce this into the situation?
Have I covered how I felt? How others felt because of whatever was occurring? Have I looked at what was the motivation for what they did, what I did behind it, and?
You know, why did I do it, or why did they do it in terms of learning? And again, I will bring all that back at the end of the course on on week 10 and and and stress those points. But you know, having those conversations today is there's nothing wrong with that.
It's just to help you put it together. So because when I'm reading them, I'll read a paragraph and I'm like, OK, and you leave me hanging because there's a. So what? Why was this important that you could have added something in? Or? I can read a couple paragraphs. And I was like, I don't know how you felt about that at all.
You told me the story, but you told me the style you told me the reactions of others. But you haven't said anything about. Well, how you felt about the situation and and why you felt that way, or why you reacted that way.
Especially once we get into learning theories why we do things that we do.
You know, we missed that one probably quite a bit. Does that help, Mark?
Yeah. And then that's just how I go through. Yeah. And this is and I'll be honest, you're probably going to be a lucky at at this is the fact this is going to be the first time I'm going to just mark it all in turn it in or normally I I sit down there print everything.
[image: ]
Mark Skelton   16:11
It does, yeah.
[image: ]
Steven Thompson   16:28
Out read all the paragraphs by paragraph. Everything in there with a green pen and I'm writing on everything and usually I'm writing, you know, I like to write good. I like to give a green tick. Mark. You're hitting the marks I like. What's going on?
But then a lot of times, what are your feelings? What do you think about this? What was the motivation? Could you put a theory in this paragraph because there was absolutely nothing there but you talked about it quite a bit. All right, so. And that's the other thing when you're proofing it back is?
I think somebody did say something about this and so make that connection that, hey, this is further in support of Maslow's, you know, hierarchy and needs because the way they reacted to the situation for whatever. OK, so as especially as I get into more and more.
Into those theorists in motivation, learning and such, I'll be making those more connections for you.
So I know there's a lot of independent research and a lot of independent study assigned to this module, but I'm hoping to guide you along the ways because to be honest, it makes it easier to mark the papers so.
Vineyard. Yeah. OK. Anything else?
He said it's an easy night tonight, so having questions is is good. So one of my favourite topics tonight and where is it? There it is.
Nope.
Sure.
There it is.
Uh, that was. It's my computer.
I need downloads.
There it is. Oh, I bet I know what happened.
Oh.
There we go. Are my slides up?
Yep, got it. I saw the thumbs up there.
Which means I'm doing right, OK, so.
I like leadership power as a quick.
Short kind of topic and it's always a good kind of refresher to what we're.
What it means and why and how we get it and how we use it and what we're trying to achieve with power. And so I think it's hard not to do our job as efficient if we don't have some sort of power and where we get it from and what we can do and I think.
Too often, power can be associated with as a negative thing, but hopefully you'll see as we're making those connections tonight that you know, using the right type of power in the right situation can really help support our leadership, especially with.
Our subordinates and and how we move about so with that.
So power again, simple as how do we is our ability to influence others OK and how do we get them to not necessarily, you know, do what we want them to do, but encourage them to do a little bit more and.
You know, get the job done. In essence is what we want.
So you know it's it's about getting the the group goals and if you have knowledge about the operation of a power organisation enhances the capability of being an effective leader. So basically.
You know, we're in our positions as leaders for a reason, and with that comes certain responsibilities of what we got to do. So we have to enact some sort of power to help make sure we achieve the goals of the organisation along the way.
Right. So tonight I'll talk about six types of power. You can do loads of research out there just like styles. There's there's loads of different types. But I found these six to be quite.
You know there for us and what we're going to do for our jobs and how we're going to influence others that we lead along the way. So without further ado, again, legitimate power position power.
One for.
You know, a group of police officers in your capacities. You got one type of of power already given to you by the just the virtue nature of your job. When you're dealing with, you know, the people in the public and such.
But when we're using it with our subordinates, again that comes with your rank and you know where you're at in terms of position over them and trying to do the jobs and carried it out is what we want to look at. OK, again.
You've gotten those responsibilities, you know, by the virtue of where you're at in the job and how many people you're leading along the way. A lot of times it's given to you by your job description.
And it is strictly based on the role that you do. OK. And I am trying to remember here.
Is it Kendra that you recently changed jobs?
[image: ]
Kendra Wedgwood (2406211)   22:19
No, not me.
[image: ]
Steven Thompson   22:20
Up alright, my bad. I'm trying to just remember names and I.
[image: ]
Kendra Wedgwood (2406211)   22:23
Yeah.
[image: ]
Steven Thompson   22:29
I bet was you, Lisa.
[image: ]
Allen, Aneliese   22:31
It might have been me, Steve. I I changed roles in the last few weeks, so yeah.
[image: ]
Steven Thompson   22:34
Annalise.
Yes, yes, there you are. I was trying to pick pictures out and he's so, yes, you're the one change. So you probably had one type of power in in in that role and know who you overseeing and now you're coming back back to that strategic role if I remember correctly. And though you got some power there but.
It's probably not as paying so much as you were when you're operational in what you had. So and that's what we're saying is when you leave a job, you know you don't have it anymore. It's kind of like, you know, thinking about, you know, the Prime Minister once they're out of office.
You know they have no more power, you know, a sense in terms of running the country. So and definitely whenever we retire out from our careers, you know, all that goes away as well. We got influence and that'll come up in types of one. One of the in the powers that we could discuss later.
All right. You might have some informal rules of conduct based on that position. This is what you can can't do type of thing, but bottom line is, you know you got your position and now we dependent on all our followers or subordinates.
And team to accept it. And I think in most parts they do. They see the the.
The rank the the the position that you're in the maybe even in inexperience and give you that legitimate power in that aspect. OK, so pretty straightforward. Most of us get it just because of doing the job. Now if I wanted to connect to leadership style.
To this kind of power. All right, so here I am trying to make some connections to our past learning here. Any thoughts what type of leadership style could be connected to this?
[image: ]
Lisa Jones (2417686)   24:37
Authoritarian.
[image: ]
Steven Thompson   24:39
Yeah, it can be, yes. Any others?
And again, I think yes, at least you come out. You got a third authoritarian right off the bat. Looks how do I I carry out that role. But it depends on us how we come in. You could be transactional. You could be transformational as well. OK, you probably would not start out.
Democratic all right, because you don't may not necessarily want to go in there straight away with a team that haven't fully accepted you yet, based on the position you're in to go around and ask. And hey, what do you think about this right away? But you could develop into that later on?
On OK. And so and and I'll do that throughout all of them as we move forward, so.
This is a referent or referent power. I think. I I learned it as referent ages ago, and this is one of the best ones. I I really like this one. It's about your ability to influence and you gain respect and admiration.
Along the way. OK, so it's not formal. You truly have to earn this type of power. So this gets into that word like respect for you, for your.
What you've done, what you've shown that you're capable of doing and how you've built that relationship amongst your subordinates or your team?
If you leaders that perform well and deliver results even in the most difficult environments by having referent power, is that your your team would do anything for you because they have that respect.
For you. OK, they they basically put everything into your hands and say lead us and we will follow you and it's no longer about your position, anything about the form of legitimacy of you leading them.
You've made such a bond in connection with them that they're willing to go any issues that might come up with this type of power.
Any thoughts?
[image: ]
Tickle Ruth Elizabeth   27:15
Would it be quite easily lost if you do something that people don't agree with or potentially like you?
[image: ]
Steven Thompson   27:19
Very, very good. Yeah. Yeah, you can. It can. It takes time to a bit of time to earn it, you know. But as soon as you make one mistake, it could be with one individual. It could be with the whole team.
It could be, you know, an unintentional thing that you just got bogged down with, you know, with everything and life in general and somebody feels let down. Yeah, they can quickly take it away. That what? What they gave you the worst things? Of course. You know, to the extreme is if.
You know, you know, you consistently let them down if you lie, all those kind of things and and they catch you out in it, you you could lose that. And then as anything like trust you know is gone.
It can take a long time to come back, right and or may not ever come back. So you know, if you lose this such a prestigious power and element here coming back.
All you got to resort on is you know your position, power over them, and it's probably not always going to be the most ideal because they don't have 100% acceptance either. All right, so great power.
I know I strive for it in everything I do.
But you just got to work through that. Get it. And what I've done, I made mistakes. Don't get me wrong over time. But the one thing I cherish is not losing my referent power. So how do I, you know, overcome it is. I make mistakes. Just being honest. Open.
And let them make their decisions based on you know how I communicate to them that, hey, I'm not perfect and I've made a mistake here 9 times out of 10, that works for me. And I know I've lost others along the way.
OK, so great power. So leadership style, you might see kind of associated with this.
[image: ]
Tickle Ruth Elizabeth   29:37
More democratic, maybe.
[image: ]
Steven Thompson   29:39
OK, democratic could come into play because you're you're taking in their opinions over throughout the time, building that credibility up for yourself and and taking them.
[image: ]
Allen, Aneliese   29:49
Transformational.
[image: ]
Steven Thompson   29:51
Good. Yeah, definitely good transformational. You know, you're trying to transform them and you're not doing it by forcing it upon them. So you're doing it as a team, working together and being participative with it. So and again participative.
Servant leadership style can be quite in there 'cause you're there to help them creating that bond. That relationship and help them develop throughout their career. OK Authentarian could take a long time if you're stuck in that type.
Transactional just depends on how you are with your threats and punishments. As part of that, that leadership style. So good. Now we're making some good connections on where we're going, all right.
None.
Information or expert power. I kind of combined them. Sometimes they're separate, but they're quite similar in what they're doing. It's just what it says, right? It's is the power when you know something that others don't.
And over my years of teaching in in the UKI, especially in regards to policing, I really admire the fact that when you go to a situation, they really look to the person that has more information or more expert.
In type handling situations that are similar to that versus rank right, that says a lot when it comes to being. You know that that expert power and I think that's a really great thing because in the US it's everything's always about the rank and the position that you're in.
And they expect you to be the experts, whereas you know, somebody's out there on the beat every day doing it handled loads of situations and you know, you haven't or you've not been in that area before. And even though your rank says you're, you're above them, you guys are very good about. You're the expert.
I give you the power now to handle or deal with the situation, so that's really, really good and a lot of times if we're bringing up people and helping them throughout the careers, you know, we're that experts, we have that information and what's going on.
It's very short lived all right, especially if we doing our, you know, our our good leadership here in helping them develop because once we tell it once we give it to them or train them up in, in a in a fashion, they got it now. So therefore.
We're no longer that complete expert in that particular situation at the time, OK.
But you know, you got to share it. That's the other thing is nothing's worse. And I've met people on the way that. Yeah, I know how to do that. OK. Do you mind sharing that with me? And they won't because they're they're afraid to let go because they hold all the power to in their mind.
And of all the types of power that you can have, you know, if you don't share it, then you know what good are you? You know, and I find myself sharing probably way too much and helping out others too much, but I, you know, I don't cherish all that information and have to have that greed, so to speak.
With it so.
US sharing helping is is a great thing and I shouldn't have to rely on this as my sole type of power because I got a couple others to fall back on.
So leadership styles.
That could be associated. Yeah, transactional's a good one.
[image: ]
Allen, Aneliese   33:44
Transactional.
[image: ]
Steven Thompson   33:48
Good.
We could be a little authoritarian with this be kind of one way I'm going to tell you what I have. And then because we want you to go out and do better, okay being autocratic in that aspect of it. Sorry.
You know a bit of you know, transformation. You're making a change, so you're going to give them the details as well. So yeah, whatever we're trying to do to make make things better for them and we're there to, to show them is the style that we want to associate with that.
Good.
Another great one.
Is reward power and it is just what it is, you know? Can you do you have that ability to reward people?
Again, we got to make it appealing. So you know, in terms of rewards, we want, you know, something for them to shoot for, right. And we want to be able to be that person and you want to be able to sit there and say, well, hold on, let me go ask my boss if I can do this.
But we wanted to be meaningful, but why would I want to go out and work hard for you if you can't do anything for me? And that's where we got to keep in mind is OK, not everybody's going to get it right, but truly got to be the people that are working the hardest working towards it. It could be a small group.
If you have loads of people.
Reward ideas on the deep in connection employees feel within the company, and I think a lot of times what I see is a lot of young people.
They don't know really kind of what rewards for themselves are and making that deep connection to them a lot of times you'd be amazed as how well a pat on the back. Well done, great job that you recognise them.
OK, the past week and a half in my group of 36 students I've had to do progress reviews with them and I only got Tuesdays where I have the whole class and today I finished up all of them and along the way it's like hey.
You are a great student. You do good things. For me, this is kind of things that I see, but in terms of that positive aspect of reward and given a pat on the back that you're doing well, you can do well if you keep doing this.
And just recognising their efforts and so those little bitty rewards, I think makes a huge difference. And I think I may have said this before. I'm absolutely amazed two months into the college year, 36 students and I've only had one.
Sit there and say I don't think this is for me, but then again, when I sit and talk to him and his mother, the kid, the young man doesn't know exactly what he wants to do. So. And I'm trying to help facilitate that.
To help him see where he wants to go. But you know, but I can identify with what's going on and kind of motivate him and say, well, where else you going to go at two months into the college year? You don't have a job.
And so maybe we work this, but next year maybe you go to open evenings and look at something different. So trying to encourage and give them that positive reward that they feel special is what I've done with each and every one of them over the last two weeks, so.
It is a challenge, but they I think they also figure out I know more than they think I do. Leadership styles that might be associated with this, do you think?
One should be easy to pop out.
[image: ]
Katie Hoskins   37:56
Would servant LED come into this if you go?
[image: ]
Steven Thompson   37:58
OK, servant could be. Yeah, I like how you're thinking with that one because you're helping them with that career and that would be that reward. Good. I like. That was our transactional. Yeah, it's right. Yeah. Transformational.
[image: ]
Lee, Daniel 2294   38:11
Yeah, transformational.
[image: ]
Steven Thompson   38:15
Transactions right there, it's rewards and punishes what it's about and then yeah, transformational is you know, I'm trying to encourage you and motivate you. You'll see this again when we talk about motivation later on.
OK. And at the moment I'm leaving my other question for group discussion later before I forget.
[image: ]
Lee, Daniel 2294   38:43
Steve, just on that thought in terms of reward power, the role that I perform is quite once it's unique, but it's not in terms of sort of something producing something tangible at the end of it. Often it results in a document or a research document that's been shared. And whilst I understand the vision and what we're trying to achieve and the impact that that has and the work that we do.
[image: ]
Steven Thompson   38:43
Yes.
[image: ]
Lee, Daniel 2294   39:02
Sometimes that can be quite a challenge to be seen as a reward to the staff in terms of what they're doing. So I think it's one thing to have quality in the work that you do and the buy in incense, but it can be quite difficult for them to see that as it's worthy of their efforts to do so if that makes sense.
[image: ]
Steven Thompson   39:04
Yeah, yeah, yeah.
Yes.
Yeah. So if I understand correctly, a lot of administrative paperwork, stuff that has to be every I dotted and every T crossed is quite critical.
And trying to reward on that aspect of what you're doing when it's already expected, is that what I'm I'm gathering?
[image: ]
Lee, Daniel 2294   39:41
Yeah, I think so. I think so. If you're, if you're working with victims all the time, I suppose you can see it's quite tangible. The impact you can have on someone's life and the process that you've gone through. But I think when you are potentially forming a research function and we do try and create a line of sight between what we do and the end products. But I do think sometimes it can be difficult to do that. We'll certainly give lots of praise.
[image: ]
Steven Thompson   39:47
Yeah.
Yeah.
Yeah.
Yeah.
[image: ]
Lee, Daniel 2294   39:59
And rewarding things to different people, doesn't it? A lot of people want time, which we can't always give, and we can't really incentivize it through money because we're not in that. We're not in that industry or we can give people extra money.
[image: ]
Steven Thompson   40:02
Yeah, yeah, yeah.
Yeah.
Nope. Yeah. So I'm gonna. I'm gonna pause on that one, cuz it that is similar to what I've written down to it. And for the group discussion in the next hour and.
I can. I can follow up with what I 'cause I was in the same way with, you know, the public services on how I could reward, and I did find some good ways that I it was within my power to do that so.
And hopefully we can make that connection and and hopefully you got something similar that you were able to do within your organisation as well. Good thoughts, good that you're trying to look at it because I think we all know the benefit of of rewards.
And even sometimes, just even. Hey, thanks and praise. What you do may not come often enough for ourselves or, you know, in that aspect, and you might be doing it often for your subordinates, but you know, is it enough sometimes to keep them motivated into doing the job?
Job and I've just recently seen that myself for something that I'm going through so but no worries but good. I like where you're going, Dan, and we'll come back to it, all right.
So coercive power. I don't think I got to go too much on it with with a lot of a lot of police officers. Again, not the best type of power.
Because coercive is always dealt with a negative connotation that somebody was forced to do something or threatened to do something here, and you might might have.
Folks in your workplace that use this type of of power often leaving that with fear. This might be something that you'll see in your reflection if you're looking at a situation that not necessarily were you leading.
So or it involved you. Maybe you had a boss and course of power was something that they were doing. However, there is in my mindset I think we can get to a polite course of power.
Is, you know, being that open and honest. I get this way with students. Sometimes it's like, listen, your attendance is horrible. This is what it add. I show them, show them the percentages straight away. I show them the days they're missing. And listen, if you don't make a change in your attendance.
Then this is what's going to happen next. This is the disciplinary process and XYZ is what's going to happen. So I'm kind of using that chorus of power in a way to change a behaviour and but I'm not doing it that.
I threatened right because I will carried it out, but I am trying to, you know, tell them. Listen, if you don't want to be trucked out of the off the course. If you don't want me to be calling parents and tell them explaining what's going on. If you don't want this things to happen, you need to.
Make a change so it can be in a positive light, especially if you got some. You got us a member that's not performing so well and but you're just open and honest with it. There's nothing hidden here. It's not an empty thread.
Not an empty. You're not explaining what the bad behaviour is. If you're communicating that all well, I am trying to coerce you to do better, but you'll leave it in into my hands that I'll just go back to position power that I can just do.
To make a change if you're not doing it, doing it well and so you know, I I leave it in that aspect that a lot of times this is just forcing, but I think we can put some sort of positive spin on it if we're looking at trying to get to a better behaviour.
And the other thing is I don't rely on it. You know, for everything I in that situation, I give it all out. I say what I'm trying to do, what I'm trying to change and then the next moment I go back.
To one of the other ones. OK, might take a little bit to get a reward, but I'll go back and try to work on my referent power with them to, you know, respect for who I am. Position they put me into and get back into that.
Type of influence for them so it can be very indirect, or they're assuming it so they think something's going to happen to them. I've known a lot of people that just leave that lingering thoughts in your mind all the time. Oh my gosh, what were they going to?
To do it's not a very nice environment to be wondering all the time. Am I going to get in trouble for something? Is this going to be a mark on my jacket? Is this am I going to be in trouble forever? Type of thing. So we got that and we got a very direct just telling you you would do this or else.
Type of situation and that's kind of where if we communicate it well, I think we can do it in a positive way and we don't linger on it but again.
If it's the only power that a leader resorts to is threats and bullying and so forth again makes for a very toxic and unproductive work environment and you may have seen that in your careers along the way.
I know I have and I and not necessarily directed towards me, but I've seen it used and directed towards others because they don't know what else they do. They've lost that referent power, they don't think and feel that their position or legitimate power is good enough. So I'm going to force you to.
Do it and it it's sad to come down to just that. So our leadership styles here, I think there's going to be some some clear ones here on this one.
[image: ]
Katie Hoskins   46:43
Authoritarian.
[image: ]
Steven Thompson   46:44
Yeah, definitely. Definitely a good one. And our transactional, especially if they start out kind and gentle, go out and do this and this is going to be a reward. Well, now that your punishment is you need to get this done and and you need to do this.
And they're getting quite chorusive with it all. Yeah, definitely.
And our last one is our moral power very kind of little similar to what we're doing with referent. It'll help support a reference referring power is.
Are your actions inspiring others and they're willing to follow you OK.
These types of leaders that use this kind of power, you know, not only just talk to, talk to, walk on the walk, they're there living in your shoes and building that relationship. So you may not have full on referring power.
But you're going to boost and show off your moral power by doing what? What is right. You're doing more than you know what you say is what you will do. And in in a positive light. OK.
It's based on values. You know it's you saying what you believe in, what you like for them to do and how you carry yourself and how you present yourself day in and day out. I got you, Lisa. What's your question? Sorry.
[image: ]
Lisa Jones (2417686)   48:24
It's it's OK. So he's on the last one really. But I just feel do you think some of them sort of need to move with the time state because certainly the coercive one, it it toxic, you know, I think the police is full of it, certainly where I am, I've got loads of examples of that. But it must work, mustn't it? To some extent.
[image: ]
Steven Thompson   48:26
Oh, go ahead.
[image: ]
Lisa Jones (2417686)   48:41
That must work for people because they're often the ones that you see in the most senior positions without being horrible about it, so they tend to do very well for themselves. So there must be a place that that works. And I suppose what I was thinking in my head is, do they even do they even know that that's how they are and that's how they're coming across?
[image: ]
Steven Thompson   48:49
Yeah.
So, so good, good thoughts, probably not what I tend to think is why do they feel they gotta be coercive? Does that make sense? You know, is there not an is it?
[image: ]
Lisa Jones (2417686)   49:02
Yeah.
[image: ]
Steven Thompson   49:16
We were talking like senior leaders in that is it.
Stress for time. Don't want to take the time to, you know, explain a bit more or share any of the information that they have. They're not worried about building referring power to a good standard. They don't know where else to dig to to get people.
To get things done. And that's exactly where I've seen it. Throughout the organisation is.
Those leaders that I've come across have just forced it upon us, and I've seen it very well.
Like I said, sticking to it the one time like you, you know, you've alluded to it. It doesn't always feel the nicest and it isn't always the best environment, so.
Because like referring can take time. You know, sharing information can take time. And so we're just so busy, so hectic with everything that we do that we just don't want to take it and just need to get it done and get it done. Now, there's probably a lot of times what you hear.
Yeah. So hopefully.
Because we all want a nice environment, you know, and a lot of us don't want to be threatened to what we what we want to do so, but we'll definitely keep that in mind. Lisa won't come back to it. Mark, what you got?
[image: ]
Mark Skelton   50:40
Yeah, I think I think sometimes kind of like competitive atmospheres can can can drive kind of like the kind of behaviours that leads to made reference to when we get our meetings and we get bosses that try to out compete each other and it's they kind of perhaps lose sight of.
[image: ]
Steven Thompson   50:57
Yeah.
[image: ]
Mark Skelton   50:58
Anything else other than winning and whether else can kind of relate to that? I don't know. But yeah, I've seen it lots of times where bosses have clearly want to do something because it's it's they're in competition with others that can kind of put the blinkers on, so to speak.
[image: ]
Steven Thompson   51:01
Yeah.
Yeah, yeah. And again.
They're just and they're losing things like moral power that we talked about and referring power along the ways because all those people around watching these two or three people going at that, you know, trying to force and get things done.
Can be not so good, Dan.
[image: ]
Lee, Daniel 2294   51:43
Yeah, it's picking up on Lisa's point about certainly senior leaders who probably behaved in that way. I think sometimes it's quite easy to to be in that space, isn't it, to be that sort of person because it's just it's almost requires more effort to be kind and to be moral. And I think you say there's some company, some comfort, sometimes you just.
[image: ]
Steven Thompson   51:58
Yeah.
Yeah.
[image: ]
Lee, Daniel 2294   52:01
I say you do you say it cuts down on that ambiguity for people as I'm the boss and you'll do as I said, it can set time to explain sometimes and we're all busy. But I also agree with Max as well. I think when you're in that competitive environment, I think you know sometimes it's there's a lot of I suppose.
[image: ]
Steven Thompson   52:03
Yeah.
Mm-hmm.
Yeah.
[image: ]
Lee, Daniel 2294   52:18
There's sort of peacocking a little bit in terms of sort of leadership and people sort of wanting to have that platform. Isn't the interest to sort of almost outdo each other, which you know is is quite sad really in that respect.
[image: ]
Steven Thompson   52:20
Yeah.
Yeah, it's that competition of power, you know and and so forth. Yeah. Yeah. No. And I really great, Sharon. And I didn't know exactly. You know, what, you know, what type of things are going on and with.
You know, chorus of power, I think a lot of them tried to do it. And I think if I remember right, Owen, you could have up to a couple of 100 police officers under your your watch and if you were trying to coerce them all to do, somebody's going to rebel against it.
In that aspect and and I've seen leaders thinking this is the best way I can get everybody to do what I want them to do, and unfortunately, it's probably only that small group that's there at the time that's really paying attention that they're really.
Making an impact on and the same time saying really do I. How much longer do I got to put up with this crap? You know, in, in this job here because it's day in and day out and they think, you know, hey, it works, I get it done.
And that aspect, I think I've questioned a few leaders and that's kind of the the answer I get back. Well, I got it done. That's all I care about. And I'm like we have, but you're losing people, Owen.
[image: ]
Owen Stafford (2327196)   53:44
Just on the leadership styles, I don't, I don't know if it's got a name, but and I don't know where where it would fit, but we've probably all seen this in the police service. Individuals who seem to float along not have any impact style.
[image: ]
Steven Thompson   53:54
Yeah.
[image: ]
Owen Stafford (2327196)   54:01
Laissez faire but then seem to achieve, but yet never deliver anything, so they're not. They're not shouting from the rooftops, but they're not delivering anything and they don't quite frankly care what people think of the.
[image: ]
Steven Thompson   54:08
Yeah.
Yeah.
[image: ]
Owen Stafford (2327196)   54:19
I don't know if that's a void of some sort of intellect around their own emotions, but those individuals in setting the police service seem to do reasonably well. I don't know if you've experienced that in your.
In the organisation you was part of previously, it just I'm not cut like that cloth so I can't see that. But that and coupled with those individuals that expose I don't expose. But the personality is more open as seem as a fault.
[image: ]
Steven Thompson   54:34
Yeah.
[image: ]
Owen Stafford (2327196)   54:49
I'm a weakness, almost like a Labrador versus a Rottweiler. And why you being like that? Because being like, that's weak. I've seen that a lot and I'm still fathomed by that style and how it seems to manage to to get a lock. I guess some MPs are like that as well. Really. When you see MPs who just.
[image: ]
Steven Thompson   54:53
Yeah.
Yeah.
Yeah.
[image: ]
Owen Stafford (2327196)   55:09
Drop between posts.
[image: ]
Steven Thompson   55:12
Yeah. No, I I've seen that and it's like how in the world do they get to where they're at sometimes. So the Grey man I see popped up there. Yeah.
I I think we're always going to encounter those that individuals in, in the workplace that are just more worried about themselves and not so much about others. They don't care who they step on or step over. I think I kind of shared before is that, you know, I've seen that myself.
And the boss is likely SD, but we like what you're doing and and and that's, you know, that's better type of thing.
So yeah, you're absolutely right. I don't. I don't have an explanation as to why they get to where they're at, but.
In listening to what you're saying and what I've seen is the fact that I'm taking things away from this, I've reflected back to say I don't like how they're behaving. I just can't behave myself that way. I'd much rather have a referring power. I much rather have a style that's more motivating, more encouraging, more.
Positive to those people that I'm leading, I may not hit every one of them, especially if I got hundreds under me, but I am going to do the best that I can I, and if those others want to get ahead of me, great. But I at least I know in my heart of heart that I've done my best along the way.
And you probably got more followers and more people willing to go above and beyond for you. You know, if need be, then those other people. And then that's kind of how I look at it. That's how I get my, my sense of satisfaction of what I've done.
And how I move forward? As I said, you know, I come back to this class of of 36 students and day one, I'm very authentarian, you know, autocratic with those students telling them the rules tell them the behaviours. Tell them what I don't tell the rate.
Get to a fun situation, do some team building together and as we move, it's. Hey, Steve, can you help me with this? Hey, Steve, can you do that? And then all the little nuances, but they come to me and I do my best to solve those and then a bit that's kind of bit of that reward that we talked about earlier on.
And I've had, you know, hey, Steve, do we have, can I get counselling in the college? And I'm like, are you all right? Are you in a good space? Don't say yes straight away and pass them off. I you know, are you all right? And then I asked weeks down the line, are you getting help? Everything going well? Yep. Great.
It's just taking one little bit of information, one little bit of how I can reward and help them and then build on my referring power and for some reason in the last 2-3 years, making that connection in large groups.
I get better, better results and I'm not. And I tell them I don't care about my results. I care about you and you're learning what you understand when you walk out these doors. I don't care if you ever become a police officer, as long as you learn something, you can take it away. And so I think that goes in the same with those people that get ahead of us. And I see it my job.
Even as a teacher today, but I don't know that it would get to me because I know I'm working far too hard sometimes, so moral and just wrapping up with that one is exactly what it says. Are are you being true to yourselves and true to them?
Can help you out along the way and leadership style could be transformational, can be a bit of democratic. It could be that servant leadership style.
And how you're helping them along the way because you've already lived it and you probably got people out there now saying I want to be like you. I like how you doing things and and so forth, not like how somebody else does it so.
Very good inputs.
So.
I know we got. I'll do for a break here. So I just want, you know, have a think. What do you think is the best to have and I think we're some of you've been chiming in along the way what you're trying to work what you don't like what you're seeing already in the workplace?
OK. Any thoughts about respect is respect good to have?
Yeah, I think so. I'm seeing the heads nod. So, and that's usually what I try for. I can be quite direct and firm in what I do. I don't like being that way. And I I come out and say that a lot of times I don't like being this way. You've pushed me here.
And at the end of the day, I tell them straight, give good examples and then I don't hold on to it. That's one thing I'm good about. Tomorrow's a new day. It's a new time. Show me what you got and I'll move on from there.
That can be said that managers influence others by adopt, adapting their leadership styles, and we kind of talked about that as we finished up last week in terms of our leadership styles themselves. But does power have a role in the type of style and influence? I think we're making that connection tonight.
That if you're stuck in one leadership style, you're probably missing out on some really better types of power you could be using to help influence others. OK, and I can't recall if I showed this one last week, and it might be small if you're on your screen.
But Tannenbaum and Schmidt, you know, that area of influence based on your leadership styles, right. And we don't want to give everything over to the subordinates. You know, for that freedom, we want them to do the work.
To the job and along the way use some power to keep it going, especially in the positive way we wanted to be able to use those rewards and we'll come back to information later on in, in our discussion and that expert power to.
Keep them motivating to move in that direction and makes our job so much easier in the long run. Sometimes we might have to come back, we all slip, we all make mistakes. Hopefully we don't have to go back to straight on.
Autocratic telling them exactly what they need to do and how to fix it, and how to get back in the line and then let it go back the other way and let them go out there. And that's where our power what we have, we have that good referring power built up with them.
If we got to correct their behaviour, correct their actions, we can get them back on track fairly quickly without losing it and not having to resort to coercive or position, just it's my position. Just go do it. You know, I'm the boss. Go do a type of situation.
Hopefully we're building those good relationships and flowing our leadership styles along the way. 'cause not every no situation's the same and no person is the same either, so.
It is, so that's power. Good, good, good discussions, you know, short few 10 slides really. But I think we moved through that in that aspect of it. Any other lingering questions before we take a break here.
Some good ideas, a lot of head shaking, nodding. It's good. I know. I'm ready. Um, so I got.
So see you back about 5-2. Give me a little over 15 minutes. Right? Stretch your legs, get a copper and so forth. So I'll be back here at 5/2.
Alright.
[image: ]
Kendra Wedgwood (2406211)   1:22:50
Steve, I need to keep my video off because otherwise I get kicked out of teens. Seems to be when I put my camera on some reason.
[image: ]
Steven Thompson   1:22:57
Do you get kicked out because your camera's on?
[image: ]
Kendra Wedgwood (2406211)   1:23:00
That seems to be the only correlation I was kicked out earlier on as soon as I put it on so.
[image: ]
Steven Thompson   1:23:08
No worries, I I have no problem with that.
[image: ]
Kendra Wedgwood (2406211)   1:23:08
No worries, I have no problem with that.
[image: ]
Steven Thompson   1:23:15
I know I was fortunate today I just upgraded my my Wi-Fi to 300 on the full fibre and so Skye had to send me a new new router.
[image: ]
Kendra Wedgwood (2406211)   1:23:26
And so sky and send me a new new router. Why not? Well, I keep joking that my 10 year old's probably on the dart web next door, which is why I'm getting kicked out of everything at home. Yeah, they know way more than me.
[image: ]
Steven Thompson   1:23:31
All right.
Yeah.
Yeah.
[image: ]
Kendra Wedgwood (2406211)   1:23:43
Yeah.
[image: ]
Steven Thompson   1:23:47
Yeah, but I was hoping that I get it all set up straight away and it worked out just in time. So, but now I'm much better faster.
'Cause, we've gone to everything over the Internet, all the TV's now are all being streamed so.
What would we do without the Internet and Wi-Fi and all that nowadays so?
All right. OK.
So just a couple of things, food for thought. You can help me out. I'm looking through.
At Moodle and what's upcoming definitely next week I want to get started into I think I believe it's motivational theories a bit. Those ones are a couple day couple night session.
Hmm.
I looked through the one that says about academic skills and it's pretty straightforward, so I thought I could do just do that one if you want, but I would like some feedback. You don't have to do it tonight if you want to send me an e-mail or whatnot. If you would like me, definitely to get somebody in from the library.
To help looking for sources and such, I seen their presentation from before. It's not too bad because I know everybody's all over the country in different places, so you probably be using a lot more.
Online resources. So if that would be a beneficial 1 evening, just let me know and.
Yeah, I'm. I have. I am going to put in a request for to get one of the PCCs to come on board to do a bit speaking, hopefully towards the middle to latter part of November.
But I also have somebody from Swansea Council a contact that I've been told is really good about coming on and talking about stuff from the Council level in terms of leadership and such, so a little little feedback.
Would be great, but I'd like to at least give you one.
One guest speaker to come on to help you out. So just let me know and I'll get that put forward here in the next day or so. So once I get some feedback, right, so library if you'd rather PCC or.
Council, or anybody in particular, if you give me somebody new, give me an e-mail address so I can contact them.
And that's kind of the way ahead. I'd like to go and what I'll probably do is move the academic ones again closer towards in November. I have it 31st. I think Halloween's probably a good time because a lot of you are already thinking prepping.
Your assignment, so that would probably be a good good spot for it there on Halloween. For that, academics alright. And is that next week? I think it is.
No, it says Halloween, but then it didn't write. My dates are all up. I may not have changed my dates on that one.
Yeah.
Yeah. So it'll be first week in November. My bad.
So next week 28th. And that's why I haven't changed the dates 'cause. I'm looking at moving Flip flop and things. So motivation next week on the 28th. So it'll be the first week in November to do some skills. If you're happy with me to do that for you.
And that gives us, then halfway through the course. So all right, so again, feedback is great. Just let me know.
So I am going to.
Come on. There we go. Put you in breakout rooms. So it's it's kind of the first opportunity you've had to hopefully sit down and have a chat with each other again. So what I want you to think and discuss about and Dan kind of.
Kinda alluded to it.
Yep, definitely got referencing down. Yep.
Is how do we reward? OK, so in in your breakout rooms, I think I got three per room have that discussion on how you go about rewarding people. I know and and Dan's spot on in a public service like this you know we can't.
You know, give you any extra money. Right. Time off is a a commodity, maybe not even allowed to or to give off that give time off. So how is it you going around rewarding others. And then as I pop in?
I'll listen in and share a little bit. It's 7:00 now, so once I start them, I'll give you about probably about 10 minutes or so as I pop in and out, I got three groups and we'll go from there. OK, so we're.
About rewards, how is it you reward share with each other and?
You know, discuss with how you reward others. OK, so I'm creating rooms, so should pop you in automatically.
I'm not picking.
They're all opening up now.
And opposition assign.
And you should be moving.
There it goes.
And you haven't moved?
Where you supposed to be, Katie?
[image: ]
Katie Hoskins   1:30:06
Do you reckon it's because we're in our personal emails? I think Mark and I are logged in on our home.
[image: ]
Mark Skelton   1:30:13
I'm. I'm yeah, I'm logged in through. I'm on my own personal laptop through.
[image: ]
Steven Thompson   1:30:13
Yes.
[image: ]
Mark Skelton   1:30:19
Through the university e-mail address.
[image: ]
Steven Thompson   1:30:21
Give me a second. Give me a second.
Umm.
Oh well, you didn't let me.
Assign you.
[image: ]
Mark Skelton   1:30:34
Or is it assigning this as a breakout room?
[image: ]
Katie Hoskins   1:30:36
Yeah.
[image: ]
Steven Thompson   1:30:36
I guess so. Nowadays. Yeah, that's odd. Let me try one more thing.
I've not had that. I figured everybody was there. So they.
[image: ]
Katie Hoskins   1:31:09
Mm-hmm.
[image: ]
Steven Thompson   1:31:10
Ones and see how they're getting on. Cool.
[image: ]
Katie Hoskins   1:31:14
Hi, mark.
[image: ]
Mark Skelton   1:31:17
OK, So what was it? What was he wanted to discuss? Is it about rewards?
[image: ]
Katie Hoskins   1:31:22
Yeah. I mean, I think we're a bit stuck, aren't we? But there's things we could do. I suppose there's the organisational ones. Isn't the accommodations and putting people forward for awards and.
[image: ]
Mark Skelton   1:31:31
Yeah.
[image: ]
Katie Hoskins   1:31:37
And things like that but.
[image: ]
Mark Skelton   1:31:39
We can't. We can't, obviously kind of give financial rewards a way that kind of like incentives in the way that, you know people working in business and stuff can do. You know, it's kind of like.
There they can say well, if you if you achieve AB and C, you're going to get bonus here or something like that and they can do that and pretty much.
[image: ]
Katie Hoskins   1:31:57
Mm-hmm.
[image: ]
Mark Skelton   1:32:00
Any line of work other than hours really can't they?
[image: ]
Katie Hoskins   1:32:03
Yeah.
I think we just do kind of pass, I don't know about you, but I just end up doing personal ones as well, such as you know you guys have had a really hard week. You know, I mean I'm, I'm your lucky position where my department is that I can say do you know what guys you've had, you've had a hell of a week.
Take a flight, take some time out, have an extended lunch, something like that.
[image: ]
Mark Skelton   1:32:30
Hmm.
And rewards very subjective, isn't it? I mean, it's very different to, you know, if you take like rewards and say for example like a business or something like that, it's very much going to be well, you know you the reward is for achieving it in the target or something like that. You know you're going to get.
X amount of money and you pay back it because you've hit this target, which is kind of a lot different between policing, where it's kind of like, well, like you say, you've had a hard week. It could be that you've literally just been, you know, kind of belly to ground all week and absolutely hammered. Absolutely hammered and.
Yeah, that reward is more the word.
Not financial, is it? It's not.
[image: ]
Katie Hoskins   1:33:21
Yeah.
[image: ]
Mark Skelton   1:33:22
Yeah.
[image: ]
Katie Hoskins   1:33:23
And I think there is. Then I say they they know we can't do a great deal when it comes to.
Those type of things I get a lot of emails through saying. What can we do to reward our team? They've had this or they've had that on and I get asked for loads of things from the well-being fund that doesn't exist so.
I like baking, so I occasionally bake cakes.
I do I bake cakes and I bring things in or.
[image: ]
Mark Skelton   1:33:52
Yeah.
Yeah, I mean I I don't bake, could be brilliant with you. So I don't think that's really an option for me. I don't know. I mean do we do enough? It's difficult, isn't it? Because it's like.
[image: ]
Katie Hoskins   1:34:00
Yeah.
[image: ]
Mark Skelton   1:34:09
I know it's like Sarah's done things like taking her teams for, like, lunch and stuff like that, and depends on what kind of relationship you have with your team as well. You know, I think if I did something like that, I will perhaps be this is a bit weird. You know? I'm.
You know, why is it taking us for lunch? You know, I mean, I've got two teams. She's only got one, but she has a more. She's more because it's it's she's more friendly with the sergeants.
[image: ]
Katie Hoskins   1:34:29
Hmm.
[image: ]
Mark Skelton   1:34:36
Knows him from more of a personal perspective, whereas I don't know mine. You know, mine's very much at work.
And relationship, but the is very that wouldn't be right. Kind of natural normal for me and feel forced, but it's suppose I tried to. I tried to make sure people get the leave. I tried to make sure that people get.
[image: ]
Katie Hoskins   1:34:51
Aye.
[image: ]
Mark Skelton   1:35:01
Off on time, or if they indeed, if they have to stay on, people need to be away. I try and make sure that they get that. I tried to make some know that the obviously expectations there particularly kind of role I'm in that if if you know if if they do need to kind of doubt you know.
Get involved in something and it's going to be a long day. Then that's just the nature of of of the role, but.
I try and kind of make sure they get back at the other end so that you know they get they get the leave where and they get the the time back. But sometimes that's all you can really do. I think it's just about listening to people as well, making sure that they understand that you know.
[image: ]
Katie Hoskins   1:35:30
Yeah.
[image: ]
Mark Skelton   1:35:43
You appreciate what they do and they matter rather than just kind of seeing them as a as a number really.
[image: ]
Katie Hoskins   1:35:48
Yeah, yeah, definitely.
I think I mean an example of I do think a lot of it comes out of our pocket. So and I know everybody's different, but for example, I've had two members of staff that have stepped up, they've implemented a brand new system, they've put in extra hours.
[image: ]
Mark Skelton   1:35:52
None.
[image: ]
Katie Hoskins   1:36:09
They've gone the extra mile with it, so today the team wanting to do something, so somebody offered to do a flower arrangement and I said, well, you're not paying for that out of your own money. I'll pay for it. And a couple of the others were kind of like, well, we don't want you just to pay for it. And I said, well, it sits with me.
It's not going to be really expensive. I'm happy to pay for it. So they've had two bouquets of flowers today presented to them in a team meeting to say thank you for all the hard work you've done and we really appreciate we couldn't have done it without your type of thing. But again.
Not everybody can, and I don't think we should pressure put pressure on leaders to do it. Um.
[image: ]
Mark Skelton   1:36:51
And that's the thing. It's kind of like you then end up with and I don't. And I don't like getting drawn into it. Going back to what I was saying about one of the other team members, myself and Lauren, about discussions are well, she's taking the team for for breakfast. I said, well, I'm not going to do it just because she's doing it because she ain't getting that competition of. Oh, well, I'll go and do something else now.
[image: ]
Katie Hoskins   1:36:51
Yeah.
Yeah.
[image: ]
Mark Skelton   1:37:10
I've got that one step ahead and I just think that's not the way it works. End of the day, I wouldn't expect. I've never expected my boss to do something as over like that out of your own pocket. All I've all I've ever expected is to be, you know, treated fairly trusted and.
[image: ]
Katie Hoskins   1:37:14
No.
No.
[image: ]
Mark Skelton   1:37:28
You know, if I do need time off, I'm trying to get, you know, leave and stuff like that. That I'm. You're there when you need me kind of thing. I need you kind of thing. That's what my expectations only ever been in bad bosses. So I can't try to work that way. Whereas I'm not one of these that's tried to go out there and win favour through through.
[image: ]
Katie Hoskins   1:37:40
Yeah.
[image: ]
Mark Skelton   1:37:45
You know.
[image: ]
Katie Hoskins   1:37:46
Yeah, it's true. It's.
[image: ]
Mark Skelton   1:37:48
Buying friend, buying kind of respect, so to speak.
[image: ]
Katie Hoskins   1:37:53
Yeah, it's, it's, I think I think because my department's so small and almost family like they're in each other's pockets all day, every day, and they're a really giving, caring bunch. They do it for each other all the time.
There's always cake in our building. There's always those things. And if and if I hadn't have paid for it.
They would have all paid for it and that didn't feel right either, so it's a bit of a like a.
But then again, when I look at it from a patrol perspective.
It's giving people the getting the time back. You can the leave thing is great, but sometimes you can't. You can't make that happen.
[image: ]
Mark Skelton   1:38:41
No, you can't. And it's it's kind of, yeah. Sometimes you've got to be honest with them. I mean, we're a bit lucky, I suppose in my role because when it's not like patrol, why they're literally, you know, unless you book it in years in advance, you're not getting it off.
[image: ]
Katie Hoskins   1:38:54
Yes.
Thank you.
No.
[image: ]
Mark Skelton   1:38:59
None.
So and and you know we've all had it where we've we've been told no, you're working that and you wrote to you've landed on your shifts landed on a on a on a public holiday or you know Christmas New Year or whatever any kind of thinking.
[image: ]
Katie Hoskins   1:39:13
Yeah.
[image: ]
Mark Skelton   1:39:16
It's happened again, or you kind of like the patrol. Manchester should imagine their rest days are getting cancelled left, right and centre for for various different kind of things. You know, all the stuff that's going on like protests and things.
So it's very, very difficult, particularly if it's kind of centrally managed as well. There is whereas where we we can pretty much I can authorise it when I know what teams or who my staff are. I've got a smaller team I can back and sell us. Look I can look at advanced duties and see well we're going off, we're not from we can authorise that.
[image: ]
Katie Hoskins   1:39:34
Yeah.
Yeah.
[image: ]
Mark Skelton   1:39:49
It's very rare that I have to kind of knock something back, but.
Generally, if it's on a weekend, but whereas patrol it's all centrally managed, isn't it bad use because it's so many of them?
[image: ]
Katie Hoskins   1:39:58
But brutal, it's absolutely brutal. It really is. But then we've been there and we've done it and I know that sounds a bit old fashioned, but we've all walked that walk at some point we've had to.
[image: ]
Mark Skelton   1:40:01
Hmm.
Hmm.
[image: ]
Katie Hoskins   1:40:12
It's life into, yeah.
You know frontline not being at home for Christmas for probably the 1st 10 years of my service.
Wasn't even thought of. I didn't even think about it. It's just what I expected.
[image: ]
Mark Skelton   1:40:24
No, no, no, no. It's the thing like you say, you forget that, don't you? And I suppose you can forget that.
[image: ]
Katie Hoskins   1:40:35
And I think sometimes people don't realise not how lucky they are, because that sounds really harsh. But in my team now they never get their leave refused ever. And yours maybe don't realise again.
[image: ]
Mark Skelton   1:40:49
Yeah, yeah. And this is the exact same conversations that we've had, is that the people do get comfortable. You know, I've obviously worked in PvP and kind of places like that. And I know how relentless the work is and how we're not the citizen cids and things like that, certainly on patrol and everywhere else.
[image: ]
Katie Hoskins   1:41:05
Yeah.
[image: ]
Mark Skelton   1:41:07
Then I'll come into major crime, and sometimes it's a bit of a.
It's like you need to go and experience it there and see how busy it is and see that they're getting, you know.
You know, throw and throw into the walls every day and realise how.
[image: ]
Katie Hoskins   1:41:23
We easily forget, don't we?
[image: ]
Mark Skelton   1:41:25
But you do, I mean, you were just don't you to. You know, you're just to to the life you've got. And it's only when you kind of then get thrown back into it you kind of go. Oh God I was actually quite a good thing going there but.
[image: ]
Katie Hoskins   1:41:28
Yeah.
Oh.
Mm-hmm.
[image: ]
Mark Skelton   1:41:41
Yeah.
It's.
[image: ]
Katie Hoskins   1:41:45
Yeah, I don't have a lot of other things written down to be quite honest. The only thing I like to do is if we're having an away day or a team meeting, I try and make it.
[image: ]
Mark Skelton   1:41:45
It's.
[image: ]
Katie Hoskins   1:41:58
As a bit of a.
I think rewards the wrong idea. A recognition in that we tried to go away to somewhere that's free and utilise that. So I sometimes think our next away they were booked in at the Hydra suite.
To do the murder mystery thing because my team, they've never experienced the Hydra suite and actually it'd be quite good and it's free and we can access it and use it. They do all sorts of things. It's a bit like not an escape room, but it's a bit more fun than just sitting and me jabbering on about all sorts of.
[image: ]
Mark Skelton   1:42:22
Yeah.
Hmm.
[image: ]
Katie Hoskins   1:42:37
Stuff. But even getting guest speakers in or trying to get people in just to make it a bit better. That's really cutching at straws though, I think.
[image: ]
Mark Skelton   1:42:48
And.
[image: ]
Katie Hoskins   1:42:50
Bye bye.
But I think a lot of people take what we've got for granted in, you know, things like things we didn't have when we started such as.
[image: ]
Mark Skelton   1:42:59
Mm-hmm.
[image: ]
Katie Hoskins   1:43:08
Relatively good kitten equipment, well-being, spaces, gyms in the police stations.
[image: ]
Mark Skelton   1:43:15
Hmm.
[image: ]
Katie Hoskins   1:43:17
You know that there it's not reward.
[image: ]
Mark Skelton   1:43:18
But then and we didn't, we didn't have that. I mean, having a gym and obviously coming from another force, you know, a few years ago and kind of I see I speak to colleagues who were sitting in the force and say, oh, we've got a gym. This doesn't sound really daft. I said we've got a canteen, you see, you've got a canteen that serves actual food.
[image: ]
Katie Hoskins   1:43:21
It's not revolved.
[image: ]
Mark Skelton   1:43:39
Whereas in North York's they literally had. Well, here's A is a room with a few tables and we can go and eat you pack up, there's a microwave. You can you can warm up your tea. And that's pretty much it. Whereas here we've got actual canteens. And now they don't work 24 hours anything like that. But, you know, you've got an actual canteen.
You can go and get a breakfast or you can go and get, you know, a hot lunch and stuff like that. So it's it's, it's something there is it. We've got access to gyms and we've got.
[image: ]
Katie Hoskins   1:44:08
Yeah.
[image: ]
Mark Skelton   1:44:10
You know, and I said a kid does get better and remember the kid. When I first joined it was it was atrocious and I'm still not. I don't sort of think he's great, but it's certainly better than it was. So it's.
[image: ]
Katie Hoskins   1:44:18
And that's them.
[image: ]
Mark Skelton   1:44:21
And the shift patterns now, I mean, I know they'll probably not going to end up changing 6 four on four off another. Well the feeling that that is going to go now we've got a new chief but.
[image: ]
Katie Hoskins   1:44:26
Yeah.
[image: ]
Mark Skelton   1:44:33
Yeah, it's, it's.
[image: ]
Katie Hoskins   1:44:35
Sometimes it's those things that people don't see as reward or recognition, but it is. There's, like, go back to that, Maslow's, that basic needs with as a force, I think generally.
[image: ]
Mark Skelton   1:44:47
Hmm.
[image: ]
Katie Hoskins   1:44:51
There's a lot of really good things that a lot of forces don't have or have access to. How long that continues remains to be seen and how long we keep the canteens for remains to be unders, you know.
Because they do benchmarking across all the forces and then say, well, this is a cost saver.
But it's. Yeah, I agree. Things like that.
You don't know. You don't know what you've got, so you. So it's gone, do you?
[image: ]
Mark Skelton   1:45:20
Yeah.
That's the thing, isn't it? And it's then we lose it. Like I say, he has to take somebody to go well, actually, if we get rid of these canteens and we stop giving people a lot of food and breakfast, as we say to people, you've got to eat your own breakfast. You've got to bring your own lunch and tea in.
And.
That they kind of to get rid of all the staff, sell all the equipment and and repurpose everything and you can then it becomes like you say you've lost it then and you don't get it back again. You never get anything back again once it's gone and so on. Someone sees that as a.
[image: ]
Katie Hoskins   1:45:51
Aye, never.
[image: ]
Mark Skelton   1:45:56
Where to save one of those? How much are we going to save 10 million? They were going to save.
[image: ]
Katie Hoskins   1:45:59
It's not right, I feel.
[image: ]
Mark Skelton   1:46:02
Yeah.
[image: ]
Katie Hoskins   1:46:02
Yeah.
And all those things have been looked at but reward, reward, recognition. I do think it is you take it for granted, but it's there.
[image: ]
Mark Skelton   1:46:05
Well.
I mean, I went to accommodation ceremony the other week and it's.
Yeah, it's my wife came with me and it was quite it's crap. This it was. I mean, obviously we just getting accommodation, but it used to be like used to be an actual event, you know, used to be at the town hall, didn't it? And he had a buffet and it was actually. Where's that? Just felt as if it was enough. It was literally two hours. It was like, literally.
Didn't feel they didn't have a feel to me as if it was, it was there. It's handed a few things out. Put some coffee and some cakes which were going very dry. You know, they've clearly been. They've clearly been used. They've been some that have been leftover from a previous.
[image: ]
Katie Hoskins   1:46:52
Oh.
[image: ]
Mark Skelton   1:46:59
Events that they kind of will keep them still in day. We'll we'll chill that out on Thursday for the away Friday, for the commendation ceremony. But yeah, I think so. I didn't have that much of the cake, but it was.
[image: ]
Katie Hoskins   1:47:11
Hmm.
[image: ]
Mark Skelton   1:47:11
It did. It did. Just feel like kind of.
And I get that they're trying to do it on a on a budget and stuff like that, but it did just feel a bit, I don't know.
[image: ]
Katie Hoskins   1:47:21
Yeah, disingenuous. Like, just not quite hitting the point. Yeah.
[image: ]
Mark Skelton   1:47:25
Yeah.
[image: ]
Katie Hoskins   1:47:28
Hmm.
Yeah, cool. My things just popped up.
Yeah, I don't.
We get asked this question a lot about reward. I just think you do what feels right at the time and what's within your gift to give.
[image: ]
Mark Skelton   1:48:00
Mm-hmm.
[image: ]
Katie Hoskins   1:48:00
None.
Yeah, I don't have any.
I think sometimes it can come across like you said about the accommodation ceremony. It can come a bit across a bit.
Tokenistic and disingenuous, and they're doing it because.
They feel they have to rather than they want to, so I'm sure you've got it. I have an e-mail folder where I've had meaningful thank yous of colleagues leaders dating back to when I joined, and I have them all stored in there.
[image: ]
Mark Skelton   1:48:24
Hmm.
None.
[image: ]
Katie Hoskins   1:48:39
And some of the best ones are the ones that really they're not just a couple of lines, they're talking to me as a person and telling me, you know.
You know a bit about what I did and how grateful they were. And that means more to me than the other stuff, for sure.
[image: ]
Mark Skelton   1:48:56
MMM.
[image: ]
Steven Thompson   1:49:03
Sorry it took so long to get back to you guys. Some good, good chats in the other groups and I heard you guys earlier on very similar kind of rewards looking at time off and where I can let you go early or something like that. Anything else pop up?
[image: ]
Katie Hoskins   1:49:05
OK.
We were saying that sometimes it's things that people don't realise they've got so marks come from another force, albeit some time ago now. But we have things like.
[image: ]
Steven Thompson   1:49:27
Yeah.
[image: ]
Katie Hoskins   1:49:36
Well-being rooms, we have gyms, we have a canteen that serves hot food and some other forces don't have that. But I don't think people realise that that is, it's not a reward or recognition, but it is.
It's the it's supporting your basic needs at work and what you need and it's there to support the workforce, but I don't think you realise you what you've got till it's gone.
[image: ]
Steven Thompson   1:49:56
Yeah.
Yeah.
Right. Yeah, I know what you mean. Yeah.
[image: ]
Mark Skelton   1:50:05
Mm-hmm.
[image: ]
Katie Hoskins   1:50:06
So although it's not a reward, it is a service that is provided for the well-being of the force, so slightly different. Take. But yeah, Mike's completely right with it.
[image: ]
Mark Skelton   1:50:11
Hmm.
[image: ]
Steven Thompson   1:50:13
Yeah, exactly. Yeah.
So yeah, so again, everybody's been the same as I popped in. So one thing I threw back to them and I've I'm 100% so far that they've been a little surprised and not thought of this type of reward.
[image: ]
Mark Skelton   1:50:19
Hmm.
[image: ]
Steven Thompson   1:50:32
And I learned it many years ago because I'm in the same boat as you guys can't give time off. Really. Can't. Definitely can't give any money. But what I could do is influence additional training, and I can reward people through training.
And highlighting those that have been really performing, really working well and then putting them forward for a class or asking, hey, can, can they go off and do this course and and setting it up and justifying the fact of what they can bring back to the organisation, what they can bring back to the team.
And when I started doing that where I'm highlighting people that are doing really, really good and a pat on the back just wasn't enough and something that they never thought of that was that training and bringing them back in, in that aspect.
Not only did it motivate them at that time to keep doing better and bring back and share to the team what they learned, but also the other members like he gave training to that person. That was a one off only them and look what I potentially get. So.
[image: ]
Katie Hoskins   1:51:43
Mm-hmm.
[image: ]
Steven Thompson   1:51:43
Something to think about. OK, I'm gonna go ahead and call everybody back in. There they are.
So take him a moment.
All right, lion and roots guys doing well.
[image: ]
Owen Stafford (2327196)   1:52:01
Yeah, Ruth left and said you need to follow me as I did.
[image: ]
Andy Kermack [7163]   1:52:01
And.
[image: ]
Lisa Jones (2417686)   1:52:02
OK.
[image: ]
Steven Thompson   1:52:03
Yeah, no problem. Yeah, I just did some good discussions in some of the other rooms along the way. And so.
[image: ]
Allen, Aneliese   1:52:09
So.
[image: ]
Steven Thompson   1:52:11
Play song.
Somebody's microphone.
All right. So obviously good discussions, everybody's on the same kind of wavelength and what they're talking. We want to make something meaningful in regards to reward, some really good discussions. You know I think everybody was saying you know we can't give money but.
Making that comment of you know, I'll try to let him go early at the end of the day, time always seems precious to all our staff and our employees, which is great are just as precious as well.
At one one point I started thinking while everybody's always asking them when time off it's like my mind started thinking, why do they want to leave all the time? You know, in that aspect, I think we all would like work to be a place that we can enjoy that. It's nice to go to but.
We do also understand everybody's got families and they got other commitments they would like to try to meet and achieve. So I didn't know. I get yelled at for my other half quite often is like, hey, don't forget about us at home as well. So I do understand how time can be quite a precious thing to people.
But hopefully I've left you all with something to consider in regards to training. I've seen a lot of heads. Oh, hey, that's not. And I hadn't thought of that. And I know you can only control what you can control with regards to that in the organisations, but.
I think it's a good argument to make and take to your bosses if you're trying to reward that way and recognise people for doing good things and you sell it to what they can bring back, and that's what I've done over the years.
I had a little bit more leeway. I saw what all training courses were coming through in my position, so I knew what needed to be filled and I would reach out to say hey, give me some suggestions of who's will and deserve to go. And every now and again, I would see a boss out there.
Send up somebody and I'm like, really, they were just in trouble for this. They just done this wrong. And you, that's the person you want to nominate. And I had to sit there and say sorry. This other other organisation, others office has got somebody better and I think they deserve that reward. We're not quite ready to reward.
Mediocre performance and and such so, and that's what we got to make sure as leaders that we are recognising those that are doing truly well and I can't and I want to give more than just the patter back.
Are walking around to see and having a chat and getting to know you all very good things and a lot of times probably isn't done enough and definitely probably not. You know, with yourselves. So hopefully you're getting that, you know, you deserve it just as much as those that you're leading.
As well, and if you're not, you know if your bosses are are not giving it to you, ask how you're doing. I've done that a few times in my career saying, all right, enough's enough. You haven't said anything to me. I haven't seen you in ages.
I I need a little feedback what's going on here. I don't necessarily need a pat on the back, I'd just like to be recognised and we all deserve that just as much as those that you lead. All right. So I think it's been a really good evening.
In regards to our discussion on power and how we can use that and how it can be beneficial and and taking that a little bit further, looking at what we can do is rewards and you all have some of that power now.
How can we make it more meaningful and more developed and some good ideas have come up along the way that you've been able to share with each other and hopefully me throwing out there, looking at training and making them themselves better and hopefully your organisation at the end of it also.
I'm going to leave it with that. Any questions, concerns, issues at all?
I've seen one or two messages in in in the chat, but don't hesitate. Drop me an e-mail what your thoughts are cuz as I tell my bosses, if I have nothing to go on, I'll make a decision so type of thing. So. But I do like your opinions. It's to make your course better for you and what you can.
I'll relate and connect to alright, anything at all for the group, for myself.
Nope. OK, so as always, I noticed teams have been really good. All the recordings always go back into the team's files on the team's page. So that's good. I I dump the transcript into Moodle for you and my slides are already there.
On Moodle and so that's pretty pretty squared away with that. So next week we'll look at motivation and some theorist, always a fun time. I don't tend to read every word on those slides, but try to make it move forward.
As quickly, but related as well. So if you have nothing else for me, I'll be here till everybody signs off. Have a good week and hope you enjoy.
[image: ]
Lisa Jones (2417686)   1:58:04
Thank you, nosta.
[image: ]
Steven Thompson   1:58:05
No problem, no star.
[image: ]
Tickle Ruth Elizabeth   1:58:07
Thank you. Bye.
[image: ]
Steven Thompson   1:58:09
Bye bye.
[image: ]
Katie Hoskins   1:58:13
Dave, can I just grab you for a SEC just to discuss an idea. So so I work in health safety and well-being and I manage department leads in each areas, one of which is the senior psychotherapist.
[image: ]
Steven Thompson   1:58:13
Great. Yeah. Yeah. I'm in a rush.
OK.
[image: ]
Katie Hoskins   1:58:30
So I took over from the team after the police staff member had been.
Suspended. So police officer going into police staff role, managing police staff. So quite challenging at the time and it's took a lot of, let's say Democratic leadership and but at the same time.
[image: ]
Steven Thompson   1:58:39
OK.
[image: ]
Katie Hoskins   1:58:57
Not being the expert in the field, not having a handover, still trying to be quite intrusive, figure out what's going on whilst be understanding and trying not to push too much power on people or but now we're in a place where budget constraints and various other things are happening.
[image: ]
Steven Thompson   1:59:11
Yeah.
[image: ]
Katie Hoskins   1:59:17
So one of the key areas that I think would be good for this is around reducing our external counselling spend, which is about 140 grand a year. So you have an internal team.
[image: ]
Steven Thompson   1:59:31
Right.
[image: ]
Katie Hoskins   1:59:33
Which is made-up for the senior and five therapists under her. And then I manage her. But we also pay external funding, which is fantastic. It's a platinum service recognised nationally, but obviously because we've built it up so.
[image: ]
Steven Thompson   1:59:37
OK.
Right.
[image: ]
Katie Hoskins   1:59:48
The senior has built this up from scratch over the last five years and it's fantastic, but it's almost too good and it's costing too much money and we need to dial back down to a lower service level and feed out to.
[image: ]
Steven Thompson   1:59:52
Yeah.
Yeah.
[image: ]
Katie Hoskins   2:00:04
A cheaper alternative for the low level counselling, so reflecting on that and how I let I I started those conversations with her kind of looking at how I knew how she would feel. I knew she'd feel like she's quite territorial.
[image: ]
Steven Thompson   2:00:10
Yeah.
Yeah.
[image: ]
Katie Hoskins   2:00:24
And you should be feeling like I was, you know, a bit of a threat. But I was really conscious of it. So it's it's been a case of having to manage her and her team, who were quite siloed, but also.
[image: ]
Steven Thompson   2:00:24
Yeah.
Yeah.
Right.
[image: ]
Katie Hoskins   2:00:40
Trying to get to understand the why we're doing it. We're not doing it to threaten the service, but but we have to reduce costs and there's also the threat that they would pull the full provision including the internal and contract it out.
[image: ]
Steven Thompson   2:00:42
Good.
No.
Yep.
Yeah, I understand.
[image: ]
Katie Hoskins   2:00:54
Probably for half the price. So it's as you can imagine, it's quite sensitive, but I think it might be really good piece because I've had to really think about.
[image: ]
Steven Thompson   2:00:55
Yep, Yep, I understand.
Yep.
[image: ]
Katie Hoskins   2:01:05
How I pitch it, how does she? How I can get her on board to then sell it to her team to get them involved because I need them as the experts to come in to say right? We're changing things. How's it going to impact the force and how do we then?
[image: ]
Steven Thompson   2:01:06
Yep.
Yep.
Yep.
Yep.
Yep.
[image: ]
Katie Hoskins   2:01:34
I feel like and it's it's kind of still ongoing a little bit. We're at the tail end of it. We're starting to see results. So it's then feeding. That's how I feed those results back because I'm still, you know, it just feels like that might work.
[image: ]
Steven Thompson   2:01:41
Yep.
Good.
Yep.
Yeah. So yeah, definitely a great, especially anything with a change management and a change process is always good. Yeah. And it it's always a challenge in the beginning.
[image: ]
Katie Hoskins   2:01:52
Does.
[image: ]
Steven Thompson   2:02:06
I think you've you've hit the right marks in terms of, you know, trying to sell it, trying to get the buy in for the process with it all, not trying to be intrusive, but also respectful as well. So you know you're you're working that.
[image: ]
Katie Hoskins   2:02:22
Yeah.
[image: ]
Steven Thompson   2:02:25
That referent power and giving it back to them a little bit as well for what they've done and what they achieved with it. So the only thing you know as you're as you're saying at all that I was trying to consider is a lot of times.
[image: ]
Katie Hoskins   2:02:29
Yeah.
[image: ]
Steven Thompson   2:02:44
Umm.
Hopefully you considered the fact that let's do this together right? And and why would you do that? Well because it makes them part of the of the process and the solutions and so then they're more receptive to that and they don't want to buck it.
[image: ]
Katie Hoskins   2:02:52
Yeah.
[image: ]
Steven Thompson   2:03:05
And and fight it so much, I think you're hitting everything right that that I would try to do if I was trying to, had to make a change and just being honest, open communication to say we we got to do this and very good you know learning aspects for you to go forward as well if you ever.
[image: ]
Katie Hoskins   2:03:15
Next.
[image: ]
Steven Thompson   2:03:25
We're in a in a situation like this again. So yeah. Is that helping? Are you trying to go?
[image: ]
Katie Hoskins   2:03:26
Hmm.
Yeah, I just kind of wanted to run the idea past you to see because I can see how it fits in and with the reverent power, but also.
[image: ]
Steven Thompson   2:03:34
Yeah, no, I think.
[image: ]
Katie Hoskins   2:03:40
You know that as much as I don't want to see the coercive power as a complete negative, I know that the bosses above me are saying you have to make a saving. It's your biggest spend as a department and you're like, OK, how are we going to get there? So it's a bit of that.
[image: ]
Steven Thompson   2:03:45
Yep.
Yep.
Yeah. All right.
Yep, and the only other way is doing like you done all right or you and the team have a counter offer to go back. You know what I'm saying? That's about the only two options you got. We either make it work this way and we are all on board or we got to all work together to come up with a counter.
[image: ]
Katie Hoskins   2:03:59
It's coming. I need you with me.
[image: ]
Steven Thompson   2:04:17
Our offer that we're all happy with that I gotta try to sell upwards as well. So and so I.
[image: ]
Katie Hoskins   2:04:23
Which is what we've done. We've come up with a counter offer for a period of review. So we we're seeing the mid year review, we're seeing the decrease in the predict the costs because we've made adaptations and that's what they've suggested. So I've listened to them, they've made the adaptations.
[image: ]
Steven Thompson   2:04:34
Yep.
Yeah.
[image: ]
Katie Hoskins   2:04:42
And we're seeing it. I know that we'll probably at some point get to the end where we have to get rid of the full provision, but.
[image: ]
Steven Thompson   2:04:47
Yeah. And I think, Katie, it's really good because too often we're told just go do it right, flat line boom, do it, it's done, it's cut and not everybody gets a say into the the process to make that happen. It's just this is what you will do and tomorrow it's cut.
[image: ]
Katie Hoskins   2:04:56
Yeah.
[image: ]
Steven Thompson   2:05:06
The thing. So I think that's really, really good and just share and reflect about what you done can go quite well.
[image: ]
Katie Hoskins   2:05:10
Hmm.
Yeah. OK. I just thought if I start going down that in my research and my mind going down there, I didn't want it to be wrong like the wrong area, but I feel like it's got enough in it that it involves leaders with leaders, but also managing up and down and around.
[image: ]
Steven Thompson   2:05:18
OK.
Yep.
Yep.
Yep, Yep.
Yep.
And you're going to find it. You know, when you've taken certain actions. Have you done Gibbs reflective cycle before? OK, so.
[image: ]
Katie Hoskins   2:05:41
Yeah, I used Gibbs on my last reflective paper. So I'm I'm here too. So yeah, I used that. I got a bit lost in it, but came out OK in the end.
[image: ]
Steven Thompson   2:05:46
OK.
Yeah, just 'cause. You can go so many different branches with Gibbs, right? When you're thinking about it and.
What I like about it is the fact that if you done something, why did you choose to do that right, and too often is you might say, well, it felt right. But no, we actually learned it somewhere.
[image: ]
Katie Hoskins   2:06:11
Yeah.
[image: ]
Steven Thompson   2:06:20
Right. It could either be in the positive light, right? I learned it. Somebody else did it. I liked it. So I thought I was going to try it or somebody tried something. I figured I'm going to do the opposite of that in type of aspect. So that social learning.
[image: ]
Katie Hoskins   2:06:20
Mm-hmm.
[image: ]
Steven Thompson   2:06:37
You know, coming into our past helps us make those decisions along the way and that's why I like about Gibbs with it, because then you make that decision and then you're looking at the impact. Well, what does it do to your team? All right, what's it do to the organisation that going back up aspect?
[image: ]
Katie Hoskins   2:06:39
Yeah.
[image: ]
Steven Thompson   2:06:55
Of it. Right. And you're answering all those along the way. And then I'd be curious to see, you know, right at the end there, you know, because this has happened. Hopefully I'm seeing, you know.
How it's made that difference in changing the organisation and how they recepted to it? How your team recepted to it but that kind of conclusion part is how you receptive to it. Is this something that you would do again in the future?
You know, in a similar situation or no way in the heck am I ever doing that again, type of thing. You know, for this, you know, because that goes back to what I've learned, what my motivation was along the way to try to help and.
[image: ]
Katie Hoskins   2:07:41
Yeah.
[image: ]
Steven Thompson   2:07:43
Yeah. So I think it'd be a very good, interesting read and I think you can connect a lot of different theories and make it well written. Yep, paper on it all, OK.
[image: ]
Katie Hoskins   2:07:51
It stands, yeah.
Yeah, that's great. Thank you for your time, Steve. I appreciate it. Thanks. Take care. Bye, bye.
[image: ]
Steven Thompson   2:07:58
No problem. Easy enough. Alright. Have a good one. Goodnight. Bye.
[image: ]
Steven Thompson stopped transcription
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