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INTRODUCTION 
[image: A person in a police uniform

Description automatically generated with low confidence] I am a Strategic People Management student and a Special Constable at Gwent Police. In the Special Constable’s role, I hold Accompanied Patrol Status, which restricts me to working only with experienced officers. I strive to improve my skills and knowledge to attain the position of an Independent Officer and eventually progress to the Special Constable Sergeant role. 
By engaging in honest self-assessment, I can identify my strengths and build upon them to maximise my leadership potential. Moreover, by acknowledging areas that need improvement, I can develop targeted strategies to enhance my abilities and overcome challenges.
The Rolfe et al (2001) Reflective Model provides a structured framework to reflect and analyse the real-life situations I encountered while serving as a Special Constable. 
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Figure 1 Rolfe Reflection Model
This model contains three questions, What? So What? Now What? The first question, 'What?' focuses on describing the situation or experience being reflected upon. The second question, 'So What?' explores the significance of the experience and how it relates to broader concepts or theories. The final question, 'Now What?' encourages the individual to identify future actions or changes that could be implemented based on the reflection. Coward (2011) critiques this model as overly simplistic. Additionally, this model disregards emotional dimensions. According to Lerner et al (2015), emotions provide valuable information about our reactions, biases, and underlying motivations, contributing to a more holistic understanding of ourselves and our experiences. Emotions can impact decision-making, behaviour, and interpersonal relationships. Therefore, it is crucial to complement the reflection with an awareness of the emotional aspects. Gibbs Model (Whit, et al, 2006) provides a more detailed framework for reflection that involves exploring feelings, evaluating and analysing the experience, and developing an action plan. 
The reflective model should align with an individual's preferences, experience level and reflective needs. Having gained five years of experience in conducting reflections, I am confident that Rolfe’s straightforward model will facilitate effective reflection for this blog. 
SCENARIO 1 CORE BEHAVIOURS ETHICAL DECISION MAKING 
[image: A person being carried by police

Description automatically generated with low confidence]What?
I was on duty with a police officer patrolling streets in Newport. We have spotted a group of intoxicated people causing a disturbance. One individual had to be arrested. While attempting to restrain him, he started to resist. The police officer immediately reacted with excessive force without initially attempting to resolve the situation through verbal communication. Although I wanted to intervene or challenge the officer's behaviour, I refrained from doing so. I have not addressed my concerns about the officer's behaviour with him directly afterwards either. Moreover, I briefly wrote about my colleague’s abusive attitudes towards the arrested individual in a witness statement regarding the incident. Top of FormBottom of Form





So what?: 
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Description automatically generated with medium confidence]
Gwent Police (2020) values transparency and accountability, encouraging officers to report misconduct. After initial training, Police Constables should make decisions per the National Decision Model (Figure 2) and Code of Ethics in line with legal frameworks and policy guidelines (College of Policing, 2022) to maintain public trust and ensure their actions are fair. 
Figure 2 National Decision-Making Model
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Description automatically generated]While the police possess the authority to employ reasonable force for controlling individuals, it is essential to prioritise effective communication. Force should be the last option (Miller, Mueller, 2018). 
The code of ethics (College of Policing, 2023) highlights the importance of addressing inappropriate behaviour and actions. Therefore, I was responsible for expressing my concerns when I observed a police constable abusing authority. Failure to intervene raises questions about my ability to uphold professional standards. However, the difference in knowledge and experience made me hesitant and uncertain about challenging the officer’s behaviour. 
According to Nink and Robison (2022), the culture within law enforcement organisations, where loyalty and solidarity are highly valued, can discourage officers from reporting misconduct. Furthermore, police officers often refrain from reporting misconduct due to the potential negative consequences they may face (Police Chief Magazine, 2023). This includes fear of retaliation. My decision to tolerate the officer's abusive behaviour could result in undesirable outcomes. Not addressing the issue allows the constable to continue with inappropriate actions and unethical decision-making, ultimately harming the organisation's reputation and undermining stakeholder trust. A damaged reputation can have long-lasting effects on the organisation’s ability to attract and retain talent. Violating laws, regulations, or ethical standards can lead to fines and legal proceedings ( Dorobantu et al, 2017). This has financial implications and can harm the organisation’s relationships with regulatory bodies, resulting in increased scrutiny and restrictions. 
Unlike straightforward decisions governed by strict rules or policies, ethical decisions involve weighing different factors and considering the potential consequences for various stakeholders (Werhane, Freeman, 2019). In ethical decisions making, individuals must consider their moral and personal values. According to Clegg et al (2007), ethical decisions often arise from complex dilemmas that cannot be managed through pre-established rules or guidelines. Beauchamp and Childress (2019) these dilemmas require careful consideration, critical thinking, and ethical reasoning to make a morally justifiable decision. While ethical dilemmas can be challenging, it is essential to prioritise doing what is right over personal gain (Rest, Narvaez, 2016). Trusting our judgment means having faith in our ability to discern right from wrong and make decisions based on ethical considerations. It requires us to listen to our intuition and be attuned to any discomfort or unease that may arise when faced with questionable actions or situations. It is important for me to have confidence in my judgment and not compromise my ethical principles. If something does not align with my values, I should trust my instincts and take appropriate action. 
Trusting our judgment and honouring our ethics contribute to our personal growth, foster trust and respect from others, and ultimately contribute to the betterment of society. By addressing inappropriate behaviour, I protect individuals from harm and safeguard the organisation’s reputation. This scenario taught me that as a future leader and role model, I should be able to identify the decisions’ risks and outcomes. I should promote a culture of accountability, professionalism, and ethical conduct, which fosters trust and employee engagement.
Now what?: 
Moving forward, I will intervene and voice my concerns if I encounter similar behaviour. By utilising the influence model framework (Armstrong, 2019), I can understand the motivations behind my colleague's actions, raise awareness about the potential adverse consequences of his behaviour, and provide guidance on more effective approaches to handling similar situations. In addressing these issues, I will emphasise the significance of effective communication and conflict resolution techniques.
Effective communication is fundamental for resolving conflicts and can help police officers de-escalate tense situations before using force. The Osgood-Schramm Model (Cobley, Schulz, 2013),  recognises the significance of non-verbal cues in communication. Police officers can utilise non-verbal communication effectively by being aware of body language, facial expressions, and tone of voice. Maintaining an open and approachable posture, maintaining eye contact, and using a calm and respectful tone can help create a positive environment, promote trust, and de-escalate potentially tense situations.
Additionally, officers can resolve conflicts peacefully by utilising conflict resolution models such as the Win-Win model, which is also known as the principled negotiation model (Lewicki, et al, 2015). This model emphasises finding solutions that satisfy the interests of all parties involved. Police officers can utilise this model when mediating disputes and negotiating agreements. It involves focusing on common goals, active listening, identifying underlying needs, brainstorming options, and seeking mutually beneficial outcomes.
The use of force should always be a last resort, and officers who possess strong communication skills can employ techniques such as active listening, empathy, and effective questioning to diffuse volatile situations. By using de-escalation techniques, officers can reduce the risk of harm to themselves, the individuals involved, and bystanders.







SCENARIO 2 PASSION FOR LEARNING and VALUING PEOPLE 
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Description automatically generated]What?
After initial training, Special Constables attain Accompanied Patrol status, permitting them to work with an experienced officer (College of Policing, 2020). Once individuals gather evidence demonstrating their competence in meeting all the assessment criteria, they achieve Directed Patrol status, which allows them to operate independently. I deliberately postponed progress due to my apprehension about handling emergency calls alone. As a result, I missed the opportunity for promotion to the Sergeant position and access to further training only available to independent officers. 
Instead of solely concentrating on my personal growth, I support new Special Constables’ development. 
So what? 
The Learning Organisation Theory (Garvin, 2008), suggests that an organisation that promotes continuous learning and development enables its employees to actively pursue personal growth, acquire additional skills, and improve their expertise. This, in turn, enhances their performance and enables them to lead and influence others effectively.

Gwent Police (2020) emphasises constant development.
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Figure 3 Gwent Police values (2020)

The Self-Determination Theory (Ryan, Deci, 2017) also highlights the importance of personal development. This model emphasises that individuals who actively pursue personal growth experience higher levels of satisfaction and well-being, enabling them to provide greater value and support to others. I contribute to the organisation's overall learning culture by focusing on my development. I recognise the importance of having a solid foundation and skills to handle emergency calls independently. However, delaying my progress limits my opportunities for advancement and promotion.
Fayol's leadership theory  (Yasin et al, 2018), proposes that leaders play five essential functions, including the Development Function. This function highlights the leader's responsibility to actively contribute to the growth and development of team members, creating a positive and productive work environment. Leaders nurture their team members' skills, knowledge, and growth by fostering a culture of continuous improvement, innovation, and personal development. As I aspire to become a sergeant, I recognise the value of helping and supporting new Special Constables in their training. However, I should focus on my development first. 
[image: A picture containing text, screenshot, art

Description automatically generated]
According to the airplane oxygen mask theory (Agnelli, 2017), it is essential to prioritise our well-being before assisting others. This concept highlights the importance of self-care as a means to support and help others more effectively. The airplane oxygen mask theory is a metaphorical reminder that self-care is not selfish but necessary. It emphasises the understanding that if we neglect our well-being and constantly prioritise others' needs above our own, we may eventually become drained and unable to provide effective support. By creating a strong foundation and enhancing my professional growth, will enable me to guide and impact others better.
Now what?: 
Continuously enhancing skills and knowledge is crucial for better serving the community. Rather than impeding my learning and personal growth, it is important to develop assertiveness and the ability to decline tasks when I feel uncomfortable or lack the necessary skills to handle emergencies independently.
Valuing people involves actively connecting with colleagues, such as Special Constables, to benchmark and share good practices. By engaging in these interactions, individuals can learn from others' experiences, gain insights into effective strategies, and promote a culture of continuous improvement (Hall, 2015).
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In the future, I aim to strike a balance between my own development and supporting the development of others. By finding this equilibrium, I can create a positive learning cycle where personal growth enhances the ability to support and inspire others, leading to collective advancement.
Embracing a passion for learning and valuing people are core behaviours that contribute to continuous improvement and development. By regularly connecting with peers, enabling professional development, and finding a balance between personal and collective growth, I can enhance my capabilities and support the growth of others in a mutually beneficial manner.


Scenario 3 Commercial drive and insights-focused.
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Description automatically generated with medium confidence]What? 
As a Strategic People Management student, I was tasked with conducting research within my organisation to address a specific problem, develop a business case, and drive change. My research focused on improving the retention of special constables within the Gwent Police.
To accomplish this, I conducted a survey to collect relevant information about workplace culture, leadership and special constables' role satisfaction. After analysing the data collected from the survey, I wrote a report detailing the issues identified and suggested solutions to address them. This information could be utilised to make strategic decisions, aligning with the organisation's and employee’s needs. I failed to communicate the survey findings to the management.
So what?
As a Strategic People Management student, I have a strong understanding of the labour market and industry trends, which could be useful in developing innovative solutions that could help in organisational growth. By sharing the results with the management, I could contribute to addressing issues and making informed decisions to improve volunteers’ experience. 
My research was informed by the data collected through the questionnaire. However, to ensure a comprehensive understanding and demonstrate insights-focus, I sought information from other police forces regarding the experiences of Special Constables. Additionally, I conducted follow-up discussions with the Special Constables who actively participated in the research process.
Despite all this effort, I have not presented my results to management due to my lack of experience developing business cases. Additionally, I had concerns about the quality of my report. I questioned whether my results were strong enough to be considered valuable and influential at the managerial level. A satisfactory mark from my university tutor indicated that while my research met the basic requirements and demonstrated a certain level of competence, it highlighted areas for further development before sharing the findings with a wider audience. 
Not sharing my results has had a negative impact on the organisation and my colleagues from the Special Constabulary. Special constables dedicated their valuable time and effort to provide their perspectives, challenges and suggestions, expecting their input to be considered and acted upon. The feedback from special constables could provide valuable insights to implement effective strategies for talent retention and improving the volunteer experience. According to Penny (2020), failing to deliver the results disregarded employees’ contributions. It undermined their trust and confidence in the research process, which could negatively impact their motivation and willingness to participate in future initiatives.
Now what? 
Commercial drive for an HR professional (CIPD, 2015) means having a business-oriented mindset and understanding an organisation's financial and operational aspects. It involves identifying opportunities for growth and developing strategies that align with the overall goals and objectives of the organisation.
HR professionals (Ulrich, Dulebohn, 2015) with a commercial drive and insights focus emphasise delivering results and adding value to the organisation. They work to develop initiatives that benefit employees and contribute to the bottom line. This can include implementing cost-saving measures, improving productivity, or developing programs that attract and retain top talent. 
Moving forward, I will ensure that I am more commercially driven in my approach, understanding the importance of adding value to the organisation. Retaining Specials would result in cost savings for the organisation since the expenses associated with recruiting, training and equipping a single individual amount to approximately £2,800 (Callender, et al, 2020).
The ability to create a business case is crucial in showcasing a commercial drive within an organisation. It demonstrates a deep understanding of the organisation’s goals, strategies, and financial considerations while aligning them with the proposed solution. Further action to gain knowledge to build business cases is needed. There are many online resources on this subject that I can explore. For example, Taylor J. (2019) How to Build a Powerful Business Case for Your HR Initiatives? Available at: https://www.launchways.com/how-to-build-business-case-for-hr-initiatives/.






SCENARIO 4 Working inclusively and with professional courage and influence
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Description automatically generated]What?
The newly trained officer and I were assigned to transport a dangerous prisoner from the police station to custody. As no van was available for transportation, we used the ordinary police vehicle. Additionally, the prisoner was uncuffed as per his wrist injury. During the transportation, the prisoner became agitated and attempted to escape. We have had to use reasonable force to restrain him to prevent harm to himself and the public. As a result, my colleague was injured. 
So what? 
The authority's decision to transport the dangerous prisoner without adequate restraints by two inexperienced officers' should be challenged, and a suitable van for transportation should be requested. This decision compromised the safety of all parties involved. The injury to my colleague highlights the consequences of inadequate risk management and the importance of prioritising safety protocols.
As a Special Constable, I hesitated to express my concerns and challenge the decision made by an experienced officer in charge, as I was still determining if my input would be valued. Moreover, being relatively new to the police force, I lack clarity on protocols and procedures, further diminishing my confidence in speaking up. The police organisational culture is hierarchical and autocratic, characterised by a top-down approach to decision-making, where authority and power reside at the higher levels of the organisation (Wale, 2023). In a hierarchical and autocratic culture, there is a strong emphasis on following orders and adhering to the chain of command, limiting the opportunity for employees to voice their opinions or contribute to decision-making processes (Dai et al, 2022). Being Polish enhances this respect for authority. According to Hofstede (Kuźmińska-Haberla, 2017), Poland tends to have a high score in the Power Distance dimension. In Polish culture, authority and hierarchies are highly respected, with clear distinctions between superiors and subordinates. There is an emphasis on obedience, adherence to rules, and a top-down approach to management. Subordinates are expected to follow instructions without questioning or challenging them (Harakkamäki, 2017).
Language proficiency contributed to my decision not to speak out. As a person communicating in a second language, I struggle to express my thoughts accurately, which is frustrating. Expressing concerns in a non-native language is challenging and leads to self-doubt. According to Chen (2012), negotiating or communicating in a second language presents various barriers affecting the negotiation process and outcomes. Limited vocabulary, grammar, or pronunciation skills can hinder clear communication, leading to misunderstandings or misinterpretations. 
In addition to the aforementioned challenges, cultural differences in communication styles, norms of politeness, and non-verbal cues can create challenges. These variations in cultural communication can include discrepancies in directness, formality, use of humour, and body language (Ting-Toomey, Chung, 2012). Misinterpreting or misusing culturally-specific phrases or gestures can unintentionally offend or lead to misunderstandings. These misunderstandings can negatively affect communication dynamics and relationships, hindering collaboration and cooperation.
By utilising the Thomas-Kilmann Conflict Management assessment, I discovered that my conflict management style tends to lean towards avoidance. This indicates that I tend to evade confrontations or disagreements. Individuals with this style often prioritise preserving relationships and minimising tension, sometimes at the expense of addressing and resolving underlying issues, believing that the conflict will resolve itself (Karambayya, Brett, 2014). While adopting an avoiding style can benefit certain situations, such as diffusing immediate tensions or allowing time for emotions to cool down, it can also have drawbacks. The tendency to avoid conflicts can escalate unresolved issues over time, ultimately leading to more significant problems.
Recognising and addressing barrier to avoiding conflicts is essential to ensure that significant concerns, especially those related to safety or ethics, are adequately addressed and resolved. Remaining silent in such a situation compromises the safety of those involved.
Now what? 
Recognising the limitations of a hierarchical and autocratic culture, it is essential for police organisations to foster a more inclusive and participative culture. Fridell and Lim (2016) highlight that working inclusively means recognising and valuing the diversity of all members of the police force and creating an environment where everyone feels welcome to contribute their perspectives and strengths, regardless of their rank and background. 
Models such as the Psychological Empowerment Theory or the Theory of Organisational Voice emphasise the importance of employee voice and participation in shaping organisational outcomes (Detert, Burris, 2007). This can be achieved by implementing practices such as seeking and acting on employee feedback and involving employees in decision-making processes. One example of an organisation involving everyone in decision-making is the online retailer Zappos. At Zappos (Bendersky, Hays, 2012), employees are encouraged to participate in decision-making through the company's "holacracy" system, which replaces the traditional top-down hierarchy with a network of self-managing teams. Moreover, employees are encouraged to attend company meetings to discuss and vote on important decisions that affect the entire organisation. Transforming the organisational culture to be more inclusive and supportive of employee voice can lead to increased employee engagement, improved problem-solving capabilities, and a stronger sense of ownership and commitment among the workforce.
As someone who aspires to become a leader, I must not constrain myself from participating in the decision-making procedure solely because of my country of origin or position within the organisation. Working inclusively means having the courage to speak up and offer an opinion, even when it may be difficult or uncomfortable to do so. Moving forward, I will demonstrate professional courage by constructively confronting poor decisions that may put myself, my colleagues, the public, or prisoners at risk and advocating for the appropriate course of action. 
Building assertiveness skills and understanding the potential positive impact of addressing conflicts can help overcome the inhibitions associated with an avoiding conflict management style. A willingness to address conflicts constructively can help me navigate challenging situations more effectively.
The McKinsey Influencing Model recognises that communication is fundamental for influencing stakeholders. Amstrong’s (2019) influential framework could help me structure a conversation when challenging poor decisions and promoting safer practices. Rather than just challenging the authority’s decision, I could offer alternative solutions that address the concerns raised. For example, suggest requesting a suitable van for transportation equipped with adequate restraints or seeking assistance from more experienced officers trained in handling high-risk prisoners. By respectfully challenging decisions and offering constructive alternatives, I will contribute to building a culture of open communication, continuous improvement, and collective decision-making within the police force.
SELF REFLECTION 
Self-reflection, while valuable for personal and professional growth, has its limitations. 
Self-reflection relies on our own perceptions and interpretations, which can be subjective and influenced by emotions and personal biases. Our biases can prevent us from accurately seeing our actions and behaviours. This can lead to hinder our ability to identify blind spots or areas for improvement. According to Johari Window Model (Mind Tools, 2023), blind spots refer to areas of ourselves that we are unaware of or have limited insight into. Blind spots prevent us from fully understanding our behaviours, attitudes, and their impact on others. Without external feedback, we may miss crucial information about our behaviour that others observe. 





FEEDBACK FROM OTHERS.
To overcome the limitations of self-reflection, it is crucial to supplement it with external feedback. Maddocks (2021) suggests that obtaining input from leaders, mentors, and colleagues can offer valuable insights and help challenge biases. This way helps individuals gain insights into areas where they may have unintentional negative effects. In addition to areas for improvement, 360-degree feedback also highlights an individual's strengths and positive contributions. This recognition and validation of strengths can boost confidence and motivation, encouraging individuals to continue excelling in their areas of expertise. Feedback enables individuals to create targeted development plans to address weaknesses, leverage strengths, and grow both personally and professionally. 
SGT 1706
‘Kate’s dedication and effort are truly admirable. She demonstrates a strong work ethic and is always willing to go the extra mile to complete assigned tasks. Her determination makes a positive impact on the overall effectiveness of the team. However, while Kate possesses the necessary skills and knowledge required for the role, her self-doubt can hinder her performance and potential growth.’
PC 567
‘Your strong work ethic and professionalism set a positive example for the entire team. However, I have noticed that you sometimes lack confidence when dealing with high-pressure situations. Understandably, these scenarios can be stressful, but building confidence in such circumstances is crucial to maintaining control and making effective decisions. By working on your self-assurance, you can elevate your overall performance and contribute even more effectively to our team's success.’
Special Constable in training SC 9523
‘I am grateful for your support throughout my training journey. Your willingness to share your knowledge and experiences has been helpful in my growth as a Special Constable. Your clear explanations have undoubtedly accelerated my learning process. You have been patient and approachable, always ready to answer my questions and break down complex concepts into understandable terms. One area where I believe you could focus on further development is your communication skills.’

CONCLUSION
The journey towards becoming a successful and effective leader requires a commitment to continuous improvement. By embracing feedback and actively working to improve weaknesses, I can enhance my skills, knowledge, and capabilities necessary for the sergeant role. The initial milestone to progress in my professional journey is attaining independent status. To achieve this, some areas require improvement. Improving effective communication skills, assertiveness, and better conflict resolution are essential aspects to work on. Overcoming these barriers requires a proactive approach. Building language proficiency through language training and practice can enhance communication effectiveness. Enhancing my conflict-handling skills will enable me to navigate situations with minimal reliance on force, thereby building trust within the community, promoting officer safety, and ensuring adherence to professional standards. This may involve actively seeking additional training, opportunities to practice skills, or acquiring new knowledge. 
The aim is to continuously evolve and develop, preparing myself for the demands and responsibilities of a sergeant’s role. Reflecting on my progress and committing to personal growth will enhance my leadership abilities, positively impacting others and advancing my career.




















REFERENCES:
Agnelli, N. M. (2017). Self-care and Self-compassion in Nurses: Concept Analysis. Nursing Forum, 52(1), pp 29-37.
Armstrong M. (2019) Armstrong's Handbook of Reward Management Practice. 6th Edition. London: Kogan Page.
Beauchamp, T. L., & Childress, J. F. (2019). Principles of Biomedical Ethics (8th ed.). Oxford University Press.
Bendersky, C., & Hays, N. A. (2012). Communication and conflict in embedded intergroup contexts: A case study of a high-tech firm implementing a sociotechnical system. Organization Science, 23(2), pp. 467-492.
Callender, M., Cahalin, K., Cole S., J., Hubbard L., Britton I., (2020) Understanding the Motivations, Morale, and Retention of Special Constables: Findings from a National Survey, Policing: A Journal of Policy and Practice, 14(3), pp  670–685. 
Chen, G. M. (2012). Intercultural communication competence: A synthesis. Communication Yearbook, 36, 145-189.
Clegg, S, Kornberger, M and Rhodes, C (2007) Business ethics as practice, British Journal of Management, 18 (2), pp 107–22
Cobley, P., Schulz, P.,J., (2013), Theories and Models of Communication. Berlin: De Gruyter Mouton.
College of Policing (2022) Special Constable Independent Status. Available at: https://profdev.college.police.uk/professional-profile/special-constable-independent-patrol/ (accessed 27.01.2023).
College of Policing (2022a) Developing and valuing people. Available at: https://www.college.police.uk/guidance/leadership-expectations/developing-and-valuing-people (accessed 14.04.2023). 

College of policing (2020) Training for Special Constables. Available at: https://www.college.police.uk/guidance/training-special-constables (accessed 26.01.2023).
Coward, M., (2011) Does the use of reflective models restrict critical thinking and learning in nurse education? What have we done?. Nurse Education Today, 31(8), pp.883-886.
Dai Y, Li H, Xie W, Deng T. (2022) Power Distance Belief and Workplace Communication: The Mediating Role of Fear of Authority. Int J Environ Res Public Health. 19(5).
Detert, J. R., & Burris, E. R. (2007). Leadership behaviour and employee voice: Is the door really open? Academy of Management Journal, 50(4), pp. 869-884.
Dorobantu, S., Kaul, A., & Zardkoohi, A. (2017). Corporate Social Responsibility, Corporate Reputation, and Employee Engagement. Business Ethics Quarterly, 27(4), pp 533-557.
Garvin, D. A., Edmondson, A. C., Gino, F. (2008). Is Yours a Learning Organization? Harvard Business Review, 86(3), 109-116.
Fridell, L. A., & Lim, H. (2016). Building trust in the police in diverse communities. Policing, 10(4), 410-421.
Gwent Police (2020) Joint Strategic Equality Plan 2020/2024. Available at: https://www.gwent.police.uk/SysSiteAssets/media/downloads/gwent/equality-and-diversity/joint-strategic-equality-plan-2020.pdf (accessed 20.02.2023).
Hall, C. M. (2015). Building a Culture of Continuous Improvement. Journal of Nursing Administration, 45(2), 67-68.
Harakkamäki K. (2017) Impact of cultural differences between German, Polish and
Swedish cultures. University of Applied Sciences. 
Karambayya, R., & Brett, J. M. (2014). Conflict management: A gap in business education. Academy of Management Learning & Education, 13(1), pp 92-108.
Kuźmińska-Haberla A. (2017) Poland and China in the light of Hofstede Cultural Dimensions. The 11th International Days of Statistics and Economics.
Lerner, J., S., Li Y., Valdesolo P., Kassam K., S., (2015) Emotion and Decision Making. Annual Review of Psychology 66(1), pp 799-823.
Lewicki, R. J., Barry, B., & Saunders, D. M. (2015). Essentials of Negotiation (6th ed.). McGraw-Hill Education.
Maddocks J., (2021) The role of 360° leadership feedback in NHS patient care. Hospital Times. Available at: https://www.hospitaltimes.co.uk/the-role-of-360-leadership-feedback-in-nhs-patient-care/ (accessed 09.05.2023).
Miller, J., & Mueller, J. (2018). Police legitimacy and the use of force: Examining data from the Washington Post. Policing: An International Journal of Police Strategies & Management, 41(2), 241-254.
Mind Tools (2023) The Johari Window. [online] Available at: https://www.mindtools.com/au7v71d/the-johari-window (accessed 22.05.2023).
Nink M, Robison J (2022) Ethical Dilemmas: What to Do When Employees Stay Silent. Gallup. Available at: https://www.gallup.com/workplace/392207/ethical-dilemmas-employees-stay-silent.aspx (accessed 04.03.2023).
Penny C. (2020). Acting on feedback is vital for employee engagement. Here’s how to do it right. SAGE. Available at: https://www.sage.com/en-gb/blog/feedback-vital-employee-engagement-tips/ (accessed 22.05.2023).
Police Chief Magazine (2023) How to Encourage Reporting of Professional Misconduct International Association of Chief Police. Available at: https://www.policechiefmagazine.org/how-to-encourage-reporting-of-professional-misconduct/ (accessed 05.06.2023).
Rest, J. R., & Narvaez, D., (2016). Moral Development in the Professions: Psychology and Applied Ethics. Psychology Press.
Rolfe, G., Freshwater, D. and Jasper, M., (2001). Critical reflection for nursing and the helping professions a user's guide. Palgrave Basingstoke.
Ryan, R. M., & Deci, E. L. (2017). Self-Determination Theory: Basic Psychological Needs in Motivation, Development, and Wellness. Guilford Press.
Taylor J. (2019) How to Build a Powerful Business Case for Your HR Initiatives? Available at: https://www.launchways.com/how-to-build-business-case-for-hr-initiatives/ (accessed 20.05.2023).
Ting-Toomey, S., Chung, L. C. (2012). Understanding Intercultural Communication. Oxford University Press.
Ulrich, D., & Dulebohn, J. H. (2015). Are We There Yet? What's Next for HR? Human Resource Management Review, 25(2), pp 188-204.
Wale H. (2023) Hofstede’s Cultural Dimensions Theory. CFI. Available at: https://corporatefinanceinstitute.com/resources/management/hofstedes-cultural-dimensions-theory/ (accessed 20.02.2023).
Werhane, P. H., Freeman, R. E. (2019). The Oxford Handbook of Business Ethics. Oxford University Press.
White, S., Fook, J., & Gardner, F. (2006). Critical Reflection in Health and Social Care. Open University Press.
Yasin, M. M., Al-Amri, S., Yusoff, R. M. (2018). Henri Fayol's Principles of Management in Today's Organizational Environment. Journal of Administrative Science, 15(2), pp. 149-168.















2


	Development plan – Developing skills for Leadership
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	TO:01.06.2024
	



To become a good leader and influence employees, I need to develop some areas recognised through reflection and 360 feedback.
	What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	
Achieve Direct Status.



	Social, collaborative learning (Dam, 2012)  - Shadowing other experience officers in their work to acquire skills to interact with the public and manage challenging circumstances.
Shackelton-Jones (2019) states that adults learn best through hands-on experience and stepping out of their comfort zones. This means actively practising skills and applying knowledge in real-life situations.
	Support of police officers to show me the work, 
Support from Special Constables’ network– to discuss achieving independent status. 
Special Constable mentors who can view my evidence portfolio and provide constructive feedback
Approximately 100 hours are needed to achieve Independent Status
	Confidently participating while responding to emergency calls. 

Taking the lead while dealing with emergency calls.


	30.06.2023 
Assess my evidence portfolio to evaluate the number of completed tasks and the remaining tasks that need to be fulfilled.
Review and reflect on the mentor’s feedback.
31.07.2023 
Achieving Independent Status Patroller

	Gain proficiency in constructive confrontation strategies to effectively navigate conflicts, enabling the expression of concerns and the ability to influence decision-making processes.
	Seek opportunities to role-play scenarios to practice assertiveness and conflict handling.
Proactively engaging in conflict situations when responding in emergency calls. 

	Engage in practical sessions designed for Special Constables to witness how my peers handle conflicts. Reflect on feedback from supervisors regarding their performance.
	Recognition from colleagues and supervisors for effective conflict-handling and problem-solving abilities.
Increased assertiveness in expressing thoughts, opinions, and boundaries.
Effective use of communication techniques to de-escalate conflicts and promote resolution.
	31.07.2023 
Obtaining the Independent status requires me to possess the capability to handle conflicts proficiently.

	
Develop effective communication skills to succeed in the Sergeant role.


	Seek opportunities to give presentations or participate in public speaking to enhance confidence and clarity in verbal communication.
Read books and articles on effective communication to gain insights and strategies for improving communication skills.
Seek feedback from trusted colleagues, mentors, or supervisors to identify areas for improvement and receive guidance. 
	Books, articles, or online resources on effective communication techniques and strategies.
Guidance and mentorship from experienced professionals or communication experts.
	Positive feedback from colleagues, mentors, and supervisors. 

Increased confidence in public speaking and delivering presentations.

Improved ability to express ideas clearly and concisely in verbal communication.
	01.06.2023 
participation in the recruitment process. – answering the participant’s questions.
Reflection on this experience enables me to identify areas for improvement and think of the next steps.

No completion date – there is always an area for constant improvement. 

	The Sergeant role involves actively participating in the growth of others and guiding them towards becoming competent officers. For this reason, mentoring, coaching and assessing training are mandatory ( College of Policing, 2022).
	Request and sign in for the courses.
	Free coaching, mentoring, and assessment module. This course is delivered to individuals who would like to support future new special constables in a role. (College of Policing, 2020).

	Accomplish the courses.
	02.02.2024 
Completion of the courses 
After completing the course, I will apply for the Sergeant Position at Gwent Police’s  Special Constabulary.


[bookmark: _Hlk135581605]
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