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Portfolio 3: Developing Your Role As A Professional Practitioner 
Reflecting on my time as a teaching practitioner within Gwent Police, I realise that I have come a long way from being the apprehensive Police Community Support Officer (PCSO) that I started as, and have developed myself into a more knowledgeable and optimistic trainer who is motivated to carry on learning and progressing. I started my training career in 2021 as a PCSO Trainer, which I did for three years before becoming an IT Trainer in 2024. In February 2025, I began my next chapter as a Police Constable Entry Routes (PCER) Trainer, which has been my goal from the beginning of my training journey. 
Reflecting on my feedback for my observations over the duration of the PCET programme, both observers have expressed that I am exceptional at planning and preparation, and allow good time to set up as I always arrive early. They have also commented on how I deliver in a professional manner and demonstrate extensive knowledge of the subjects, as well as being approachable and attentive in ensuring that the students feel comfortable with my pace, and can ask questions when required. They also mention that I engage with the students by using praise and encouragement throughout my sessions and use clear open questioning techniques. Although, they have noticed that there are improvements to be made, as my delivery can be a little quiet as I do not always project my voice, I also need to move around the room more. I also have a habit of carrying and using notes too much as well as having excessive information on my PowerPoint slides. This is a confidence issue for myself as I am afraid of forgetting important information, so do this to make sure I have it covered. It has also been commented on that I need to use more gamification and improve my communication, but since my observations were completed I have received facilitation training at the College of Policing and now understand the benefits of this which I will adapt moving forward as a more confident and inquisitive trainer. Reflecting on this feedback, I believe that the difference between the two is down to the individual course I was teaching. As a PCSO trainer, I came from an operational background and was able to reflect on my own experiences and knowledge during training, where as in IT Training, I relied on using structured guidance and information from the system, so found that I was not as confident. 
I have also learned how to embrace my many strengths and weaknesses that make me the person that I am and are guiding me towards the trainer that I want to be. Having previously completed the Honey and Mumford learning style questionnaire (1986) , I am a ‘Reflector’, which is accurate as I do learn better by observing others and reflecting on their performance. I also need time to prepare and think before committing to taking any action and reaching any conclusion. Bassot (p2016, 19) also talks about the Honey & Mumford model, and explains the strengths and weaknesses of a reflector, being thoughtful, a good listener, a patient creative, as well as an overthinker, indecisive, non-committal with work, and prone to panic, all of these points I strongly agree with and see in myself. Bassot also goes onto talk about Transactional Analysis (TA) drivers (2016, p28) and how by recognising them and the ways they influence our work and lives is useful in getting motivated. She states, “An understanding of TA helps us to identify the origins of our actions and reactions; this means we can then be in a position to chance them if we wish.” These five drivers are “be perfect,” “be strong,” “try hard,” “please people” and “hurry up,” which were identified by Taibi Kahler in 1975. Authentic Talent describes these drivers as “messages we receive from our parents and incorporate as dysfunctional problem-solving strategies during childhood.” This would strongly explain why I identify my own drivers as “Be perfect – accurate, eye for detail, neat, tidy but has a tendency to be harsh on myself when I fail to meet my own standards”, “Try Hard – has a strong work ethic, persistent and resilient, not comfortable when receiving praise”, and “Please (people) – Great team member who gets on with lots if people, but never want to upset people so can be unassertive and want to rescue people” (Bassot, 2016, p29). These drivers can sometimes pose a problem for me in a classroom setting, especially as I never want to upset students with negative feedback or discipline, so therefore I sometimes may not get straight to the point and feel as though I need to work harder to ensure the experience is easier for them by trying a lighter approach when dealing with confrontation or conflict. I also tend to be quite critical of myself if I feel that a session did not go as I planned, especially as I can be quite meticulous in planning to ensure that I do not miss anything. In contrast to that I strive to work harder, and being a perfectionist, I find that I am always well prepared for lessons and creative when it comes to planning as I try to make it easier for myself and others by designing useful checklists and forms to ensure that I have everything I need to deliver a successful lesson, which also ensures that I have not missed anything and benefits the students and my department. 
The last 12 months I have focused heavily on leadership by attending the First Line Leadership Programme workshops, which has given me a useful insight into leading and managing staff whist inspiring confidence and wellbeing in other staff. This has helped me to understand that a leader is a person who uses their own influence and actions to guide others. I have come to realise that my style of leadership is ‘Coaching,’ as I prefer to offer guidance rather than demand action. This is because I like to recognise a persons individual skills and motivation, and build trust. I do however admire the ‘Situational’ leadership style, as this is someone who can be flexible in their approach and has a clear understanding of what is required in a specific situation due to high emotional intelligence and awareness. I would like to explore situational leadership whilst I move into the PCER Trainer role, as I will be training and supervising new Police Constables who (most) have come from a different career or job where attitude towards culture is different, or more relaxed, and I realise that I will need to ‘mould’ these officers into not only reliable Police Officers, but people who follow rules and respect authority whilst maintaining a professional and integral attitude to life both on and off duty. So, I myself need to be a stronger and more resilient trainer to recognise certain behaviours and influence that change. This will come with observing my PCER Training peers, and experience of dealing with situations as they present. 
Continuous Professional Development (CPD) plays a pivotal role in my job. Rushton, I. Suter, M. (2012, p70) states “The person best placed to identify your CPD needs is you. You should negotiate your ideas, options, and plans with your supervisor, but development is about you and your professional practice.” With this in mind, my next focus is to begin my next role as a PCER Trainer. I have ten years operational experience as a PCSO, but I do need to develop my skill set to a higher standard and gain additional knowledge in processes and legislation to support my delivery. In the next 12 months, I plan on training as a Special Constable, as this will give me an overview of the curriculum and the experience of the role. I have already assisted the PC Trainers over the last three years by delivering neighbourhood and communication training, but I will start by assisting and observing their lessons, and involve myself in the development of their training plans. As part of my CPD process, I regularly research updates and changes on the Knowledge Hub, Police National Legal Database, and College of Policing websites, as well as spend time with other departments to get to know the different roles within the Police Service. I have spent time observing in the Custody unit, visiting various Police Stations as well as visiting other forces such as Cheshire Police and South Wales Police where I spent time in their control rooms, I have also visited and observed the Neighbourhood Training Department in Essex Police. I have always been passionate about neurodiversity, and have started looking into various training to become a qualified Dyslexia Assessor. When I join the PCER Training team, I would like to incorporate this training into the development of the PC training programme to become a single point of contact for everything neurodiversity, and help the team to develop more neurodiverse friendly training materials and processes, like I did within the IT Training role. 
This PCET programme has been greatly beneficial in the development of my role as a professional practitioner, as it has given me the opportunity to explore my confidence, and develop my teaching practice and reflection process. 
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