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Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



2000 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

Within this essay I will critically evaluate the strategic role of the College of Police (CoP) in professionalising policing within the UK. I will evidence how I am working to fulfil my role as modern professional police officer and reflect upon my final year of probation. I will use the ERA Cycle to help me with my answer. 

Within the first Paragraph I will be talking about how using a strategic role of the College of Policing (CoP) is professionalising policing within the UK. 
A Police Constable is described as playing a critical front-line role in the prevention and detection of crime. The role carries legal powers to maintain the law and order. There is a huge responsibility of being a police constable due to having to make these decisions and attending potentially life-threatening incidents (College of Policing, 2023) There are also standards set out for Police Officers to abide by including the Code of Ethics which is specifically set out for Police Officers to follow across all police forces in the UK. These were set up in 2014 (Gov.UK, 2014).

The College of Policing is a professional body for everyone working across policing. It is an operationally independent non-departmental public body (College of Policing, 2023).
The College of Policing was formed in 2012 and the three core functions are to set standards, share knowledge and good practice, as well as support professional development. 
The three core functions are at the heart of their 5-year strategy. This aims to build trust and a fair culture, transforming police leadership, supporting career-long professional development, boosting core skills, and finally, strengthening innovation and implementing what works. 
There is a two-year business plan set out by the college which highlights how they will transform policing within the UK between 2022 and 2024. Within this plan it includes the Policing Education Qualifications Framework (PEQF) entry routes within the police. This is part of their aim in recruiting a more representative workforce (College of Policing, 2023). Currently there are three options when applying for the police. These include the Degree Holder Entry Programme (DHEP) which is a two-year programme, the Police Constable Degree Apprenticeship (PCDA) which is a three-year programme and those with a degree in professional policing. 

The PEQF enables officers entering via the DHEP a graduate diploma in Professional Policing Practice, The PCDA is a fully funded degree apprenticeship in Professional Policing. The aim of the PEQF is so that new student police officers are prepared for the police constable role (Cambridgeshire Police, 2023). 
Although through the College of Policing vision and giving newly recruited police officers qualifications for the job, this has been met with some negatives. 
The Police Federation states that the academic qualification is not necessary to become a police officer and that it does not support recognition of policing, including the challenges it presents. There are many challenges that police officers face daily and skills including emotional intelligence, compassion and common sense are just as necessary as a national qualification (PolFed, 2019) 

Furthermore, data from the National Police Chief’s Council found that the average attrition rate is 9.1 percent with 2,567 leavers from 28,173 recruits. These figures were recorded from November 2019 to April 2020. Northamptonshire recorded that 19.3 percent of new recruits exited within their probation period (Polfed, 2022) 
In 2021, Surrey Police released figures documenting that between 2020 and 2021 16.8 percent of new recruits left within two years on the PCDA scheme. Within the first year of its uplift between 2019 and 2020, 20.8 percent of new recruits left within their first two years (My Council, 2021)

However, Tom Andrews who is a lecturer in Policing created an article which highlights the benefits of the PCDA and DHEP scheme. Andrews records that due to the critical thinking aspect of the scheme, it encourages young officers to question changes. Due to this he was witnessed some of the best results in neighbourhood policing due to the complex and innovative partnership working approaches. Andrews argument is that policing has evolved with the new evidence-based thinking approach and can only be a benefit to the police (Police Professional, 2021)



In this next paragraph, I will be talking about an incident which has happened during my policing career and how I responded to this incident to fulfil my role of a modern-day police officer. 
I attended an incident which was graded as an emergency response due to a female reporting that her ex-partner would not leave the house. As part of the initial response, I requested the control room to conduct checks on the persons involved, as well as the address. This will provide any warning markers which may enable a different approach to the incident. As such there were warning marks for domestic violence and that the female was a repeat victim from the male perpetrator. 
On arrival my body camera was activated and there was no disturbance ongoing, however the female disclosed to me that her ex-partner had pushed her to the floor during an argument and that he was refusing to leave the address. My colleague was speaking with the male in a separate room to me and the female. I have entered the room and arrested the male on suspicion of a domestic related common assault. The female declined to provide a positive statement and would not support a police prosecution. 

Incidents such as this are extremely common within my short time within the police. As they are so common, it is important that I continue to act accordingly each and every time incident and treat it as the first one. There have been numerous calls between both parties over the years, however I ensured that I still reduced the threat, harm and risk to the female by arresting the male despite there being a positive statement. 
The Code of Ethics were produced by the College of Policing in 2014. They set and define the standards of behaviour of everyone who works within policing. These ethics are currently under review as part of a consultation and set out in their business plan (College of Policing, 2023) 


When responding to the incident I knew that there was a marker relating to domestic violence from the male towards the female. I ensured I was acting with objectivity when assessing the situation and establishing what has happened. To assist with my decision making I used the National Decision Model (NDM). The NDM is made up of six key elements, firstly to gather information and intelligence, asses the threat and risk to develop a working strategy, consider powers and policies, identify options and contingencies and take action and review (College of Policing, 2023) 
Due to the threat, risk and harm towards the female, I knew I had to take action that would safeguard her and that would be fair and proportionate. Considering arresting the male allowed me to remove him from the situation, for the female to consider her position and in the meantime apply bail conditions whilst the investigation continued. The code of ethics also make sure that I am accountable for my decisions, whilst still using the NDM. 
Upon review of the incident, there was nothing I could have done differently, although there were numerous calls between both parties and that the female hasn’t supported police prosecution even with a high volume of calls made to police. 
To help monitor progress as a modern day police officer, I have an Occupational Competency Portfolio (OCP) to complete. This ensures that specific incidents and scenarios are met, as well as monitoring my progress by my supervisor.

In the last part, I will be critically reflecting on my final year of probation which I have seen my role change as a police officer. I will use Gibbs reflective cycle to help me with my answer. 

Currently, I have two and a half years’ service within the police. Not only is this my final year of probation, but my final year undertaking the university degree scheme. Now that I have less than a year left, I am now starting to feel like a fully operational police officer. The OCP has felt more structured this year as I feel it’s easier to complete due to the level of understanding of what is to be completed compared to last year. 
However, as I become more experienced with dealing with incidents, my workload increases. This is difficult to manage even though my confidence has improved over the last two years. I am now also one of the most experienced on my shift. When I joined the team after my 6 months initial training, the team was made up of officers with at least 6 years if service. Now that I am in my final year, the most experienced officer has 4 years of service. The majority of my team is made up of students still in their probation. I am now leading the decision making when responding to calls with my colleagues with less service and I am expected to know how to deal with most of the incoming calls. Due to the lack of experience on shift I have had to act up on a shift as Sergeant to manage calls and resources. This adds pressure to my already stressful role as a police officer. 
Officers are leaving their roles as a response police officer due to moving to other departments or due to being promoted. Three of my original colleagues have left the police force for a different job in general. They have stated that this is due to the lack of recognition and support from the force, and the increased in job demand. 



In conclusion, the College of Policing set the standards for professional policing within England and Wales. They can suggest and develop new ideas to assist with the progression policing as it changes over the years. The College of Policing will develop everything they do with evidence-based knowledge and continue to be transparent with their yearly figures which are published each year. They have set up the PEQF and developed the DHEP and PCDA programmes highlighting the benefits of the academic qualification on modern day policing. 

Policing has changed dramatically over the years and that includes the diversity within the forces. The Policing Vision 2025 aims to make policing more representative of the communities they serve (NPCC, 2016)
The College of Policing’s business plan aims to develop support for under-represented groups and target recruitment drives for ethnic minorities. This will enable accurate representation of the more diverse communities within the UK. 

It is concerning to see the officer retention rates with police forces in the UK. Figures show that voluntary resignation rates in England and Wales increased by 72% from 2021 to 2022. Voluntary leavers accounted for 42% of all leavers from the police which is a huge increased from just 18% ten years before in 2012 (The Conversation, 2022)
I have been a witness to the negativity on shift from those who have been in service for several years. This in itself can create a negative working atmosphere, along with short staffing levels, increased workload and general stress and demand of the job. The College of Policing is aiming to reduce this with their evidence-based knowledge to set out standards and qualifications relevant to the job, enabling officers to have the tools to perform their job effectively. 
Although the stresses of the job have increased during my final year of probation, I am using this to my advantage by looking to become a tutor once my probation has ended. I feel that the newly recruited students should have a positive tutor to help them learn on the job. 
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


  
	
Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?


 
2000 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:

Within this essay I will critically evaluate my experience with the use of social media within policing as a means of informing and engaging with the community. 
I will talk about an incident in which I have been involved in with social media and discuss the benefits and risks. 

Social media is described as web-based platforms allowing users to engage with the public. It was originally developed on computers but has since moved to mobiles due to the advances in technology. Social media can be used to post real-time information to its users (NFI, 2023)


There was an incident I was involved in where I had to utilise social media to assist with the investigation. I responded to a call of a missing person who had left his home address in the morning and hadn’t returned in the evening. This male was vulnerable due to his elderly age and suffers with Dementia. Despite this, the male still insisted on remaining active and taking part in his daily activities. These included getting on the local bus and going into the local town. Due to the male not returning home as normal, a high-risk missing person report was made, and a search was underway.
I attended the family home and requested further information relating to his mobile phone, bank account details and description of his clothing.

As the male used the local bus service, I established that there could potentially be a number of person who may have witnessed the male on the bus. This incident happened in the winter, and it began getting dark. I spoke with my bronze inspector about a social media appeal providing a picture of the male to receive information from the public to trace his whereabouts. The appeal was posted on the official South Wales Police Facebook profile. This profile has over 187,000 followers. 

Police forces in the UK have utilised social media as a means of communicating with the public more frequently in recent years. Bullock (2017) writes that the use of social media by police forces has become a trend. Included in the article are findings stating that there is a link between posting information online and community policing ‘This trend is best understood within the context of the reinvigoration of community policing in the UK and around the globe. The practices of community policing seek to facilitate interaction between police officers and citizens. In the interests of promoting legitimacy and controlling crime, the aim of community policing is to encourage citizens to take individual and collective responsibility for crime control at the local level and to marry policing and community priorities.’

As this appeal went out, there were numerous reports made from members of the public who had sighted the male at some point during the day. As a direct result of this appeal, the male was located on a bus service in another division after several hours of searching. 
Without the social media appeal, this male may not have been located in the prompt manner he was. 

There are numerous ways in which social media is used within policing. There is no set guide for what should be included when forces post on their platforms. The National Police Chiefs Council (NPCC) have provided a model known as The Target Operating Model (TOM) for police forces to use as a tool for engagement. TOM was developed to help local forces with a model to base their social media operations on. The four key components are: 
1. Working across teams
2. Interacting with the public
3. Analytics and producing insights
4. Managing inbound content
The benefit is that components used correctly give the public confidence to engage and report on social media (NPCC, 2019).

Furthermore, Gov.UK have provided a guide to assist posting on social media for emergency services. 

I ensured that the post regarding the missing male included relevant and up to date information about the last sighting, a description of what he was wearing and where he frequents. It was vital to include the reference number for members of the public to quote when providing information. Included in the post were instructions on how to report over the phone, online via an email address or directly through Facebook via a private message. 

The College of Policing (CoP) state that there is an expectation that the police will be actively engaged in using the technology to create a two-way, real-time channel of communication. This is because social media is often used as a tool by the public to report incidents (College of Policing, 2023).


In addition to posting appeals for missing persons, police forces can utilise posts on social media for a variety of different reasons. These can include:
· Posting stay away from areas due to road closures, on going incidents or areas of concern
· Wanted person information or appeals for witnesses and victims to come forward regarding a reported incident. 
· CCTV identification appeals
· Warn the public about ongoing incidents.
· Confirm the status of any road closures or the conclusion of incidents.
· Court results after incidents 

After the missing male was located, this was posted on Facebook to state that the male had been found safe and well. This provided an opportunity for the police to thank members of the public for their work in assisting with his location. Showing thanks to the public in these situations further establishes a positive relationship between the police and the public. 

There are many benefits where forces use social media as a communication platform. Due to the decrease in police presence in the community, the platform provides a connection between the community and the police over a platform. Particularly with neighbourhood policing teams. 
I have witnessed the engagement from the local neighbourhood policing teams in my area who regularly post events that have taken place within the community such as police presence at events or even the success of a policing operation to target vehicle ASB. This provides the local community reassurance that there is an active police presence keeping locals safe. 

Notable incidents within the UK have been communicated to the public via social media. Examples have been to communicate critical incidents, such as disorder, demonstrations, and protests. During the summer riots of 2011, police forces and neighbourhood officers used the tool to calm the public around the rumours of disorderly incidents (Crump, 2011). West Midlands Police Super Intendant used Twitter to reassure the public that there was no disorderly incidents ongoing in the area. 

Additionally, there are many risks to the use of social media within policing. As with all information posted, there are members of the public who will speculate information. Cyber-vigilantes is a term used for someone who will post on social media in an attempt to sway others. Bullock (2017) writes that cyber-vigilantes speculate information online. Included in the article are the risks that personal information can be posted online when appeals are made regarding persons. 

Speculation online can have a detrimental impact to investigations. During the appeal for the missing male, many users wrote information stating they had saw the male in locations across the UK. This information was incorrect due to the male being found in another division but still fairly close to home. As will all information received form the public, this needs investigation and could provide false leads on the whereabouts.

Speculation has had a negative impact on recent events in South Wales Police as violent disorder took place after a fatal road traffic collision occurred in a local community. Members of the public quickly took to social media to spread information relating to the cause of the crash and the police forces involvement. Due to the early speculation, violent disorder took place causing thousands of pounds worth of damage 

There have been occasions where appeals for persons posted on social media have been met with a large amount of comments unrelated to the post. For example, The Mail Online reported in 2023 that North Yorkshire Police had to remove a post appealing for information regarding a recent burglary. The post included a still of a figure walking down the street. Users quickly began sharing and commenting about the likeness to the Grim Reaper (Mail Online, 2023) 


There is also a delay in posting to social media for appeals. When I made the request to post the missing male to social media, it took several hours to post due to the risk assessment being undertaken on the missing person and gathering the information about the appeal. This could cause a delay in finding persons in the future if they are extremely time sensitive. 

South Wales Police has it’s own policy relating to the use of social media. South Wales Police are currently utilising Facebook, Twitter, Instagram, Tik Tok, YouTube and LinkedIn. These platforms are managed by the Communications and Media Department. The policy also includes individuals with their own social media accounts within the force. There are strict guidelines when posting on personal accounts. All posts made from persons on the official accounts must comply with the Code of Ethics (SWP Policy, 2022)

In conclusion, the use of social media is growing rapidly as a means of communicating between persons in the UK. Ofcom (2014) completed research detailing that 83 percent of adults now go online and 55 per cent of the adult population has a current social networking site profile. Out of those adults, 96 per cent have a profile on Facebook. 

Keane (2014) for the College of Policing states ‘an online presence in a modern world is as important as traditional policing methods such as walking the beat’. 
This statement coincides with the development of the modern world and the need for information to be readily available and in keeping with the advances of technology. 

Police Forces regularly post outcomes of internal investigations relating to misconduct from police officers and their findings. Highlighting and challenging this behaviour can instil the public trust back into the police. However, there are occasions where this has a negative impact as some members of the community will include posts as such as ammunition for their motive against the police. 

The Association of Police and Crime Commissioners (ACPO) state that the safe use of social media recognise that the use of communication through social networking sites assist police forces with community engagement, allow officers to respond in real time to incident, but also to help the police demonstrate greater accountability and transparency (ACPO, 2013). 

Crump,J, completed a study on over the UK Policing accounts and its effectiveness of engagement. Within that study, all corporate Twitter accounts had at least a 60% retweet rate on Twitter. Furthermore, a closer look at Dorset Police Twitter account highlighted that posts regarding missing persons, road problems or weather conditions are more likely to be shared amongst it’s users. Posts relating to crime are less likely to be shared (Fernandez, 2017). 

Access to social networking sites is considered the ‘new normal’ in society. Sites can be accessed on mobile devices, tablets and computers. Communities want to be kept up to date with information from their local police forces and to provide an alternative way to report crimes. As findings show, there will always be speculation regarding reporting incidents and social media can heighten its effects with how quick information is passed.  However, forces are able to communicate and reduce speculation with their most up to date information in real-time to limit the rumours. 
From my findings, it is clear that effective use of social media is a vital part of modern-day policing.
1993 words







Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

Within this essay I will critically evaluate and evidence my flexibility in leadership style. I will also critically analyse leadership strategies I have developed to manage a range of different operational situations. 

Leadership can be defined in many different ways. Kruse (2013) defines this as ‘leadership is a process of social influence, which maximises the efforts of others, towards the achievement of a goal’. There are key elements within this definition highlighting that leadership stems from social influence and not from a position of power or authority. The end result includes a goal and not to influence others, but the requirement of others to achieve the goal is key. 

Good leadership can promote effective teamwork in achieving goals. Bad leadership can have the opposite effect of this. Personalities can also impact how to lead. It’s important to find a leadership style suited to your own personality and what the situation needs. 

Leadership is not just defined by those in a more senior role within the police. The College of Policing (2023) have developed a 5 stages which provide an outlook at work leadership looks like in policing
Stage 1 – everyone as a leader. 
Stage 2 – first-line leaders
Stage 3 – Mid-level leaders
Stage 4 – Senior Leaders
Stage 5 - Chief Officers and staff

Being a leader is a vital part of being a police officer, no matter the rank. Police officers are expected to take charge of complex situations when responding to incidents. This is almost an expectation from the public when they call on the police. There is a duty to respond to calls in line with the code of ethics in the detection and prevention of crime. It is essential to be a role model for treating the public respectfully and making fair decisions. 

Her Majesty’s Inspectorate of Constabulary and Fire and Rescue Services (HMICFRS) produced a report in 2017 of their findings in police leadership. Within the report they state that police-recorded crime figures increased by 13 percent from the previous year in England and Wales. (HMICFRS, 2017)
This applies more pressure to the police force, especially as now that I am one of the most experience officers on my shift, there is a higher expectation that I will lead by example.

There are many different leadership styles, some which can be applied more effectively to police leadership. I have chosen to discuss the ones which I can relate to on a more day to day basis within the police. 

Firstly, Transformational Leadership focuses on a “people-centred approach” which aims to inspire, motivate and empower a team. Transformational leaders are inclusive and consider everyone’s individual skills and experience as part of the team (Fritsvold, 2023) 
This concept was first introduced by James MacGregor Burns and can be expressed by the leaders strength and personality. The focus is to help group members with supporting them through guidance and inspiration to succeed when they perform well with hard-work and good performance (Cherry, 2023)

Situational Leadership was developed by Dr. Paul Hersey and Kenneth Blanchard. This leadership model focusses on four primary styles telling, selling, participating and delegating. The telling refers to leaders instructing others what to do and how to do it. Selling refers to a more back and forth approach between leaders and followers. Both communicate their ideas to each other before deciding on an option. Participating is where the leader may offer less direction and the other group members play a more active role in the decision-making process. Delegating refers to the leader giving group member tasks which means they will have the responsibility on the decisions they make (Cherry, 2023)

Transactional Leadership was developed by Kuhnert and Lewis and can be described as a cost and benefit exchanged between leaders and group members (Tavanti, 2023) This model is where the focus is on order, structure and goal-orientated planning. The group members may rely on an awards-based system for motivation after clear instruction is given (Fritsvold, 2023) 

Authoritative Leadership is a more common based leadership tool within the police. This is more a ruled based leadership with clear orders to others. The leader has full control of the team and delegates actions in a military-style approach. Group members are more expected to obey and follow the direction of the leader (Fritsvold, 2023) This leadership tool can be met with criticism due to the ever-changing police force with new, younger recruits coming through the ranks and this style being seen as being quite “hard”. New student officers need to be inspired and encouraged from leaders, as opposed to directed. 

I will now discuss an incident I was involved in and the different leadership styles when responding to the call.  

I was on duty with an officer who has a year in service less than me. As I have just over 2 years in service, the gap is quite large considering we are both inexperienced. I responded to a concern call for a female who was lost in the nearby area. This call was in the early hours of the morning and a particularly cold night. The call was from a friend who stated that her friend is lost in the area and she has a significant head injury caused from her boyfriend. The female friend who was reporting the call didn’t know the area and couldn’t advise us on where her injured friend could be. I conducted an area search with my colleague which proved negative. As I was driving the vehicle, I was limited on what checks I could make. I delegated to my colleague to call the friend back and try and gauge as information as possible to locate the injured female. As such, information came to light stated the area in which the boyfriend lived as well as a significant injury he sustained years again with a missing limb. 

With that information I have used my police radio to ask the control room to search for a male person with that injury living in the area. I knew this was a long shot, however missing limbs and disabilities are recorded on persons identifications on the police Niche system. An address was provided for me and my colleague to attend. A photograph was provided from the female caller of her friends injury which was added to the incident. Due to the level of injury I have requested a further two units to attend the address. As I was the most experienced officer and in possession of a taser, I have knocked the unlocked front door before entering. Immediately there was blood on the banister leading up to the stairs. I shouted clear instructions for persons to identify themselves before completely a search of the address. The male was irate that officers had entered so I requested that my colleague stay with the male and one of the attending officers. The two other attending officers had even less service than me and my colleague. I assessed the female who had an extensive head injury which she states was caused by the use of a instrument from her boyfriend during an argument. With this information I arrested the male on suspicion of GBH with intent. At the time of doing this my Sergeant arrived at scene after I provided an update to the control room over the radio. I instructed my two colleagues with the male to escort him to a marked van whilst me and another colleague would escort the female victim to hospital. 
I still passed these instructions in front of my Sergeant and informed him that there were a number of clothing items and bedding that would need to be seized as well as an instrument. The response to the incident was conducted effectively and the outcome was applied quickly. Whilst at the hospital with the injured female I have guided my colleague with an effective victim statement. 

At the start of this incident I tried to apply a transformational leadership to allow my colleague to learn how to do the role. I always think back to when I first joined the police and how I benefited from the approach of ‘doing’ rather than ‘seeing’. However, as the incident developed I knew I needed to take charge and direct instructions to my colleagues. This is where I used the situational leadership model, most notable the ‘telling’ stage of the model when first responding to the incident. The incident continued to unfold and I applied the ‘delegating’ stage to direct my Sergeant and another colleague still at scene to seize the clothing and bedding as well as obtain any photographs. The persons staying at scene would be responsible for the photographs they take and the items they seize. Lastly, I provided guidance and support to my colleague to take a victim statement. This could come under the ‘participating’ stage of the situational leadership, or under transformational leadership. I took a step back and provided key information to include, but allowed them to take the bulk of the statement as a way of learning. 

This incident is a clear indication that there isn’t one leadership style that can be applied to all incidents. Incidents are dependent with what is happening and a dynamic risk assessment is always undertaken to establish how to deal with it effectively. The most suitable strategy should be applied to suit the situation. For example, due to the level of experience of my other colleagues I could not have taken a step back and sit in the ‘participating’ stage of the situational leadership due to the fast paced environment and the need to come to a quick conclusion. 

In conclusion, being a leader is a key element of fulfilling the role of a police officer. Although there are many different models and strategies to follow, ultimately these must be flexible dependant on the situation which includes the environment and persons around you. The Contingency Theory of Leadership is described as ‘that a leader’s effectiveness is contingent on whether or not their leadership style suits a particular situation’ (Indeed, 2023) This theory requires persons to be self-aware, objective and adaptive. 

UK police have come under public scrutiny when it comes to leadership over the years. In a report published by Thrive in 2022, they included that a change in culture and leadership is needed within the police. They reported that frontline officers said that the hierarchy system made it difficult to suggest new idea to their superiors. Highlighting that any new ideas must go through the levels of supervisors before even being considered (Thrive, 2022). 
Authoritative Leadership, and even Transactional Leadership could be seen as out-dated when change is needed to provide the best possible service to the public. A model such as Transformational Leadership would be more suited to the police to allow officers to be inspired and supported with their decision making and personal development. 
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

2000 words (+/- 10%: include your actual word count at the end of each section) 
 



ANSWER:

Within this essay I will critically evaluate my three-year probation within the police. I will discuss how I have benefited from coaching and mentoring to meet goals as well as aided my performance. I will use the EAR Cycle to help me with my answer. 

When I started my career in the police in September 2020, it was during the global pandemic of COVID-19. The training I received before going out on shift is very different to what students now experience. I conducted a lot of online learning at home to company with the social distancing measures in place.

When coming out on to a response shift, I was shocked due to the restrictions the pandemic had on my training and how this cannot be adhered to when responding to emergency calls. I was tutored for 3 months, before entering a mentoring phase for a further 3 months with regular coaching from the team as part of my probationary period. I will now discuss what these are. 

Firstly, a probationary period is often described as a trial period of work. The role is then made permanent when satisfactory completion of the probationary period is met. This can be made up certain job criteria as well as personal development such as attitude (Taylor, 2019) 
The probationary period varies between employers. In the police, and more specifically the entry period that I am on is a three-year period. The Police Constable Degree Apprenticeship (PCDA) is an on-the-job learning role with both academic theory and knowledge. When I joined I was attested as a Police Officer and carry the same duties as a confirmed rank Police Officer. This route allows me to be awarded with a degree in Professional Policing at the end of the apprenticeship. To obtain this I must successfully complete my occupational competency portfolio (OCP) which assess my operational competence, and the apprenticeship completion assesses my academic competence (College of Policing, 2020)

I was assigned a specific Tutor Constable for the duration of the 3 months. A Tutor Constable is someone who provides mentoring, instruction and guidance to the student constable. They also facilitate work-based learning, development and assessment on either a 1 to 1 basis (College of Policing, 2023). The tutor must have the relevant knowledge so that they can accurately provide support and feedback to the students. As part of my initial 3 months tutorship I can to complete an COP which ensured I had attended certain incidents and carried out relevant investigation and processes before moving into independent patrol status. 

To be successfully confirmed in rank, I have benefited from coaching and mentoring from my colleagues. Coaching and mentoring are two different experiences. Coaching is more of short term development process which focusses on improving performance and achieving set goals. Mentoring is more of a long-term development process which relies more of the transfer of knowledge and experience from one to another (Virtual College, 2021)


The main aim of coaching is to produce optimal performance and improvement in the workplace. The focus is on specific skills and goals, including a persons attributes such as social interaction or confidence. Although there isn’t a specific term which defines a coach, there are key elements ensuring a person can achieve their full potential. It should only be completed by those are trained with coaching skills, although personal factors are included, it is ultimately about performance at work. The coaching element refers to both individual and organisational goals (CIPD, 2022)
In a policing context, a person who is coaching would look to ensure that student officers are confident when responding to calls and the decisions they are making. They will also assist with achieving individual goals such as attending certain incidents which may benefit their future career in the force. On an organisational goal level, this could refer to maintaining personal workload and ensuring victims are regularly updated. 

Mentoring is referred to as a working relationship between a more experienced colleague who can share knowledge which will support the persons development where they may be lacking experience. As mentioned, this relationship is more of a longer term and is benefited more from a fellow colleague as opposed to a senior ranking officer. This is due to the shared learning experience can be shared amongst colleagues, as opposed to the senior officer having a ‘telling it how it is’ approach. Mentors should have specific skills such as questioning, listening, clarifying and reframing (CIPD, 2022) 
College of Policing (2023) mentions that mentoring should:
· Focus on career and personal development.
· The mentee identifies when advice, guidance and support is required.
· Mentors usually have a specific professional role in the organisation or situation.
· Mentors possess a wide range of knowledge, skills and networks useful to the mentee.
· The agenda is set by the mentee, with the mentor providing support.
To apply this to the police, a mentor is a fellow police officer with more experience and is able to share knowledge with student officers on a long-term basis. 
 
There are several different theories which can be used for coaching and mentoring. The GROW Model was developed in the 1980s by Sir John Whitmore. This model was created to unlock potential and possibilities of individuals as part of their 1 to 1 meetings or everyday conversations (Grow Model, 2023).
The GROW Model aims to structure coaching and mentoring sessions. The model is splint into four stages with GROW being an acronym for: 
· Goal 
· Current Reality 
· Options (or Obstacles)
· Will (or Way Forward)
Firstly, you consider the goal and where you currently are. Next you identify the options to achieve this goal and how committed you intend to be to get to the goal (Mind Tools, 2023).

As a more specific theory to policing I found the Situational Leadership Theory model to be more relevant. This style is adaptive to the situation which may be impacted by the environment or the specific needs of a team. This could be lack of experience from a student officer. This style is not dependant on the skills of the leader, or mentor/coach, but about the ability to adjust. This Model is split into 4 parts: 
1. Telling. This is simply telling someone what to do. It could be as simple as telling a student officer to take details of someone at scene.
2. Selling. This is ‘selling’ the task to an individual who might be unmotivated to do so. In a policing context it could be motivating a student officer to attend an incident they may be unsure of, but reassuring them that they will gain valuable knowledge by doing so. 
3. Participating. At this stage it is when the leader (coach and/or mentor) can see that the individual has the competence to complete something, but may not necessarily the confidence. For example, knowing the offence at an incident, but the confidence to go in and arrest the suspect. 
4. Delegating. In simple terms it is when the individuals are efficient and effective and there is only little guidance required (Indeed, 2023)

The College of Policing has set up it’s own mentoring programme for senior officers in the police. As frontline policing professionals are trained as mentors they are normally matched with mentees who are senior in rank. Reverse mentoring can be used on a regional basis to address specific organisational needs. This process reverses the roles to that senior officers can be mentored by someone of a lower rank (College of Policing, 2023) 

Upon reflection of my probationary period I feel as though I received the adequate coaching and mentoring through my tutorship. I was fortunate that my tutor was able to identify and communicate my strengths and weaknesses early on. With this he would allow me to learn in a way that suited me. I would say that he would often taken a step back and utilise the participating stage of the situational leadership theory. He would allow me to investigate crimes early on and deal with responding calls from start to finish, applying his knowledge at in between. After each call we would reflect on how it went and discuss what went well and what didn’t. This style of coaching really benefited the way in which I would learn and retain information. 
I feel after my tutorship ended and the mentorship began, there wasn’t really a specific mentor to go to. Not long after I joined my team there were officers leaving for different roles, or the organisation all together. I found I was being mentored by those who have a few months ahead of me in service. Although, these officers were all still in probation we were able to problem solve and identify problems together through shared experiences. Mentoring is about gaining knowledge together on a level which you can learn from each other. 

The coaching style of reflecting after each incident and having a more of ‘deal with it’ approach has really aided me with my own coaching of the new students on the shift. I feel that due to the positive experience I had from my tutorship, has provided the confidence to want to do the same with all new students by becoming a Tutor Constable. 
 

To conclude, there are many benefits to a probationary period of work. These include ensuring setting a clear expectation of the employees’ behaviour in the workplace, such as police officers abiding by the code of ethics on a daily basis (Miller, 2018)  

There are many studies into why effective coaching and mentoring is essential within the police. Stories regarding officer misconduct will always be in the news and the public seem to focus on the negative stories. Having appropriate coaching in the police could lead to better results, less stress on individuals and more job satisfaction (Magny, 2021). 

Gill, Roulet and Kerridge (2018) conducted a research study into the links between mentoring and police officer’s mental health. In this study it was found that police officers are likely to experience work-related anxieties which can remain unaddressed or undisclosed. Formal mentoring can help to address this problem with mentoring programmes having a positive impact on levels of anxiety. 

Jones (2017) wrote an article regarding the masculinity still within the UK police forces. Within this is highlighted the specific mentoring for female police officers to develop in still a male-orientated workforce. 2016 studies showed that 29% of all police officers are women, with 23% in senior ranks. The intention within the women’s only mentoring programme was to encourages more women to apply for high levels within the organisation. As mentoring is a key element to achieve individual and workplace goals, this is vital for anyone, including women to succeed as a police officer and potentially look for promotion. Although it is not the only challenge for promotion, it is suggested that is more important for women due to the imbalance of women and men in the workplace. 

The coaching and feedback I received as a new student constable really helped me to achieve my individual goals. I communicated that moving onto the dog handler unit is something I would like to do in my future, and my tutor ensured I attended calls were dogs were involved to gain the vital experience. I also found that due to the overall lack of experience on the shift when entering my individual patrol status in the mentoring area, this enables us to grow and learn together as a team.  The three years it takes to be confirmed in rank as a Police Officer is a realistic length of time, as with now coming to the end of my probationary period I am starting to feel really as though I can share my own experience and knowledge on to others already. 
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