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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:

Professional policing is not universally defined. To help understand what it meant by this term, Surbhi (2015) describes a profession as something that requires a high degree of skill and knowledge in a certain field and is usually guided by a code of conduct. A key factor in the dedicated aim toward professionalising policing in the UK was the Neyroud review in 2011. Neyroud (2011) suggested that professionalism in the service could be achieved by creating a professional body for policing that would set the standards, qualifications and training for the police service. Furthermore, the report advocated ending the practise of the police providing their own training and promoting an innovative partnership with higher education, resulting in officers obtaining higher levels of qualifications. Shortly after, the College of Policing was formed. The House of Commons Home Affairs Committee (2016) details how the college was established as a professional organisation in December 2012 with the goal of helping police personnel and officers in England and Wales acquire the knowledge, standards of conduct, leadership, and professionalism they need, the college is autonomous to the Home Office in terms of operations. 

When evaluating its role in professionalising policing in the UK, it is important to set out the aims of the College following its inception. The College of Policing (2022) clarifies that it has three main functions, setting standards, sharing good practices, and supporting professional development with the aim to aid improvement and drive change in policing. The College has set out to achieve professionalism in a few different ways. One of its first major works was the creation of the Code of Ethics. The Home Office (2014) explained that the code would  sets the standards of behaviour that the public can expect from officers and help guide decision making. The Code differentiates policing from other occupations and helps to professionalise it, because (as above) one of the factors that sets a profession apart from other working jobs is that a profession has a specific code of conduct guiding it. 

The College published a five-year strategy in 2014. One of its main objectives regarding professionalism was to raise standards in policing via the learning, development, and education it provided (College of Policing, 2014). Again, this evidences the College’s commitment to delivering the object of professionalism. However, in 2022, the college conducted a review of themselves titled ‘Fundamental Review’. Within this review,  the college acknowledged that there was a concern over its usefulness. This was attributed to frontline officers’ awareness of their role, and by their own admission the standard of the College’s products it was producing to policing (College of Policing, 2022). Therefore, when it comes to evaluating their role in professionalising policing, this comes across as detrimental to their reputation. 

Neyroud (2011a) emphasised that building professional development was an important factor in recommending the creation of a professional body for policing. Furthermore, the report highlighted how a national framework of qualification, in collaboration with academia would assist the development of professional practice in policing through effective research and training. These recommendations led to perhaps the College’s biggest project towards the development of professionalism, the Policing Education Qualification Framework (PEQF). Strong (2019) explained that that the PEQF was the new national framework for professional policing and was designed to equip and assist officers with the reality that policing is more complicated and diversified than it has ever been. The PEQF created an entry programme that meant all new recruits would obtain a higher education qualification, and sought to create critical thinkers capable of navigating a complicated and demanding world (College of Policing, 2020). This was Neyroud’s concept coming to fruition and a major implementation towards the development national professionalism. However as highlighted by Wood (2018), it went a stage further in stating that all warranted officers will need to be educated to degree level.

The project drew criticism from within policing. Thompson (2019) notes how Lincolnshire Police launched a legal bid for the frameworks delay and other Police and Crime Commissioners were also frustrated at the idea because of the costs involved the impact on frontline resources. Recent assessment of the PEQF do not indicate that those in supervisor and management position in policing consider it valuable. According to Spencer (2023) it has been widely reported that training and competency of new police officers is no longer regularly up to the levels demanded by their supervisors in local policing teams. Also, Spencer (2023) states there were instances where instructional materials didn’t adhere to standard, and instructors has lost their competence in operational policing. 

Conversely, feedback from officers who have entered policing through the PEQF shows a more positive evaluation than those entered policing on the previous programme. The College of Policing (2022c) reported that a larger proportion of PEQF officers agreed that education and training they received was relevant, gave them confidence for the role, prepares them well, and recognises needs of diverse communities. These findings indicate that despite some criticism, the PEQF has taken great steps towards improving the training for officers and therefore vindicates their efforts in professionalising the service. However, Lincolnshire Police Crime Commissioner (2022) reported that the Government decided to reverse the requirement for all new police officers to complete a degree. The Home Secretary explained that the degree requirement meant policing wasn’t able to access the wider pool of individuals who would be an asset to the service, such as ex-military personnel. Whilst the option to complete a degree will continue, this decision is contrary to the college’s professional framework and appears to undermine them slightly.   

The research suggests there is a mixed opinion and evaluation of the College. It is evident that the College has had a major role in professionalizing the police, it has created the Code of Ethics which now sets the standard of conduct and professional behaviour nationally. Furthermore, the PEQF programme was a significant development in professionalising police officers. This has been acknowledged by Government; “The College of Policing has been working hard to raise the standards of initial entry and ensure officers are equipped to meet the challenges of policing today,” (Braverman, quoted in Jaques, 2022). However, the research finds criticisms of the college within policing that its training is not fit for operational purpose and that they were disconnected frontline policing. This suggests that for the College to remain relevant and at the forefront of professionalism in policing, it will have to adapt its training and development framework and not rely on so heavily on academia to enhance professionalism in the service.  

Much like professional policing, a modern professional police officer is not specifically defined either. However, I believe what it means be a modern police officer can be explained through the increased challenges that police face and the increasing amount of knowledge and skills that are required to fulfil the role. 

The NPCC (2016) outlines that the Policing Vision 2025 sets out the modern challenges facing the police service in combatting crime. The visions main priorities for the vision were collaborating with other public services to resolve the issues that cause crime, and ensuring officers were trained and prepared to deal with the rising use of  internet criminality. Aside from crime, HMICFRS (2021) highlights the increasing variety of demands on police officers in today’s society, which includes carrying out the work of other public services and attending an increasing amount of non-crime incidents.

These examples highlight the ever-evolving landscape of policing in today’s society. I have worked to fulfil the role of a modern professional officer by remaining adaptable. Pulakos, Donovan, Plamondon (2000, p613) highlights some of the parameters that require adaptive performance in a workplace, for example different cultures, technological advancements, new people and teams, and ill-defined problems. I have experienced all of these in my time in policing. Examples of this include dealing with more hate crime due to diverse communities and complex and sensitive situations that requires a number of skills to deliver a positive outcome. Furthermore, the use and access to technology for officers has  increased. All of these aspects have meant I have had to remain flexible and adaptable to circumstances. For example, technology upgrades have enabled me to have greater operation capability via on my mobile device. I have kept to up to date with the changing processes and I have embraced these new tools as way of becoming more efficient in my role. I have considered that if I did not utilise them, it could result in a negative effect on my performance. As The University of Law (2021) notes, adaptability is a key theme of the 2025 Policing Vision and I have done my utmost to adhere to this to provide the best possible service. 

Furthermore, in line with the modern concept of professionalism I have taken steps this year to enhance my professional development. Belur et al (2019) notes how the College emphasises that in order to deliver on the Policing Vision 2025 and respond to ongoing challenges in policing, it will require the application of the knowledge, skills, capabilities in order to deliver effective performance. This year I have worked to develop in these areas by opting to take regular courses, such as a taser course and a case file course. Both courses have helped to develop my capabilities in different areas. The case file course gave me a much better understanding in respect of disclosure, remand applications and evidence thresholds. The taser course reinforced the importance of conflict manage when dealing with any situation and has really helped my assessment of threats, and knowledge surrounding use of force.  

Upon reflection of my final year in probation, my role has changed. Mainly, this is due to the increase of non-crime demand. In my experience, this is dominated by mental health calls. This non crime demand is reflective of the national landscape in recent times as well. According to Kotecha and Golding (2023), this demand has been increasing in most police services for a few years, with every force who responded to an information request on the matter reporting a rise in mental health incidents since 2017. Furthermore, Jukes (in Rees, 2019) stated nine out of ten calls that South Wales Police receive are not new crimes being reported. That is a startling statistic and goes to show how the role of a police officer has fundamentally changed in recent years. Reasons for this has been investigated, and one of the contributing factors appears to be the accessibility of the police, as opposed to general public services. HMICFRS (2018)  highlighted a trend in demand for police for mental health on evenings and on weekends, when GPs, community mental teams and social care stopped working. This was being regarded as a shift in responsibility to police as they are a twenty-four seven public body. 

In respect of my experience of my final year of probation, my local policing area has experienced a significant increase in non-crime demand, particularly from children. I was dispatched to an incident where a teenage male was stating he wanted to kill himself. Upon arrival at the location the male was intoxicated and aggressive. Injuries to his wrist and arm were also present, indicating self-harm. I made attempts to de-escalate the situation by talking to him in a calm and understanding manner. My intention was to persuade him to engage with me through my calm attitude and behaviour in line with Botari’s model (Lamour, 2022) and ensure he got the support he required. 

Unfortunately, my attempts to communicate with him were unsuccessful and the male did not want to engage with police, he kept referring to his suicidal thoughts and was adamant there  wasn’t anything I could do. I asked if he would engage with ambulance staff or an appropriate adult such as a family member, but he was not cooperating. I felt that the male was meeting the criteria to be sectioned under the mental health act, however I was conscious of his age and wanted to explore all options to before detaining him. Upon reflection, because of his behaviour, I can acknowledge that I had anxieties about the male making off from me and potentially bringing himself to more harm. Therefore, I considered that a decision about what powers to exercise needed to be made quickly in order to protect his welfare. During my probation, reflective practises as part of my professional development has improved my overall awareness at incidents. According to Wood (2018) a reflective professional considers the consequences from their duties and questions what is going on around them. I asked for urgent contact from the Approved Mental Health Professional on duty (AMHP) to explore the options and it was agreed to detain the male under the mental health act. 

The decision caused distress to the male, and I had to use force to detain him so he could be transported safely to a hospital and no longer pose a risk to himself. This is an example of a sensitive situation involving a vulnerable person that required consideration, and use of a number of police powers, including force, although there was no crime involved. This is reflective of modern policing.
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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:

In this essay I will critically evaluate my experience of the use of social media to inform and engage the community. This essay will explain the platforms used by the police and discuss the benefits and risk of police using social media. 

Social media is a way of interacting that involves people utilising websites to 'post' public information, communicate with others, send messages, and share images or videos (Police Foundation, 2014). Social media is part of everyday life and according to the research Smith (2023)  estimates that there are approximately 57 million uses of social media in the UK, a figure which is rising year on year. This goes to show the potential audience available with an effective approach to social media use. The police utilise social media in a number of different ways. According to Bullock (2017) the research suggests that police forces largely utilise social media to make help requests, disseminate information about crimes and incidents and provide suggestions for preventing crimes. This indicates a missed opportunity to engage with local communities on what is a massive platform. The College of Policing (2013) highlights how the failure to engage can result in a lack of participation from the public in policing matters, loss of legitimacy and loss of confidence in policing.  Public confidence in policing is vital, Torrible (2022) notes that trust in the police and the belief that police exercise their powers legitimately, are not only merely an aspiration for police, but intrinsically vital to effective policing. The potential of social media is recognised within policing, ‘In a consent-based policing system engagement is crucial in building public trust and confidence; social media enables the police to engage better and to build relationships, as well as to gather information and intelligence. To take advantage of this opportunity, it is becoming increasingly important for the police to understand and make use of the different tools available.’ (Police Foundation, 2014). 

Police forces use multiple social media platforms and have done for over a decade. Crump (2011) noted that police started experimenting with social media in 2008 and a few years later, most police forces had corporate Twitter and Facebook accounts while some were also using YouTube to publish videos. A few years later, Police Foundation (2014) described how police use of social media experienced significant growth with every force in England and Wales having a Twitter account. 

Police use of social media has shown to be rewarding. It was reported that even in the early stages of use of social media, there were clear benefits. A research group called Composite, conducted a study and found that police forces with significant social media presences have a stronger relationship with the public and is a better form of media for communicating to young people (BBC, 2012). The topic of engagement is a common theme in relation to police use of social media. According to the research (Fernandez, Dickinson and Harani 2017) we can determine that a concerted approach by police forces to engage with public via social media, resulted in improved communication with the public and a rise in followers.  Therefore, there can be no doubt that is a positive outcome for policing, especially given that Bullock (2017) highlights how it has been historically difficult police the police to engage with younger audiences. An increased and more diverse audience gives the police an opportunity for police reach out to a larger pool of people when promoting good work to the public and making requests for information and help. Furthermore, the College of Policing (2013a) explains the police’s capability to monitor social media by tracking online activity and spotting emerging issues has resulted in them being to able to ascertain and in order to work out and deal with the needs of the communities they protect proactively.

This essay has discussed the use of social media by police in building a relationship with the public and referenced its investigative benefits. However, in my experience these uses are not as prominent in response policing.  My experience in relation to the police use of social media has been in relation to media appeals for missing people. I was dispatched to a call to the report of a missing person from his home address. Upon arrival to the address, I spoke in detail to his daughter and obtained the circumstances of the  situation. She explained that her elderly father had left the address in his vehicle following an argument with the family two days prior and had not returned home or returned any contact from the family. She explained that he had done this before, however he usually kept up his normal routines such as attending the local café. Therefore, despite him not being in contact with her, she would be aware of his whereabouts through mutual relationships. However, he had not been sighted at normal places he frequented in the days since he left. When completing the risk assessment, it was established that the male was suffering from a few illnesses and ailments and was reliant on a significant amount of medication, of which he had not taken in 48 hours. This initial information indicated that the male was at a high risk of harm, and I considered the implications would be severe if he was not found sooner rather than later. 

I thought about the investigative means I could utilise to locate him, outside of the standard due diligence relating to finding a missing person. One of which was a media appeal for information on sightings and his whereabouts. The information I had obtained indicated he was unlikely to leave the local area, therefore I felt this would be a useful tool as members of the public who follow the force social media may recognise him and this could lead to finding him quickly. Drawing on Akhgar, Bayerl and Leventakis (2019), research proves the speed and capability of social media in generating information for police, supported by Police in Vancouver and London’s utilisation of social media to bring participants of disorder to justice. 

I figured that a media appeal may save time, however I had to make a number of considerations before implementing this option. Force policy dictates that any social media use should be in line with the code of ethics and any purpose of it (in this instance, it would have been to achieve a tactical or operational objective) should be in line with National Police Chief Council (NPCC) guidance (Gwent Police, 2022). I obtained a photograph of the male with the daughter’s permission and also sought her thoughts on using a media appeal to help find him. She was slightly apprehensive about this option as she expressed that her father was an intensely private individual, however, she understood we may have to use all of the capabilities available to help find him, as his safety was paramount.  

I considered discussing an appeal with family to be a key part in deciding whether or not to use an appeal. Whilst an appeal was not entirely comfortable with the family, the fact I had discussed and explained the proposition with them, meant they were under no illusions about us using it. In this essay I have highlighted the benefits around social media use, however it does not come without risks. For example, if I had published an appeal without the family’s blessing, it could have been seen as insensitive and resulted in a dissatisfaction in my service, and therefore a loss of confidence in police. In a situation where they turned to police for help, I thought this could have been extremely disappointing for them and potentially damaging to the force’s reputation. One of the results of internet use in this way is a digital footprint, the BBC (n,d.) explains that everything posted online will leave a mark. Therefore, the nature of this method could impact the person’s privacy as once an appeal is made, information and the image of that person is in the public domain. Furthermore, NPCC (2022) reiterates how the online legacy of appeals can prove difficult to remove because content about the individual can be shared and re-posted. This can result in long term negative effects on the person. 

The Association of Chief Police Officers (2013) outlines the keys areas in which use of social media poses a risk to policing. Social media might endanger the security, effectiveness, and reputation of constabularies and the by publishing sensitive or personal information, operational techniques, or showing offensive attitudes. I felt that if I did decide to request a media appeal, it should contain the minimal amount of information on the male, to ensure his privacy. The NPCC (2022) gives further  guidance on media appeals, highlighting the importance of brevity of information on the missing person is also vital to ensure the safety, and wellbeing of the person in question. 

I considered the situation to be a bit of an ethical dilemma. Whilst I could see the potential of a media appeal to speed up the process of enquiries, and therefore locating the male and reducing stress on the family, the long-lasting impact of a media appeal was concerning me. I put myself in the shoes of the male, it was possible that he just wanted his own space, to be own his own. Then upon returning home he realises that the police posted his photo and name online. This could cause resentment within his family and to the police also. 

Upon reflection, I was probably giving too much thought about the male’s privacy and potential impact on the force. I was using the media appeal as a last resort, preferring to rely on the other enquiries being made at the time and in hindsight, this was probably too risk averse. Drawing on Eisenberg, Baron and Seligman (1998), risk aversion is an inclination to steer clear of solutions with unpredictable results. This is reflective of my mindset in respect of the media appeal at the time. Ultimately, the male was located safe and well through the assistance of ANPR enquires relating to his vehicle, and mobile area searches. However, this was some hours later. Considering the male’s medical situation, this was certainly one of the more worrying missing persons enquiries I have been involved in. Once he was located,  the family were very grateful for the efforts of the police, and this was reassuring. At the time, I felt vindicated in relation to my decision making.

However, upon reflection I would have requested a media appeal. It was justifiable given the circumstances, and it is very possible it could have led to locating the male sooner. Granted, it is possible that an appeal could have resulted in some unwanted attention and inconvenience for the male, but ensuring his safety was paramount. In my evaluation, social media is very useful and resourceful tool, and the police should continue to take every advantage of it in order to reap from it investigative benefits, and through its opportunity engagement with local communities and general public.
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[bookmark: _Hlk144461153]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:

In this essay I will be reflecting on leadership styles and strategies I have implemented in my time in policing so far. I will be focusing on one incident where a played a significant role to a victim, but also reflecting on how I have used leadership strategies to deal with a range of different operational situations. I will be using Barton’s reflective model during this essay. 

There is no one universal definition of leadership. However, its theme relates to one’s influence and direction of others. Prentice (2004) defines leadership as the achievement of a task through the direction of others. A leader is a person who skilfully organises his people colleagues to accomplish certain goals. Furthermore; “Leadership is about helping others realize their potential and inspiring them to work with you to achieve a shared vision for the future.”  (Mazzarelli, quoted in Morgan, 2020). Leadership is vital in policing, and it applies to every rank. The College of Policing (2023) highlights how officers of all ranks must display leadership; for example, by upholding standards of professionalism and the code of ethics, display integrity, work effectively as a member of a team and evidence problem solving abilities, to name a few. Lewis (2022) emphasises how leadership in policing is important to morale and how poor leadership can result in a loss of public confidence. Support, communication, and trust are highlighted as key traits for leadership in policing. 

In my experience, Constables must display leadership every day, at incidents they attend and to their fellow colleagues. I attended an incident involving a report of from a family member that a male was unresponsive at his property, and it appeared to be self-inflicted. I arrived at scene on my own. I was met at scene by a family member of the male who informed me she had found him with a ligature around his neck. The male was at the bottom of the stairs and completely unresponsive, there was a cord hanging from the banister of the stairs. My immediate thought and consideration was to preserve life, in line with my duties as a police offer. I began to conduct CPR on the male and requested for more units to attend the scene, I also requested for an ambulance to attend using my radio. The location of the property was not immediately visible from the road. Therefore, I directed the family member to be visible to officers outside of the property there was no delay to further help arriving. I was conscious of giving  instruction to a family member during such an emotive situation however, I considered that despite the male’s presentation, I had no official confirmation he was deceased. Therefore, I  thought if we acted quickly enough, we could preserve life.  

Shortly after, another colleague arrived at the location. I instructed them to take over conducting CPR whilst I provided an initial update on matters to the control room via the radio so they could pass to ambulance service. I also asked the family member for more information on the circumstances they found the male, to ascertain if there was any information at all to assist him medically. On reflection I could have considered obtaining details about the male’s medical history, to assist ambulance.  

On reflection, during this initial part of attendance I was leading in a directive or autocratic style. Shonk (2022) describes directive leadership as a task-oriented leadership style that involves the leader actively participating in the establishment of specific goals and ensuring that they are met by the team. This is what I demonstrated in those initial moments, ultimately this was an emergency situation so I did not feel there was sufficient opportunity to consult or debate about the decisions or direction that should be taken. Masterclass (2022) highlights a strength of this leadership style is that is makes it easier makes it to make choices swiftly and take on new initiatives. Cherry (2023) highlights that when the most knowledgeable person in a situation is leading, the directive style can lead to fast and effective decisions. I was the most experienced person in the situation at the time and considered that it would be more prominent to take the lead on the situation without consultation. In general, I would not consider this my preferred or natural style of leadership. Whilst highlighting its strengths above, Cherry (2023) also acknowledges that this style ultimately impairs the morale of the group because it discourages group input. I agree with this and typically I will encourage seeking the input of colleagues in order to make the best possible decisions. However, I did not feel the situation at that time merited that approach.  

Paramedics were next to arrive at the location. The paramedics immediately stood officers down from CPR and shortly after declared the male as deceased. This therefore meant the situation had changed and I had to revaluate my assessment of it. Whereas previously the priority was to preserve life, now I had to preserve the scene and evidence, following the necessary administrative processes and provide support the family. The pace and urgency of this situation had slowed down, and other skills were required to handle the situation and thankfully I was able to acknowledge this. It resulted in me changing my leadership  approach to deal with the changing situation. According to Drew (2022), adaptive leadership requires leaders to be flexible and resilient in response to challenges. This situation was difficult due to the loss of life and emotional nature of the situation. Wale (2022) explains how one trait of adaptive leaders is emotional intelligence, for example, to recognise your own feelings in a situation and more importantly, those of others as well. The incident was now considered a sudden death, this meant myself and my colleagues now had to investigate the circumstances as a priority, however, I felt that support to the family was paramount as well. I considered that if we did not manage the family with fairness and compassion, that it could result in their loss in confidence in police and potentially impact the investigation as well. Mynenko and Ditcham (2022) note how failures to show care and sensitivity, along with how people are treated by police are key factors in public confidence in policing. 

I consoled the family members at the house, displaying empathy and understanding for their situation. Having lost friends and family members myself, I could understand this was an extremely difficult time for them. I explained that with their permission, I would be submitting a referral to partner agencies for support following the incident. I also explained that the officers still needed follow professional protocol and had to complete various tasks at the property before we could leave. On reflection I am glad I made a conscious decision to do this. Although it was a small interaction, this resulted in the family’s understanding and patience whilst the officers continued our due diligence.  Furthermore, I took a brief moment to check in with my colleagues to see how they were feeling  given what they had witnessed. According to Brower (2021), research indicates that showing empathy in leadership leads to positive outcomes and increases cooperation and engagement within a group. Upon reflection, I am glad I made these decisions surrounding the family and colleagues. 

Norman (2016) highlights that three functions of the Adair model of leadership are communicating, controlling, and organising. I demonstrated this incident following my conversation with the family. I explained to the other officers at the scene what would be happening next and delegated the tasks they were required to complete, while we were waiting for the Detective Sergeant to arrive to provide further input and instruction. I spoke to family member who found the male for further circumstance and obtained the details for the next of kin for them to be contacted whilst my colleagues searched the house for any further evidence that could help us understand the event. Whilst this essay is highlighting the leadership qualities I showed in this incident, working as a team was vital to ensure we did everything properly.

After reflecting and evaluating this incident, I believe the right leadership styles were utilised in line with the situations I was faced with. For example, other methods used in policing are democratic or laissez faire leadership. According to Forbes Councils (2022) democratic leadership is an approach in which all levels of staff actively engage in the decision-making process. NSLS (2022) explains that laissez faire means  “letting people do as they choose” and leaders who use this style give people complete freedom to make choices. Given the initial situation I was presented with, I do not consider that either of these approaches would have been suitable or more effective than the directive approach I took when arriving at the scene. I was the most experienced officer at the scene at the time and felt the situation needed quick decisions and direction, there wasn’t ample time to consult my colleagues and construct a plan. This is supported by Miller (2017), who notes that democratic leadership can result in procrastination, which would not have been suitable in a time sensitive situation such as the one I was involved in. 

In hindsight, I could have displayed a different leadership style later in the incident. Whilst I became flexible to the changing circumstances, I was still the person making the decisions and delegating tasks. On reflection, I did this because I was the most experienced officer and felt I had to shoulder the decision making. However, a democratic approach could have been just as effective. Democratic leadership encourages collaboration which results in a problem-solving ability for complex situations, as highlighted by Miller (2017). Despite the level of experience of the other officers, if I had asked for more of their independent input it is possible we could complete tasks more efficiently, because someone else may have presented a better idea or a different way of approaching the situation. Looking back at the incident, I think it would have been beneficial to organise a de-brief of the incident.  Reyes, Tannenbaum, and Salas (2018, p.51) recommend decision making de-briefs so a team can discuss what was done and why. I feel I should have done this to explain to my colleagues my process around my directive leadership, so they could understand why I was giving them instructions without consultation and how I should have relied more on their input later in the incident. When people discuss their own limitations or faults in a de-brief, this creates psychological safety in a group that drives constructive discussion (Reyes, Tannenbaum, and Salas 2018, p.48).

During my probation, I have learnt that different operational situations require different leadership style. In my experience, policing effectively relies heavily on teamwork to deal with the range of different operational incidents, therefore it would not be feasible to implement the directive approach I took at the initial stage of the incident discussed at every call as this would result in negative broader impacts long term. This is supported by Management Training Institute (2017) who explain that directive leadership can be seen as intrusive and cause resentment among colleagues. On reflection, I have understood that not every situation is time sensitive and dynamic, as such it is important to obtain input and ideas from colleagues prior to making decision. Therefore, I implement democratic style of leadership to manage a range of situations. Miller (2017) explains how a democratic leadership approach tends to lead to a greater bond in a team as everyone’s thoughts and opinions are considered in the decision-making process. Furthermore, O’Donnell (2021)  highlights that democratic leadership leads to increased engagement from staff and more diverse ideas. In my experience, this is far more desirable in order to manage operational situations. 

In my experience as a police officer, I believe it is desirable that everyone feels valued and comfortable offering their input in order to make the best decision for the incident at hand. I have found it is important to feel you can rely on those around you to present their ideas and make decisions and that team member are willing to make an input. That being said, different incidents require different approaches, and it is vital to remain flexible and adaptable in providing leadership in changing and dynamic circumstances. 
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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:

In this essay I will be critically reflecting on my probationary period as a police officer, paying consideration to how coaching and mentoring has benefited me during that period. According to Wilson (2020) coaching involves enhancing a person's or a group's performance via goal setting, investigating values and beliefs, and developing action plans. Mentoring, as explained by Pavese (2022) is a supportive and learning relationship in which an experienced individual invests their expertise and knowledge in the development of another, less experienced person. In this essay I will reflect on how coaching and mentoring (mainly mentoring) has benefited me, how it has assisted my learning and developed and helped me meet goals.  

My probationary period has been extremely challenging and rewarding, in equal measure. I have had to learn and develop various skills, manage conflict and trauma, and adapt to working a shift pattern. Being a police officer has allowed me to help vulnerable people, engage with the community and help prosecute offenders. Drawing on my experience, it is a very stressful occupation, and you constantly have to manage your own emotions and mindset in order to serve the public and support your colleagues effectively.  

Mentoring has been a key aspect to my learning and development during my probationary period. The CIPD (2022) notes that mentoring is a relationship in which a more experienced colleague shares their knowledge to support the development a less experienced individual. In my probation, I have been fortunate enough to benefit from such a relationship. When I began working on division, I was assigned a tutor constable who was assigned to help both myself and another colleague for ten weeks. However, I was also assigned a mentor, who was an experienced, established member of the shift. University of Southampton (2022) notes that a benefit of having a mentor is them being able to identify gaps in knowledge and skills. I can vouch for the benefits of this, my mentor was at the majority of incidents I attended and was monitoring my performance first hand, so they could rely on first hand observations. Furthermore, I was witnessing the performance of my mentor directly, they were evidencing their competence to me all the time. This meant I was confident in their ability and valued their input. Hardavella et al. (2017) notes how we are more inclined to accept feedback from people we value and respect. I found far easier to discuss learning points and accept criticism  from my mentor as I trusted I could learn from them. 

My mentor and I would review incidents and discuss feedback in person. Mind Tools (2023) highlights the elements of effective feedback is that it is regular, specific, and private. During my probation, I can reflect that I have been fortunate to benefit from feedback being delivered in this way. My mentor would usually provide feedback after an incident, and always on a one-to-one basis. I can acknowledge that I was very conscious and making mistakes when I first joined the shift and didn’t want to embarrass myself in front of experienced colleagues. One to one feedback put me at ease because any improvements or mistakes were discussed privately, and I therefore felt comfortable addressing them in detail, without fear of being judged from the wider shift. Miles (2022) talks about the importance of being receptive to feedback, to ask questions during your feedback and to outline a strategy afterwards. On reflection, I certainly asked enough questions. During feedback, I would always try and gain an insight for improvement by asking my mentor for more tips and information on how to develop my skills in a certain area such as interviewing, on increase my knowledge in an area of the law. I would always ask what I could do differently or what I could improve or develop on. I found that having a mentor that I could debrief incidents with helped my development and confidence. It reassured me that I was progressing and gave me real life evidence that I could be an asset to the team, as they would not only provide constructive feedback but also highlights the things I had done well. 

However, upon reflection I did not make a strategy of long-term improvement. Looking back that is something I would have changed about my approach to feedback, and it feels like a missed opportunity. I should have taken the time to set goals of development after my one-to-one feedback. According to Talerico (2022) the SMART (Specific, Measurable, Achievable, Realistic, Timely) technique encourages people to go further with goal setting, provides a sense of purpose, and assists with organising and achieving objectives. If I had applied this to my feedback as well, I could have enhanced my development by making goals such as increasing detections or stop searches and following a plan to achieve them. If I tutor or mentor a fellow officer in future, I will certainly discuss SMART objectives with them as part of their feedback, and suggest they are implemented to help with development and performance. 

Mentoring in the workplace has been found to have other benefits. Goddu, (2022) notes that through mentoring, the individual being mentored has access to a knowledgeable resource within the organisation and a sounding board. As a result, employees may feel less stressed in work which makes them more content. I believe this emphasises the importance of mentoring in policing particularly. I have found that stress is a daily occurrence in policing, none more so than when I initially started working on division. It is a situation that has worsened for most police officers in recent years, Mind (2019) outlines how nearly 80% of officers surveyed by the Police Federation experienced anxiety and stress, made worse or caused by the job. I found that I was suffering with stress during my initial deployment which from a number of factors, such as managing my workload, the extreme demand and the sheer amount of learning involved in the job. At time it felt overwhelming. 

According to the Mental Health Foundation (2022), the effects of stress include feeling overwhelmed, irritability and difficulty relaxing. On reflection, I was suffering the effects of these when I started working on shift. Thankfully, I noticed the negative impacts and I considered the implications of them. I considered that if I didn’t manage stress, it would negatively affect my role and my performance. I knew that not only could this affect my service to the public, but to my colleagues as well. I felt that I needed to utilise my mentor in order to develop my confidence and reduce the stress of the job. Raby (2019) explains how work-related stress could mean difficulty concentrating and making decisions, not feeling committed to the job and having a short temper. Those impacts would have been extremely detrimental to my development. Therefore, I believe it was a positive decision to address the issue of stress early and identify my mentor as an avenue to resolve it. I decided to engage with my mentor more to help my work specific development, I felt that if I could see and achieve tangible improvements in my development and performance it reduces my stress. 

From my point of view, having a mentor I could turn to and lean on for support with my workload really assisted my development. Bartleby (2023) talks about how the aim of mentoring in the workplace is to support staff and increase confidence by sharing knowledge and experience. In my experience, this was demonstrated by my mentor using their experience and knowledge by helping me investigate crimes, achieve outcomes, and manage my workload. 

From spending more time with my mentor, they were able to provide a shared understanding on stress and provide appropriate support. This is why on reflection I feel I should have expressed my feelings of stress to them earlier. Looking back at how I was feeling ultimately, I did not want to admit to feeling stressed so soon in the role or be a burden to my mentor. I probably shouldn’t have felt this way as the majority of officers experience stress, the Police Federation’s (2016) findings show more than a quarter of police officers who took sick days ascribed it to stress, depression, or anxiety and over 60% said they still reported to work despite feeling like they shouldn't have given their state of mind. I eventually addressed the topic of stress with my mentor. My mentor immediately told me they understood where I was coming from. This really reassured me, and we engaged in a conversation about how to manage stress. My mentor explained how they utilise a regular routine of cardiovascular exercise a vital component to them combating stress. Harvard Health Publishing (2020) details how exercise reduces levels of the body's stress hormones, such as adrenaline and cortisol. Although I exercised already, I took on board this recommendation by factoring in more cardio exercise to my normal routine. Furthermore, according to Moore (2022) stress management techniques leads to improved functioning, attention, and focus. I found this change in routine a help to managing stress. On reflection, if I’d have been more open, I could have accessed my mentors shared experience much sooner, which could have resulted in obtaining knowledge on their coping mechanisms earlier and therefore would have been another area I could have assisted my development.

Coaching has also benefited me during my probation. As I have outlined at the beginning of the essay, coaching and mentoring are two different things. Coaching is defined by the CIPD as “aims to produce optimal performance and improvement at work. It focuses on specific skills and goals” (CIPD, 2022). 

An example of this would be how a Sergeant of mine set out to improve stop searches on the shift. The objectives were discussed and explained in a shift briefing using the GROW model. Hohnen (n,d) outlines how the GROW (stands for Grow, Reality, Options, Will) model is a four-step method to help people find answers to their problems but also appreciate their circumstances, consider their alternatives, and build their self-esteem and drive. The Sergeant explained that the aim was to improve both the quality and quantity of stop searches, in the three months forthcoming. Inevitably, this sparked a discussion from the about the obstacles to achieving this goal such  as the grounds to search. As Gov.uk (2011) outlines, police officers can only conduct stop searches for weapons, drugs, stolen property etc when they reasonable grounds to suspect a person will be carrying them. Officers also highlighted that the lack of time available to conduct stop searches, given the constant demand. Some officers also mentioned they lacked confidence in conducting stop searches, so would be less likely to conduct them.

The Sergeant addressed these points and formulated a plan for the team going forward. The Sergeant highlighted to officers the importance to consider and utilise stop search powers at any dispatched call relating to active break ins, vehicle  interference, shoplifting, weapons and drugs. The Sergeant encouraged officers to obtain more detail from control room and reporting persons at scene, such as descriptions and direction of travel in order to build up confidence in clarifying the grounds for searching a person or a vehicle. Furthermore, the Sergeant directed officers to familiarise themselves with the information every person who is being searched must be told. This being the grounds for the search, the object of the search, showing the warrant card of officer if not in uniform, the identity of the officer, station for the officer, entitlements to a search record, legal power being used to search and informing someone they are being detained for a search Metropolitan Police (2009). All this was to ensure officers were confident using they powers and were using them lawfully. The sergeant then ensured accountability by checking the amount of stop searches every month and reviewing each incident via the officer’s body worn footage. Upon reflection, this was astute coaching by the Sergeant. 

Around this time, I was considering how I wanted to be more proactive in my approach whilst on duty, and this small input from the Sergeant really gave me direction and motivation. My use of stop search increased and now considered utilising this power a real strength of mine and have been able to help new recruits with their knowledge and confidence on using the power. Furthermore, this translated across the shift, and everyone was able to increase  their use of stop search and meet the goal set out by the Sergeant. 

I have found that coaching and mentoring have significant benefits. Personally, I have really benefitted having a mentor during my probation. Having an experienced and supportive officer I could turn to for advice and feedback has played a significant role in my development so far. 
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