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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:

In this essay I will be discussing the need for professionalism within the police service, the college of policing and what role it has played in professionalising the police service within the UK. I will then look to evidence and critically reflect on how my role as an officer has developed as I have entered the final year of my probation period.

Professionalism is defined as “the combination of all the qualities that are connected with trained and skilled people” (Cambridge Dictionary, 2024). The performance of the police service is constantly scrutinised by the government, the criminal justice system, and the media. The police service has widely acknowledged the urgent need to improve the overall professionalism of the investigation response. While 'professionalisation' is not a new concept for the police service, there has been a movement in recent years to ‘underscore existing or adopt at different periods new occupational qualities as proof of professional status' (Holdaway, 2017). In his 2011 study, Peter Neyroud argued for the formation of a professional organisation for the police in England and Wales, he identified distinct professional traits that had existed since the 1980s. The police profession has characteristics similar with medicine, the law, and other professions, including a code of ethics, approved qualifications, and methodical "scientific" study (Neyroud, P, 2011). Increased demand, exacerbated by social and structural disparities, technology advancements, and financial limits, necessitates the reconfiguration of police officers' skills and capacities (McCann and Granter, 2019). Maintaining the consent-based policing approach requires continued effort on strengthening police credibility and community connections. Neyroud proposed establishing a professional body for policing to define and disseminate national police standards, increase external review of proposed standards, and other benefits. 
The College of Policing, created in 2012, is the professional body for policing and an important part of the modern police environment. The College of Policing has five aims, including fostering ethics, values, and standards of integrity, encouraging evidence-based practice, and creating professional practice standards (College of Policing, 2014). The College of Policing aims to provide the public with confidence that police officers follow a national code of professional policing practice and receive ongoing professional development (College of Policing, 2015b). The formation of the College of Policing gave motivation to expand and formalise national educational relationships, the increase in police-academic collaboration has resulted in a higher acknowledgment of academically produced research as potentially valuable in supporting and making judgements about which practice or strategy is more likely to affect crime and victims (Goode, J. and Lumsden, K., 2018). Academic education and a focus on lifelong learning are increasingly seen as vital to ensuring that police officers are prepared to deal with the changing dynamics of complex communities (Blakemore, B. and Simpson, K., 2010). 

Policing 2025, released by the National Police Chiefs Council in 2016 (NPCC, 2016.), established a vision for the police force over the next decade. The National Police Chief's Council and the Association of Police and Crime Commissioners have developed a long-term professional development strategy for police officers that is outlined in Policing Vision 2025. In addition to Prime Minister Boris Johnson's pledge to hire 20,000 more police officers to assist handle the growing demand on our police force, England and Wales must make policing a graduate-level profession. This implies that by 2020, all officers will have to have completed their education to a degree (Fielder, 2019). Holdaway (2017) asserts that it is critical to make sure that police officers work to earn recognised certifications and gather the knowledge and skills required to become police officers. 2020 saw the introduction in England and Wales of the Degree Holder Entry Programme and the Police Constable Degree Apprenticeship. 

This approach included the acknowledgment of the need for personnel reform to guarantee that the police service can deal with shifting demands. Policies outlined changes to recruitment, remuneration, the valuing of the employees’ skills and expertise, a greater emphasis on education and the requirement that recruits be a graduate professional, increasing leadership and management capability, and improving and promoting digital skills. To support this, the College of Policing (CoP) has pushed the agenda for improving staff knowledge and expertise, particularly through the implementation of evidence-based policing and the establishment of a knowledge-based operation, as well as the establishment of the police educational qualifications framework (PEQF), which will see policing become a graduate profession.

According to Richard Heslop (2011), the extra inputs student officers now get are consistent with concepts of what defines a "profession": Public service delivery; code of ethics; self-regulation; independence and judgement; body of expert knowledge with control over application; and educational credentials. The first five are offered by the police, and now that the degree requirements have been added, all six are offered, placing it on level with, among other professions, the legal and medical fields. Whilst the education of officers has become more structured and defined there is concern that the training delivered is too academic and does not relate to the real world, being delivered by lecturers far distanced from what officer’s face on the street (Heslop, R. and White, D. Unknown). 

Despite the advancements towards delivering a professional service, there is concern from members within police service that the College of Policing is not achieving its aims. In 2022, a study was conducted by the COP in which Individual interviews, written testimony, focus groups, trips to police stations, and a poll of almost 15,000 officers and other staff members were all included in this. In addition to identifying upcoming difficulties for policing, respondents highlighted the College's failure in resolving issues in several crucial areas of policing.. Among the issues noted were: A deficiency in professional growth. inadequate funding at all levels of leadership development. Inadequate strategic planning within the police force. Distribution of duties on a nationwide scale. inadequate tools to combat the increasing number of digital crimes.

Part of the College of Policing vision 2025 is to ensure that policing keeps up with the times and training has been designed to ensure that it does so. Protecting people from harm is a vital part of a police officer's job description. In addition to routine duties, police personnel now face new challenges brought about by technological advancements. The rise in digital fraud and cybercrime requires cops to modify their skill sets. This means developing expertise in digital forensics and staying up to date with modern technologies that criminals are using. To carry out these duties in an efficient manner, professional police officers need to have some basic characteristics. First and foremost, people need to exhibit a high degree of integrity and follow a rigid code of ethical behaviour. It is crucial to maintain the public's faith and confidence in the police. 

In addition to undertaking a workload associated with the Police Constable Degree Apprenticeship or the Degree Holder Entry Programme, newly hired police officers must complete an Operational Competence Portfolio (OCP) for each year of their probation. As stated by the college of police (College of Policing, 2020), this may be used to show that they are proficient in a variety of areas following their completion of the three month initial training period. The OCP allows training officers and ranking officers to understand how junior officers are developing and what areas require development as they move through their probationary period. 

During a night shift I received a report from a concerned female that her neighbours had been involved in a heated argument for a considerable period of time. The female had heard a female and male shouting loudly at each other before hearing a loud bang and a female screaming before the shouting turned into intense crying. My colleague and I attended the house, which appeared to have fallen silent, after knocking at the door numerous time I could hear the muffled sound of a male groaning and a female crying through the letterbox. After conducting checks on the house I was made aware that both parties had significant domestic abuse history, this and the noise coming from inside gave me power under S.17 of PACE to enter the property to preserve life or limb (Legislation. Gov 2020) 

Upon entering the property, I could hear the sound of a male and female whispering coming from the kitchen. I called out to both that I was a police officer and for them to make themselves known. I then heard a female voice call back stating that she had a knife and for us not to come any further into the property. I could see the female standing in the kitchen with a knife to her wrist and a male holding a blood soaked cloth to his head. The female was physically shaking, and I could hear distress in her voice, she was extremely irate, and I knew that I need to de-escalate the situation in order bring a safe and quick resolution to the incident and ensure that the male received immediate medical attention. 

I considered the tactical options I had available to me. I drew taser in a concealed position in order to protect myself, and other person present including the female however this was a secondary option as I was concerned that the female was suffering from some type of mental health situation and I believed the best option to me at this time was my tactical communications. I began by engaging with the female and trying to talk to her calmly and establishing a rapport. By doing so I was able to convince the female to place the knife on the floor and kick it towards me. I then entered the room and place the female in handcuffs and arrested her for Aggravated Bodily Harm. 

By this time two more officers had arrived on scene and took the female to the back of my van whilst my focus turned to the injured male and ensuring that he received the medical attention that he required. I ensured that the male was taken to hospital by colleagues and submitted a victim focus referral for him prior to his statement being taken. After booking the female into custody I ensured that the mental health nurse visited her to carry out an assessment in order for her to get the support that she required following arrest. After following up on all investigative opportunities, which included obtaining a witness statement and going door-to-door, I interviewed the woman in compliance with the Police and Criminal Evidence Act 1984 (PACE). After the female gave a no-comment interview, the matter was forwarded to the CPS as a Red Remand case in order to protect the victim. As a result, the woman was in police custody until her next court appearance.

During the incident I felt nervous as I was aware that the female was in possession of a knife and had the potential to cause herself serious injury, however I knew that in order to resolve the situation I was required to remain calm and professional. Thanks to my continued development over the last 3 years I was able to use the National Decision Making model to assess all options available to me during this incident and ensure I brought about a quick resolution which ensured the safety of all parties. I believe that I have significantly developed my ability to talk to persons that are under duress and been able to use my experiences through the years to talk to people. I feel that if I had had this situation earlier in my career that I would have resorted to using force to disarm the female which could have caused harm to individuals. 

In conclusion, as I come to the end of my probationary period, I have witnessed some significant changes within myself, both personally and professionally. I feel that, like many officers coming from initial training into the early years of their career, that I was very quick to act and my decision making could often lead to poor outcomes for victims. However, over the last two years I have attained the ability to remain calm and have better decision making. I believe that the training received and the continuous development, supported by the college of policing, I have experienced has made me a better officer. 
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1

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 be looking to critically evaluate the use of social media by police forces and its use to engage and inform the local community. I will be looking at to address what the benefits and risks of the use of social media are and will look to reflect on a policing incident that I was involved in which details how I have used social media to aid me investigate criminality and safeguard the communities that I police.

Social media is a ubiquitous aspect of modern life that is all around us. Almost all advertisements—whether on radio, TV, magazines, podcasts, movie trailers, newspapers, or other media—will include some reference to their social media presence. Companies will use hooks like "You can like us on Facebook," "Check us out on Instagram," or even "Watch our channel on YouTube" to strengthen their brand and raise their profile. It gives users a simple method to interact and establish connections with others without physically meeting in person. Businesses and individuals have ever increased opportunities to reach a large audience through this type of communication (Rogers, J. (2019)). According to Smith (2019), As of January 2019, there were around 7.7 billion people in the world, of which 3.397 billion were active social media users. 

Globally, police agencies are seeing more and more of the potential benefits that social media platforms provide in terms of interacting with communities, preventing crimes, and controlling public perception. However, these advantages come with a number of risks that require careful handling. The application of social media in law enforcement has gradually expanded to include popular sites like Facebook, Instagram, YouTube, LinkedIn, and Twitter. Each platform has unique opportunities for law enforcement to interact with the public and effectively disseminate important information. There may be more possibilities for the public to interact with and hold the police responsible as a result of police agencies being more social media accessible. According to study, social media does have the ability to improve the public's impression of the legitimacy and efficacy of the police (Meijer and Thaens, 2013).

According to research by Heverin, T. and Zach, L. (2010), social media can encourage the growth of a mutually beneficial relationship between the police and the public. Through social media, citizens can alert the public to criminal activity occurring in their community, and if they have access to a police department's website, they can also share helpful information that could result in the capture and/or arrest of criminals. This is backed up by Grogger, Ivandić, and Kirchmaier's (2022) who’s research states that, in particular, police forces may benefit greatly from social media use. Above all, it makes it possible for law enforcement to establish direct lines of communication with the general population, encouraging openness and fostering trust in local communities. It also provides an effective way to quickly distribute important updates regarding ongoing investigations or emergency situations. Furthermore, social media makes it easier for law enforcement to gather intelligence by watching online activities linked to illegal activity.

It is essential to remember that social media use extends beyond disseminating information regarding unrest and crime. Studies have shown that police departments use social media for a number of purposes. For example, improving public participation in police investigations, bolstering the positive perception of police forces, managing crowds, responding to emergencies, getting greater input into the formulation of policies, hiring more police personnel, and using the people's civic involvement (Brainard L, Edlins M, 2015)

I was assigned a number of theft from motor vehicle charges to look into during the winter of 2023. In only two weeks, there had been over 20 instances of car break-ins. These occurrences had not only resulted in smashed windows and lost valuables, but they also instilled a sense of terror and irritation in the residents of Roath and Cathays. Twelve cars had been broken into in five different events on one Saturday night; no suspects had been apprehended; these cases needed to be looked into slowly, and I was instructed to do so.

Speaking with the victims and learning about the impact this was having on their lives was, for me, the most important part of this investigation. Too often, police can be apathetic towards low-level crimes, which shows up in the form of subpar investigations and cases that are closed without much effort. But because this problem was generating a lot of anxiety and distress in the neighbourhood, I felt compelled to work even more for the local community. I started by taking statements from the losers of each crime, including the victims' impact statements for each incident. An opportunity to speak up for themselves in court, a victim impact statement helps the victim convey the impact the incident has had on their life—a point that is frequently missed in an evidentiary testimony. After being read aloud to the court, these declarations have the power to guarantee that, should the suspect be found guilty, their punishment will be worse. In order to help the victims explain some of the objects in greater detail during an interview, I also took some pictures of them that they had taken.

I next made house-to-house inquiries to find out whether anyone in the neighbourhood had seen any break-ins or if any private or CCTV cameras may have been located that might have been related to the crimes. Since there were no forensic opportunities on the cars and CCTV would be the only way to place the suspects at the scene at the time of the crime, I understood that it would be crucial in this case. This proved to be successful in that I was able to obtain some video of two possible suspects who had been spotted in the vicinity when the cars had been broken into. One of the cameras captured a full image of the two individuals, but their faces were hidden by balaclavas, so I was unable to use these pictures for facial recognition. At this point, I felt pretty discouraged because I wasn't sure if I would be able to pursue this aspect of the investigation any further. I also felt bad for the victims and any potential victims in the future because I thought I was betraying them by not being able to move this case along any further.

After I finished my preliminary investigation, I went back to my station and spoke with the neighbourhood sergeant about the event. After going over the procedures I had followed and the suspects' descriptions I had obtained from the CCTV footage with him, I explained that I thought these two people were responsible for about fifteen more incidents that had occurred in the previous two weeks, but other teams' investigations had come up empty. He went on to say that his team had already used social media appeals for other charges with some success, so I might consider trying one myself to see if any further evidence could be found that way. I was hesitant to make a public appeal for information since I had never used this procedure before, but the sergeant reassured me that it was a very straightforward process and that it might provide some CCTV from before the event that might be able to identify the people involved. This gave me newfound motivation to help the victims and achieve a favourable outcome for them. In order to make sure the right platform was utilised for the appeal and to reach the largest audience possible, I sent the communication department an email outlining the entire situation as well as the goals of the plea.

Forces can choose to engage with various different social media platforms, depending on the aims of what they wish to communicate to their audience, whilst there are several social media platforms available to police agencies, many of them utilise Facebook, YouTube, and Twitter (Brainard and Edlin, 2015; Ruddell and Jones, 2013). Twitter is a social media platform that is often used. According to The Police Foundation (2014), this network makes it easier for police agencies to immediately notify people about emergencies, traffic problems, and criminal alerts. Law enforcement officials may quickly and effectively communicate important information to the public via Twitter, which fosters an atmosphere of trust and transparency. Another popular social media platform utilised by law enforcement is Facebook. Law enforcement groups have access to a broad platform for community engagement thanks to Facebook's vast user base and plethora of features (Keesman, 2023).

Having discussed this at length with the communications department it was felt that Facebook would be the best avenue to be used as there was a sense that it had a more community feel and that the greatest response would be had on this platform. An appeal was put out on the Tuesday morning and by Thursday evening the post had received over 200 interactions, some positive and negative, but the most important part was that this appeal had bore fruit. After the public looked through their own private security footage, they discovered film of the suspects a few blocks away. With this information, I was able to do a more extensive CCTV search, which took me to a nearby park where the two had been spotted leaving around an hour before the cars were broken into. With this knowledge, I was able to select a nearby business with security cameras outside and get footage of the two suspects, who were not hiding their identities. I was really proud of myself and felt that I had done a terrific job using the public's help to find the two individuals, but the inquiry was still ongoing. I was able to identify the two men using face recognition software, and I then took them into custody. I was given permission to do S.18 searches on their homes since they had been connected to more than 20 offences. During these searches, some stolen things as well as items that didn't belong there—jewellery among them—were found. I confiscated these things because I thought they were stolen, and since I had previously had a lot of success with social media, I used Facebook photos of these items to try to find their owners.

I was initially trepidatious about utilising social media to promote my investigation, but now that I know how beneficial it can be for communities, I am more comfortable using the site. A common feature of police use of social media, as described by Oglesby-Neil et al. (2019), indicates that public perception of social media has a direct correlation to the sentiment at the time and how much that they relate to the topic of the interaction sought, was the post that enabled the prosecution of the two males. The post also received some negative comments.

Police forces use of social media has many positives, including a wide reach and targeted interaction with members of the public in specific localities, contrary to traditional methods of appeal such as TV or Radio. There are several advantages to using social media for law enforcement. Real-time communication between law enforcement and the public is made possible by it, facilitating the quick distribution of crucial information in the event of an emergency or criminal situation. Additionally, social media may help with investigations by identifying suspects through user-generated material or by obtaining intelligence. Social media has a great opportunity to assist law enforcement agencies in gathering pertinent data to improve the way they allocate their resources and formulate procedures. Agencies can also use social media to gauge community opinion on their procedures and policies. Furthermore, it can help them determine the possible type and location of illegal activity. Newspaper articles detailing police forces' use of social media as an instrument to combat crime and strengthen ties with the community are not uncommon (Dai, M. et al. 2017). 

However, with any positives come inherent risks. Even with all of the advantages pointed out, social media is typically used (as mentioned above) as a venue for announcements. At this point, it's also critical to clarify that there are two types of police social media use: official and informal. official refers to social media material that is controlled by appropriate personnel inside a law enforcement organisation and, as such, takes bureaucratic factors into account. It's also critical to recognise that, despite all of the advantages of police use of social media, there are drawbacks, most of which are related to casual social media usage. Goldsmith (2015) provided an in-depth analysis of a few of the drawbacks of police social media use, including the creation of false information, harassment susceptibility, and interference with the criminal court system. Posts on Facebook by police forces often lead to negative comments about officers and forces work rates however these comments are dealt with directly by the social media team, often leading to positive comments following interaction. 

In conclusion, although there are certain hazards associated with using social media platforms for policing, there are also many advantages. In an increasingly digital age, police can improve their efficacy in upholding public safety and cultivating positive community by continued engagement and effectively utilise the potential advantages offered by these platforms.

2199 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:


In this essay I will be looking to define what leadership is and why leadership is particularly important within Policing. I will look at examples of good leadership and poor leadership that I have experienced and how I have used these examples to develop my own style of leadership, using an incident in which I took the lead to illustrate this. I will also look at different styles of leadership and how I will look to incorporate them into my future career.

A key factor in determining both individual and organisational success is leadership. Essential abilities like motivation, excellent communication, and teamwork are cultivated by leaders, and they have the ability to change people and teams and propel them towards success. Strong leadership also fosters a common vision that unites team members and gives them a feeling of direction and purpose, which boosts output, creativity, and performance.

It is argued that defining leadership is a difficult concept (Bolden, 2004.) The complicated phenomena of leadership affect several other significant societal, organisational, and individual processes. It relies on an influence process, in which individuals are motivated to work towards collective objectives by personal inspiration rather than force. Stogdill (1974) notes that “there are almost as many definitions of leadership as there are persons who have attempted to define the concept”, this is evident by research carried out by Yukl (2010) whose study depicts various definitions of leadership, such as the definition by Richards and Engle (1986) which states “Leadership is about articulating visions, embodying values, and creating the environment within which things can be accomplished”, whereas House et al (1999) defines leadership as “The ability to influence, motivate and enable others to contribute towards the effectiveness and success of the organization”. With all definitions it is clear to see that the objective is to align persons towards an aligned goal, and this outlined by Yukl’s comprehensive definition of leadership “Leadership is the process of influencing others to understand and agree about what needs to be done and how to do it, and the process of facilitating individual and collective efforts to accomplish shared objectives”. 

According to Casey and Mitchell (2007) Police are required to understand and effectively operate in a complex social, political, and organizational environment. Given their position as public servants, police officers are compelled to take on a leadership role. Police officers are in a unique position to inspire and encourage people to pursue justifiable and admirable public goals because they are leaders. Furthermore, the police have a great deal of choice over the methods they use to achieve public safety objectives since they have the authority and capacity to execute the law. Research by Fyfe et al (1997) suggests that because of the police's more military origins, leaders were chosen using a military framework to administer and oversee the policing in society. By using such a model, the police also accepted the premise that leadership required to regulate and guide police conduct would be provided by rank and authority. It's possible that some police chiefs have misinterpreted rank and leader conduct over time but it is key to note that leadership can come from all ranks within policing and not just from the top.

In the last several years, there has been an increasing use of transformational leadership terminology and concepts within the police domain (Cockcroft, T. 2014). Transformational leadership is founded on the principles of "participation, consultation, and inclusion" and aim to remove any potential cultural obstacles found in the hierarchical structure of an organisation. In this way, their goal is to change an employee's attitude towards the desired behaviour from one in which they comply out of fear of reward or penalty to one in which they comply because they agree with and support the organization's vision (Silvestri, 2007). This style of leadership is evidenced within British policing from the National Police Chiefs Council: Policing Vision 2025, which denotes the transformational requirement from all forces to ensure that ever changing needs of our communities are met (NPCC, 2016) . This is further evidence within local forces, for example within South Wales Police and the Chief Constables Deliver Plan (Vaughan. J,  2021) in which the Chief sets out his mission and values for the force, highlighting the deliverables that each member will buy in to in order to achieve the goals set out, this is followed by a Roadshow in which the Chief personally discusses his vision with each member of the force. I have personally experienced this, and this vision is bought into by all ranks within the force and supported by line managers to deliver this goal within each team. 

According to research by Campbell (2011) suggests another style of leadership commonly adopted amongst forces is that of Transactional leadership. Evidence suggests that that rather than using transformational behaviours, police supervisors who primarily depend on incentives and punishments as well as "management-by-exception", acting only when there are deviations from anticipated behaviours, may have less favourable effects on their subordinates. However, there is evidence that transactional behaviours can have positive effects in certain situations. For instance, subordinates may respect supervisors who deal with subpar performance and standards; lower ranking and less experienced officers may prefer "goal-oriented" leaders; role-clarification may be more appreciated when tasks are perceived as unpredictable; and those who are less self-motivated and who tend to prefer external direction and control may also express a preference for transactional style leadership behaviours. I have experienced this style of leadership within my current team where a new Sergeant was able to effectively deal with a poor performing officers effectively and quickly as opposed to a previous Sergeant who did not deal with this effectively, someone who could been seen to have poor leadership skills as they were deemed to not be assertive or confident within their actions. This style of leadership would be defined as Laissez-Faire, according to Buch et al. (2015) this is a form of leadership where group members make decisions, and the leader takes a backseat. According to research, when a group member adopts this leadership style, productivity among them typically decreases. Whilst this style has some advantages such as fostering personal growth of individuals, there is evidence to suggest that this style can be seen as a failure to lead, and subordinates often fail to give the extra effort towards their leaders (Zareem et al. 2015).

During a night shift policing the nighttime economy in the city centre of Cardiff I was made aware of a large fight involving roughly 15 persons that was taking place on a narrow street. A number of officers voiced their intention to attend this incident and I made my way there on foot with a colleague who was newer in service than myself, I could see that she was nervous as she had already told me earlier that evening that she had no experience with conflict before. In an attempt to calm her nerves, I described what we were likely to face upon arrival and what I believed our initial course of action should be. As we approached the incident, I could see a number of officers attempting to break up the fight, the fight involved around 12 males and there were persons with significant injuries, including what seemed to be an unconscious male on the floor. Due to this being inside the city centre there we a number of onlookers and they were impeding the ability of officers to carry out their roles by attempting to intervene in the ongoing disorder. I immediately noticed that there was a lack of control at the scene and no person was taking the lead in order to bring about a resolution to the incident. 

I believed that there were 3 separate issues that needed to be addressed, all as important as each other. I asked my colleague to go over the air and request further units to be sent immediately to the incident in order to gain control over the crowds that were surrounding the fight and for her to also ask for paramedics to be requested to attend the incident to deal with injured parties. When an officers requests assistance over the radio, this becomes an urgent priority and multiple resources arrived on scene within minutes. Once units had arrived, I sent four officers to each end of the narrow street to push members of the public back from the fight to create a sterile area, the remaining officers I requested to help other officers intervene and break up the ongoing hostilities. As officers were gaining control of the males I focussed then on the unconscious male with my colleague, the male was unresponsive but was breathing. The colleague that I was working with that night seemed to be unconfident and was unsure as to what we needed to do in this instance, so I reminded her of her training and coached her through the principles of basic first aid required to support the male until paramedics arrived. 

I looked up from the male to see that the scene had now calmed down and all of the males engaged in the disorder were detained by officers, I asked my colleague to remain with the unconscious male whilst I supported colleagues in understanding what our next steps would be. I then spoke to fellow officers and, as a collective, we decided on next steps. We discussed that CCTV needed to be checked and to get an initial account from witnesses as to why this disorder had started. I asked a colleague to contact the camera room to watch footage and identify the main instigators whilst directing other colleagues to gain a better understanding of the situation whilst I discussed the incident with the inspector in charge of the night. Following this discussion, it was decided that all of the males would be arrested for violent disorder whilst the investigation was carried out, with the final male needing to be taken to hospital. I then assigned roles to officers to take statements from witnesses and for two officers to accompany the male to hospital. 

During this incident I noticed a stark change in myself and my ability to perform in a leadership capacity. For me the significant aspect that I learnt was the development of my situation leadership abilities. Situation leadership is the ability for a leader to adapt their style based on the situation faced by them (Hersey, P. and Blanchard, K.H. 1979). Upon attendance at scene, I initially questioned whether I should assume a leadership position at this incident due to being a lesser in service officer, who are often seen as being less experienced however, I believe that I was able to do so thanks to the experience that I have gained as an officer over the last three years and the training that I have received. Having experienced this incident, it has given me the confidence to pursue a route of my career within the public order team and then move towards al leadership role by tutoring before potentially taking a step to move up within the ranks of policing. 

Thanks to the experience I have gained over the last few years, I felt that I was able to transition between three different leadership style effectively, these styles being Coaching, Autocratic and Democratic. Prior and during the incident I assumed a Coaching role, according to Mamula & Kuzet (2015) a coaching leader is someone who is able to identify each team member's motivations, talents, and shortcomings fast. By adopting this approach, I was able to identify to support my colleague with areas they needed support in. Secondly, I was able to use an Autocratic style, according to Chukwusa, J. (2018) is often known as the "authoritarian style of leadership," is primarily concerned with team productivity and outcomes. Autocratic bosses frequently make decisions by themselves or with a small, reliable group and demand that their staff carry out their directives without question. Using this style I was able to quickly and confidently make decisions and assign tasks to colleagues in order to bring about a quick resolution to the incident. Finally I was able to show a Democratic leadership style, according to Foels et al. (2000) a democratic leader solicits opinions from the group and takes it into account before making decisions. Democratic leaders encourage group discussions and provide the team access to all relevant information while making choices. Using a Democratic leadership style, I was able to discuss what was required to be done post the incident and assign roles to colleagues based on what needs to be done to investigate any offences that had taken place. 

In conclusion, officers have access to several leadership models for use. Police officers of all grades can make use of these methods, whether they are constables guiding their peers or higher ranked officials overseeing teams of constables. A range of strategies are usually employed by leaders to achieve the intended result. As a police officer, it's critical to have a flexible approach and to refrain from employing ineffective tactics, which appear to be ineffective.
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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 looking to define what both coaching and mentorship are and why both are particularly important within Policing. I will look at examples of both coaching and mentorship that I have experienced during my three years of probation and how I have benefited from them. I will also consider how coaching and mentorship have helped me to meet personal, professional and organisational goals. During this essay I will break down my three years into three distinct phases: initial training, tutorship and the post tutorship period. I will discuss the learning environments and what impacts the styles of learning had on my development.

In the modern era, coaching and mentoring are becoming more and more important. It is applied to both professional and personal growth. Coaching and mentoring can support the development of good, noticeable changes in people and increase the information transfer from the coach or mentor to the person. When it comes to organisations and businesses, coaching and mentoring are quite helpful for employees' professional development. As a result, different organisations have included coaching or mentoring within their corporate structures (Phrenimos Soft Skills. 2018).

Coaching and mentoring are partnerships that are developmental, learning, and supporting. They offer challenges and support to help individuals reach their goals and realise their potential (Daloz, L.A. 1999). Through improved performance and increased job satisfaction, coaching and mentoring foster both professional and personal development (Dahling, J.J. et al. 2016).

There has long been historical evidence of the value of mentorship (Cohen, 1995). According to Oshinkale (2019), mentoring is a partnership in which a more seasoned professional with a wider network is able to impart knowledge and skills to a less seasoned one within a particular industry. The mentor is the more experienced person, while the mentee is the less experienced one. The mentee gains from having demonstrated that they are prepared to advance in their career and are able to get the additional support required to do so, while the mentor gains from being able to guide the next generation in a field they are passionate about and guaranteeing that best practices are shared.

The practice of mentoring has become more popular in the public and commercial sectors, in small and big firms, in educational institutions, and in social situations (Roberge, 2009). According to Kraiger et al. (1993), formal mentorship has the ability to provide learning results in four domains: social networks, cognitive learning, skill-based learning, and affective-related learning. While skill-based learning is focused on acquiring new skills, such as interpersonal skills (working with others, managing relationships, and communication skills), cognitive learning is concerned with gaining knowledge about the organisation, politics, and workplace culture. Social networks are concerned with growing connections both within and outside the workplace, while affective-related learning is concerned with deeper, more in-depth learning that frequently involves some mention of confidence or motivational change (for example, following personal goals, taking the initiative, and not being too hard on oneself).

The main advantages of mentoring are covered by Garvey (2021). The three learning outcomes identified by Kraiger et al. for the mentee and mentor are: gaining new information and skills; enhancing performance and productivity; enhancing possibilities for career advancement; and gaining stronger self-assurance and well-being. He lists gaining new information and abilities, enhanced performance, increased happiness, increased loyalty, increased self-awareness, and leadership growth as benefits for the mentor. There are also noted advancements for the organisation: better staff retention and communication, increased motivation, relationships, and morale, as well as general learning improvements.

Whitmore (1992) defines coaching as the process of maximising an individual's potential for performance. Coaching is the process by which a more seasoned professional mentors and inspires staff members or clients to realise their greatest potential. Employees are encouraged by their coaches to set and achieve goals that advance their career development. They frequently make use of certain methods and activities that support staff members in gaining the excellent leadership, collaboration, and communication skills required to succeed in the workplace. In essence, coaching is essential to effective professional development. 

According to Du Toit and Reissner (2012), the goal of coaching is to help the client become more sensitive and aware of others as well as of themselves. It might be challenging to get honest feedback from clients in a company, especially if they hold a high position, as this is necessary for the development of self-awareness. The key to an effective professional development programme that will serve as a means of assistance in helping an individual realise their full potential for performance optimisation is coaching. The capacity of the students to use their knowledge to succeed in challenging and autonomous performances is supported through coaching. Lord et al. (2008) state that coaching is a nurturing method that strives to improve learning and growth in order to raise performance in a certain area of the profession.

Research by Jones (2018) states that it is commonly recognised that the public sector has faced intense pressure from the economy, politics, and society due to recessions, shifts in public expectations, and changes in political leadership (Chynoweth, 2015) and many UK public sector organisations are using mentoring more and more as a growth tool, including the Police (Snell, 2009.) To deal with this transformation, the public sector has had to embrace new policies and priorities, which has led to the need for new organisational structures, management techniques, and leadership and management styles. The UK Police offers many official training courses, including the Direct Entry and Fast Track programmes, to assist newly appointed Police Constables. Additionally, there are several leadership initiatives around the country, such as the High Potential Development Scheme. There isn't any official L&D provided at the Force level beyond the College of Policing's (2017) push for continual professional development, which is where coaching and mentorship post initial training takes place.

It is imperative that individuals comprehend the significance of mentoring and coaching in order to evaluate their three-year probationary period and determine the advantages they have obtained from these activities. Mentoring and coaching are valuable resources that provide people with direction, support, and assessment from seasoned professionals in their respective domains. New recruits are entered into the initial training phases in which they are classroom based, during this time it is expected that they learn the basics of policing and legislation. This is coaching in the form of teacher centred learning.

 According to Sheridan (2014), teacher-centered learning occurs when the instructor assigns the content and sets expectations for the students' performance. In order to create a set of goals or objectives that the student must meet, the instructor identifies the theories, principles, and ideas that the student needs to master. Furthermore, as the one who assigns the material, the instructor frequently concentrates on covering the subject to the almost complete detriment of the student. This style of learning is very strict and often feels like a school environment which does not suit all learners who may potentially have a different preferential learning style. 

For me this experience, whilst giving me a foundation and bedrock to begin my policing career, felt very structured and rigid and I often felt it was information overload. The classroom learning was broken up by practical exercises which enables student officers to put what they learnt into practice and creates muscle memory for real life scenarios, research by Millar and Abrahams (2009) states that many coaches and teachers claim that it improves learning since we are more likely to comprehend and recall things, we have done than things we have only been told. Classroom based learning does not suit my learning style and therefore, at the time, I questioned if I would be able to put this into practice in the real world. However, having now experienced policing outside of the classroom I feel that I am confidently able to put what I learn in initial training into practice in my day to day policing.

When students leave training they enter into the tutorship phase, tutorship is often closely aligned to mentorship as it involves pairing a student officer with a more experienced officer for 3 months in order for them to impart practical knowledge during real life experiences. Through a process of peer to peer mentorship (Turner, 2009) a close bond is formed between the mentor and mentee with a clear objective or outcomes aligned by both at the start of the process, the outcomes set by the college of policing as part of the Occupational Competency Portfolio. The Tutor and Student constable are expected to attend a number of varying incidents in order for the officer to gain knowledge and understanding in a real life setting. During the start of tutorship, it is normal for student officers to watch and observe how the mentor dealt with incidents and then for the feedback to be given between both parties on how the incident was dealt with to give a learning opportunity. As tutorship progresses the student then begins to take a front seat with the tutor being in an observational capacity and giving advice to the student throughout the incident. 

During my tutorship my tutor adapted her style to my experience and needs. My tutor recognised that, as I had prior experience within policing, that I was confident and capable to be able to deal with incident ahead of my peers and therefore allowed myself to take a leading role within incidents ahead of schedule. According to Thompson and Vecchio (2009) Situational Leadership Theory, highlights the need of modifying leadership techniques according to a person's developmental stage, a skill in which my tutor exhibited and helped to further my experience during tutorship. Mentors who embrace these values and offer tailored knowledge can help mentees reach their full potential in achieving their personal, professional, and organisational objectives.
Once the incidents have been dealt with, she would take the time to debrief me and discuss learning points that I could take forward. Having a tutor that acted as a mentor has been really beneficial to my initial career because of its ability to foster both professional and personal development. I have learned more about my personal and professional identities by taking part in discussions with my mentor. These discussions have enabled me to recognise both areas of strength and development that I can leverage to succeed as I proceed in my career.

The post tutorship phase of a student constables probationary period allows for coaching opportunities outside of one to one mentorship. Following tutorship, I have been able to access training courses that have benefitted myself both personally and professionally. I have attended training courses such as Taser and Method of Entry, these two courses have set strategic and operational outcomes which aid my team and South Wales Police in an operational capacity. I have also attended my advanced driving course and personal safety training, both courses have enabled me to be a better, and more skilled, police officer and have also given me the skill set and confidence to apply these techniques in a real life setting which have significantly improved my confidence levels. Continuous development during these courses have also highlighted areas in which I am required to develop to become a better police officer and, due to the positive impact of my experience in tutorship I have now taken a mentor to help me to attain my career goals.

Research by Hertling et al. (2022) states that mentoring offers chances for skill development and facilitates the alignment of individual aspirations with corporate aims. Through the integration of pertinent definitions of coaching and mentoring with contemporary concepts that are aligned to career goals, people may successfully use these advantages to substantially improve their professional performance. I believe that the the role that mentoring plays in helping people succeed in the workplace is extremely important and should not be underestimated. My capacity to solve problems, make choices, and increase the organization's overall performance has significantly improved as a result of getting the chance to learn from seasoned mentors who are deeply knowledgeable about the nuances of policing.

In conclusion, the three-year probationary term has given a strong basis for personal growth and success within the policing world. My career and personal development have been tremendously boosted by the coaching and mentoring I've received during the last three years, which has given me the ability to successfully contribute to organisational objectives. With a constant goal of becoming a better police officer, the positive experience of my tutorship period has also given me the desire and confidence to impart my knowledge on newly qualified officers and pursue a path of tutorship before I take the next step in my career.
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