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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:

This essay will assess the College of Policing’s ambition to professionalise policing by introducing the Police Education Qualifications Framework (PEQF) (College of Policing, 2020a) and promoting the use of evidence-based practice (EBP). In this essay, I will demonstrate my professionalism by reflecting on my participation in an operation targeting burglaries. I will also consider how I have developed as a police officer and stepped into a mentoring role as I have become one of the more experienced officers on my shift. 

In 2011, Peter Neyroud reviewed police leadership and training and explored the reasons why policing ought to be professionalised. The report suggests that traditionally, policing was described as a ‘craftsman’ role and therefore lacked the ‘authoritative knowledge’ that is associated with other professions. He recommended the development of a professional body that should be guided by public interest, committed to leadership, equality, and human rights, and be accountable for professional standards of public service (Neyroud, 2011). 

In 2012, The College of Policing was formed to “develop the knowledge, standards of conduct, leadership and professionalism required by police officers and police staff in England and Wales” (House of Commons, 2016). It is an independent organisation that has established professional standards and set out a Code of Ethics which provide guidance to police officers and staff on how they should conduct themselves whilst both on and off duty (College of Policing, 2014a). 

The Policing Vision 2025 has highlighted the need for change, noting how growing complexities within communities and constantly evolving crime present new challenges to police forces, requiring a modernised and professional approach to policing that is transparent and focusses on skill development (NPCC and APCC, n.d.).

The College of Policing has 5 main objectives. These are ‘set standards of professional practice’, ‘identify, develop, and promote good practice based on evidence’, ‘support the professional development of those working in policing’, ‘help police forces and other organisations to work together to protect the public and prevent crime’, and ‘identify, develop, and promote ethics, values, and standards of integrity’ (College of Policing, 2014b). 

One of the ways that the College of Policing is striving to professionalise policing is by introducing the Policing Education Qualifications Framework (PEQF). The Policing Vision 2025 identified the need to support officer training and development though academic qualifications which will offer recognition of their knowledge and skills. Accreditations will also aid career progression and help officers reach their full potential (NPCC and APCC, n.d.). The PEQF is designed to support this objective. It serves to regulate entry requirements and standardise education for new recruits (College of Policing, 2020b).

The PEQF introduces three new entry routes into policing. These are the Degree Holder Entry Program (DHEP), a pre-join degree in professional policing, and the Police Constable Degree Apprenticeship (PCDA) (Police Federation, 2019). The PEQF also fulfils the Workforce Transformation priority to reform the recruitment assessment process (College of Policing and NPCC, 2018). 

The PEQF has triggered mixed opinions. On a positive note, it is considered that officers will be able to use their academic knowledge to support their decision making and that they will be better equipped to deal with the constant and complex changes of society (Martin, 2019). On the other hand, it has been acknowledged by many within policing that officers were already working to a higher standard while not receiving a recognised formal qualification. The College of Policing’s decision to make it necessary for officers to require level six qualification has caused frustration among serving officers. Some have also felt that their professionalism has been undermined (Leek, 2020). 

There is also criticism from student officers undertaking the PCDA entry route. Those participating in the apprenticeship have challenged how the content of their university work has no relevance to their operational duties. It has also been noted how students are more likely to be influenced by their colleagues, who’s ‘real-life’ experiences can offer more valuable learning than academic research (Watkinson-Miley, Cox, and Deshpande, 2022). This is further recognised by Wood (2018) who concludes that while the PCDA is a positive step in professionalising the police, changes are needed to the curriculum to reflect policing practice, rather than focussing on an applied learning model. 

Another agenda of the Policing Vision 2025 is to incorporate the use of evidence-based practice and the Code of Ethics into daily policing duties (NPCC and APCC, n.d.).  It is widely believed that evidence-based policing will revolutionise the police into a more legitimate and professional service (Sherman, 2013). Identifying and encouraging practice based on evidence is reflected in the College of Policing’s five-year strategy (College of Policing, 2014b). 

The drive for officers to understand evidence-based practice and apply it to their decision making is closely related to the PEQF (Williams, Norman, and Rowe, 2019). As Pepper, Brown, and Stubbs (2022) discover, officers studying a policing degree will develop and utilise research skills and be able to use their academic knowledge to solve everyday problems. Acquiring and using such research skills is vital to ensure evidence-based practice is successfully ingrained into day-to-day policing. 

Despite the many benefits of evidence-based policing, there are some challenges. Selby-Fell & Newton (2022) have found while the concept of evidence-based policing is acknowledged throughout policing, it is little understood. They have also discovered that access to quality research is limited, as is the scope for officers to engage with the research due to the time constraints of the job. 

I recall one incident where I have demonstrated professionalism and achieved a positive outcome. I will reflect on this using the Borton’s Reflective Model (Dabell, 2018). 

What?
I volunteered to take part in a policing operation which was to take place between the hours of midnight and 3am to target burglaries in a specific area. This was due to a marked increase in dwelling and commercial burglaries within a short space of time. We were briefed to patrol areas of high crime and deal with any offences positively. Intelligence was used to determine particular industrial estates and residential areas which were at risk from being burgled. Targeting specific areas, sometimes known as ‘hot-spot’ policing is an effective way to reduce crime (Braga et al. 2019) and observes the policing vision to be proactive in crime prevention (NPCC and APCC, n.d.).

Whilst patrolling an industrial estate car park in a marked police car, we discovered a parked vehicle with two male occupants in the front seats. My colleague and I approached the vehicle and immediately noticed a strong smell of cannabis. When asked, the two boys admitted that they had been smoking the drug and surrendered two small bags of cannabis. 

Now What?
To establish who we were dealing with, both of the males were asked to identify themselves so that we could conduct the necessary checks on the Police National Computer (PNC). The PNC is a database that holds records of a person’s criminal record. It can also give us vehicle registration details (HMICFRS, 2018). It was determined that neither male had been arrested before, and that the male in the driving seat was the vehicle owner. 

The Misuse of Drugs Act 1971 gives power to police officers to stop and search any person, or any vehicle that they reasonably suspect to be carrying controlled drugs. The males had already surrendered 2 bags of cannabis and admitted to smoking the drug, therefore the grounds to search were present. I assisted my colleague to search the two males before conducting a thorough search of the vehicle. I discovered one small bag of cannabis which was in the glove compartment, along with some drug paraphernalia which also contained some cannabis leaves. 

According to The Road Traffic Act 1988, it is an offence to be in charge of a vehicle while under the influence of drink or drugs. In order to clarify whether the male in the driver seat was under the influence, we needed the assistance of a roads policing officer to perform a roadside drug test. This is necessary for evidential purposes, regardless of the male’s earlier admission. 

Once it had been confirmed, the male in charge of the vehicle was arrested and taken into custody by the traffic officer. I then dealt with the second male, who had admitted to owning the cannabis via Community Resolution. I based my decision on the male’s clean criminal record, and due to the small quantity of cannabis that was found. A Community Resolution is an out-of-court disposal of low-level crime. It allows police officers to use their professional judgement and deal with the offence swiftly (ACPO, 2012). Part of the Community Resolution was for the offender to attend a drug diversion course. The drug diversion scheme offers people who have committed low level drug offences the chance to access treatment and support for their drug use rather than face criminal charges (Centre for Justice Innovation, 2023). Police-based diversion methods have been shown to prevent future offending and may also positively impact health and social costs relating to drug use (Blais et al. 2022). 

Now What?
This was a positive outcome as a result of proactive policing. The owner of the vehicle was arrested and charged. The second male was dealt with positively and proportionately via Community Resolution. 

The policing vision highlights the importance of using partner agencies to assist the police in dealing with crime. Issuing a Community Resolution ensured that the offence was dealt with effectively from a policing perspective and utilised drug support services to rehabilitate the offender. This early intervention has the potential to prevent the male committing future offences, therefore reducing future demand. 

This incident reflects how I have developed as a police officer and used professional judgement to deal with a situation effectively. I felt confident in my approach and comfortable with the Community Resolution process. I liaised with road traffic officers to secure evidence and ensure that the male driver was dealt with robustly. Even though it was his first offence, being in charge of a motor vehicle while under the influence of drugs is extremely dangerous and therefore a Community Resolution would not have been suitable. 
 
I have now experienced almost two years of operational policing and recognise how my role is changing as I develop more skills and competencies. I have quickly found myself to be one of the more experienced officers on my shift due to others leaving and this has added pressure as I try to guide our newest recruits. I have found this transformation one of the more challenging aspects of my probation, as I try to ensure that my actions are positively influencing those who are new to the role. 

This natural progression now means that I take the lead at emergency calls. In doing so, I have noticed improved confidence and I am able to manage victims, witnesses, and offenders in the appropriate way. I understand the importance of professionalism within my role and have learned how the public, no matter what their role in the situation is, respond best to a fair and consistent approach. 

In order to continue my own development, I have enrolled onto several courses with the aim of learning new skills which will assist me in my role as a response officer. I have recently completed the SOLO course, which means that I am now a Sexual Offence Liaisons Officer. SOLOs are trained to respond to serious sexual offences, gather forensic evidence and provide direct services to the victim (McMillan, 2015). Having this skill will now mean that I am deployable across the force whenever a serious sexual assault is reported. This role carries a lot of responsibility that I will look forward to fulfilling alongside my response duties. 

In this essay, I have explained how the College of Policing have created the PEQF to standardise entry requirements and given police officers an accredited role. While there are some negative views among student and serving officers, it is thought that academic knowledge will assist officers in their operational skills. I have also explored how the drive for evidence-based policing will foster professionalism by encouraging officers to solve problems based on research. 

I have reflected on a policing incident where I took the lead and successfully dealt with two offenders. I explained how using my professional judgement, I was able to use an out-of-court disposal and utilise support services to give the offender the best chance of a crime-free future.

I have also reflected on my own development as I try to be a role model for other students and explained the challenges around this. As I enter my third and final year of probation, I hope to continue improving my skills as an all-round professional police officer whilst continuing to be a role model for my less experienced colleagues. 

(Word count, 2123)

















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:


All UK police forces now use social media to promote their policy initiatives and communicate with the public. In my role as a response police officer, I have not personally used social media to engage with the community; however, I have seen how Gwent Police use their channels to promote campaigns, share stories and connect with their followers. This essay will explore the police use of social media and highlight the advantages and disadvantages of such use. 
Social media relates to the “sharing of ideas and information through virtual networks” (Dollarhide, 2023). It has changed the way in which we communicate and thanks to advances in technology and the internet, it is now accessible by anyone and everyone. In the UK, there are over 57 million people who use social media, which equates to around 84% of the population (Statista, 2023).  Facebook, Instagram, and Twitter are in the top 5 most popular social networks (You Gov, 2023) and are used worldwide by businesses and organisations to promote their strategies and advertise their product. Online communication allows businesses to solve specific problems, connect with customers and gain support (Brown, 2012). 
UK police forces first started to test the use of social media in 2008 when officers applied their initiative before gaining various official support and eventually the backing of the Association of Chief Police Officers (Crump, 2011). Now, every British police force has a social media presence with dedicated social media teams. Facebook and Twitter are the most frequently used, with some forces also running Instagram, You Tube, and more recently, TikTok. 
Gwent Police (GWP) operate six social media platforms; Facebook, Twitter, Instagram, You Tube, LinkedIn, and TikTok. Its aims are to “update communities about ongoing incidents, to share appeals, and to post court results or good news stories” (Gwent Police, 2023a). Facebook and Twitter can also be used to report non-urgent crime (Latham, 2020). In 2019, GWP set up a social media desk which is managed by force control suite (FCS) operators. The force has seen a significant increase in demand via these channels, particularly through the Covid-19 pandemic (Gwent Police, 2021). 
According to GWP force policy, social media can help to provide immediate updates to a large audience. It increases the presence of police activity which inspires trust and confidence in their work. It also makes the police more approachable and builds an accessible audience, which is vital for the two-way sharing of information (Noyes, 2022). 
The policy specifies three principles for social media activity which align with NPCC National Local Policing Guidance. These are “to achieve a tactical or operational objective; to change or influence the behaviour of communities for the better; and to build capacity and trust within communities” (Noyes, 2022). The content is measured by a provider that monitors which proactive media appeals achieve positive publicity (OPCC and Gwent Police, 2018). 
One of the ways that I have experienced social media used is in the search for high risk missing persons. In GWP policy, social media can be used for investigative purposes to obtain basic information, but the use is only to be conducted by a suitably trained officer (Noyes, 2022). Before posting missing people online, guidance from the Metropolitan Police et al. (2022a) states that considerations should be given to the individual’s privacy, as well as whether the benefits of using social, or any other media will outweigh any potential negative impacts. It is vital before a missing person is posted online, that the police conduct a risk assessment and gain the permission of the family to share any details. 
Once a missing person appeal has been posted, it can be shared by followers to reach audiences who may have no link to GWP’s social media. The public are asked to report any possible sightings and provide any information on the missing person’s whereabouts. Using social media is a quick and effective way to reach as many people as possible and develop new lines of enquiry which may not necessarily have become apparent without online assistance. 
There are both advantages and disadvantages of using social media to track missing persons. Research finds that the effectiveness of the missing person appeal depends on how they are constructed. Emotion, wording, image quality, and the use of hashtags all had an impact on how often the appeal was shared. Appeals that used custody images, for example, were not shared as much as those that used conventional photos (Solymosi, Petcu, and Wilkinson, 2020). Tactfully worded missing person appeals result in higher community engagement, which subsequently lead to the location of the missing person (Ferguson and Soave, 2021).
Despite the obvious advantages of online missing person appeals, there are also some negatives. It is thought by some that an appeal may cause the missing person to become distressed, which can adversely affect their behaviour, therefore increasing the risk of harm (Solymosi, Petcu, and Wilkinson, 2020). Other concerns when sharing appeals online is that the speed of which they are reposted often means that control over the content is lost. There is also a risk that appeals for repeat missing persons can highlight their vulnerability and cause negative comments (Metropolitan Police et al. 2022b). Further concerns highlighted by Missing People (2023) are that ‘armchair detectives’ may post assumptions and theories about the case which can lead to arguments within the comments. These can be upsetting for both the missing person, if they are reading, and the family. 
Other ways that I have seen Gwent Police use their social media accounts is to promote initiatives such as the ‘National Road Safety Campaign’ to target people who drive whilst under the influence of drink and drugs (Gwent Police, 2023b). Regular ‘myth-busting’ posts and facts and figures about drink or drug driving were regularly posted to raise awareness of the dangers of driving whilst under the influence. Campaigns such as these are consistent with force policy and aim to improve the behaviour of the community by sharing advice and deterring people from committing offences.
Social media is also used to share stories about successful policing activity. One recent Facebook post tells followers how seven people were arrested for drug offences following a series of warrants (Gwent Police, 2023c). Positive posts like these reflect police performance and provide reassurance to the public that the police are taking robust action against local crime. These instant and real-life stories are more likely to have the desired impact due to their credibility (Bullock, 2015).  Studies show that posts which relate to crime have a greater appeal to followers and positively impact their perceptions of the police service (Cartwright and Shaw, 2020). The public see that criminals in their area are being punished, therefore enhancing their trust and confidence in their local force.
One of the benefits of using social media is to reach a large audience in a short time. This is particularly useful for ongoing situations where live updates are required to keep the public informed about a specific local problem. An example of this could be a road closure due to a traffic collision. The public are encouraged to find an alternative route which will help to ease congestion around the collision site. Witnesses to the crash may also be asked to provide dashcam footage or other information about the incident which could be vital evidence as to how the collision occurred. 
Williams et al. (2018) have found that using social media to facilitate interactions between the police and the public support community policing and is a far more efficient way to reach target audiences. By controlling their own social media pages, the police are able to circumvent the gatekeeping role of the traditional press and post their own agenda. This means that they can broadcast their content directly to societal groups, including the youth who might otherwise be difficult to reach (Xiaochen and Lovrich, 2019). 
Despite the obvious benefits of using social media, there are several barriers and risks which may have an adverse effect on police reputation. One of the issues with posting about incidents as they happen, is that spectators at the scene may also be filming and sharing information on their own social media. Fielding (2021) presents a case where an unspecified police force was slow to respond to an ongoing situation. Limited information was released about a murder, with it being referred to simply as an ‘incident’ due to the family of the victims not being informed. Bystanders at the scene were posting that they could see a body and therefore the risk of the family finding out through social media was high. While the public were asked not to share pictures, there was no control over this. 
I have witnessed a similar situation in Gwent Police, where a young missing person’s appeal gained widespread attention due to his age. Well-meaning members of the public helped with the search and when his body was recovered, there were concerns that the family would be notified through social media and not from a police officer in person. Situations like this are beyond police control and highlight the dangers of using social media when incidents are ongoing. Whilst social media is useful in the search for missing people, the risks of such eventualities should always be considered. One contingency for this would be to have an officer with the family at all times, acting as a first point of contact. This; however, may not always be possible. 
Another risk of using social media is that some officers may post something that the public see as inappropriate. Greater Manchester Police were forced to apologise after celebrating a jail sentence of a mother who had looted during a riot. The force was criticised by the public, with one comment accusing the force as ‘promoting hatred’ (Batty, 2011). A similar situation occurred in West Midlands Police, when a neighbourhood officer posted a sexist tweet and was referred to professional standards (BBC, 2014). Posts such as these have the ability to damage the reputation of the police which may take time to recover (Fernandez, Dickinson, and Alani, 2017).
One more use for social media is for the police to gather intelligence (The Police Foundation, 2014). This could be to identify an unknown offender, or to weed out wanted persons. Whilst this has similar benefits as circulating missing person appeals, Fielding (2021) discovers how this can actually cause fear in the community, as people become frightened that criminals are loose in their area.  There is also the risk that the offender may take deeper measures to evade police, and even taunt them using their own social media. There have been several examples of this, with the most recent being in Suffolk where a male wanted for breaching his licence conditions posted videos of himself walking outside police stations (Browning, 2023). 
It is fair to say that social media can be an extremely effective tool to connect with the public and keep them informed of policing agendas. With such a large portion of the population now having access to the internet and to technology that enables them to look at social media at any given moment, it would be naïve of the police not to include it in their community engagement strategy. 
While I have not used social media as a response officer, I have seen how Gwent Police optimise its use by posting regular, informative updates about the force and the work that we do. I have explored the many benefits of using social media, such as the ability to reach the younger generation and enhance public confidence. It allows the community to provide vital information to the police which can help to locate missing people or identify an offender. 
I have also identified some disadvantages of using such a powerful tool to share stories so quickly, such as bereaved families hearing about the news online, and people fearing their safety when criminals have not been caught. 
Forces should continue to adhere to their policy and use specially trained officers to manage the accounts. While the risks are inevitable, with careful management and constant monitoring, the benefit of using social media may far outweigh the negatives and will continue to assist the police in their ongoing battle against crime. 
(Word count, 2040)













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:


Effective leadership in the police is fundamental for teams to run efficiently and to be able to work to a high standard. During my probation, I have had to rely on good leadership to build the confidence and skills needed to fulfil my role. I am now in my third year of policing and have found that I must also demonstrate leadership when responding to calls where I am the most experienced officer present.  In this essay, I will discuss different types of leadership models that are used in policing. I will also reflect on an incident where I took control and discuss which leadership skills I used to effectively manage the situation. 
Leadership can be difficult to define. Yukl (2019) explains that “most definitions of leadership reflect the assumption that it involves a process whereby intentional influence is exerted over other people to guide, structure, and facilitate activities and relationships in a group in an organisation”. The ability of an organisation to perform in dynamic situations relies heavily on effective leadership and the need for this in policing is more important than ever (Pearson-Goff and Herrington, 2013). 
All police officers must show leadership within their role, and this is not confined to highly ranking officers. Leadership should be present at all levels, including frontline officers who regularly deal with the public (The Police Foundation, 2015).
Research shows that most police officers prefer a transformational leadership style where supervisors are reliable, communicative, and are able to create a shared vision (Can, Hendy, and Berkay Ege Can, 2017). Transformational leaders inspire others to achieve exceptional results while developing their own skills. This type of leadership means that individuals own goals are achieved and as a result, they progress into leaders themselves (Bass and Riggio, 2008). Transformational leaders will have a positive impact on their team’s work ethic and overall commitment to the organisation (Cambell and Kodz, 2011). 
One leadership style that has helped me to develop as a probationer is active leadership, or role-modelling. This is when leaders play an active role in setting a good example to their team. According to the College of Policing (2022), police supervisors should understand how their position affects staff and display a high level of professional behaviour at all times. I have experienced active leadership by both my sergeant and my tutor, as well as other experienced members of the team. I consider them to be role models because I have seen them deal with a variety of situations professionally, whilst guiding me and giving me the confidence to deal with things by myself. 
I am now the most experienced officer on shift, and it is through the influence of transformational and active leadership that I have been able to demonstrate leadership myself. I can reflect on one incident where I attended a call with several other officers who had not long left their tutorship. The call was to an elderly couple who were reporting that a group of people were knocking on their door and shouting through their letterbox making threats towards their property. 
I was first to arrive at the scene and was accompanied by another officer who was new to our shift. I immediately realised that the situation was volatile, as although the suspects had now left the scene, several members of the victims’ family had arrived and were extremely angry and irate about what had happened to their elderly relatives. There were also several neighbours who had come into the street and involved themselves in the arguing. 
It was clear straight away that the situation needed managing as there were lots of people in the street who were shouting and swearing at each other. The family were arguing with neighbours trying to find out who had threatened their parents and were also arguing with each other about who the suspects could be. The main priority at this stage was to check on the welfare of the elderly couple and to separate the family to calm the situation. 
On our arrival, it became obvious that the family were hostile towards police as they approached us quite aggressively and commented that we should be out looking for the offenders. I explained that we needed to find out what had happened first and instructed my colleague to help me separate two brothers who were shouting at each other as they were causing the biggest disturbance. I took the lead and approached the two males, asking them to stop arguing and for one of them to go with my colleague and check on the elderly relatives.  
Due to the amount of people present, I asked the control room to send more officers to help me control the situation.  When they arrived, I briefed them about what had happened and gave clear instructions about how we should proceed. I asked one of the officers to start house-to-house enquiries to identify any witnesses and ask if they have any CCTV or ring doorbell footage that might help us to identify the offenders. I asked another officer to start taking first accounts from the neighbours in the street who might be able to give descriptions of the offenders. The remaining officers were then asked to help me deal with the victims and the family who were still very irate and argumentative. 
We were able to calm the situation by separating the family members and speaking to them individually. Unfortunately, no one was able to identify the offenders, there was no CCTV footage and only vague descriptions were given. At this point, I discussed with my colleagues what we should do next. We decided that because there were no lines of enquiry, we should focus on safeguarding the victims by ensuring they knew what to do should the offenders return. We asked for a family member to stay with the elderly couple overnight before leaving the address to drive around the surrounding areas as a final action to try and locate any groups of people matching the description we had. 
During this incident, I used a range of transformational, autocratic, and democratic leadership styles to direct my colleagues and manage the situation. An autocratic leader is described as holding the power and having individual control over the decisions made (Rosing, Boer and Buengeler, 2022). A democratic leader encourages others to participate in decision making and listens to their ideas (Sharma and Singh, 2013).
It was important at the beginning of this call to get the situation under control as quickly as possible and show the family that we were investigating the matter. I knew that the officers I was with were younger in service and therefore chose to give them clear direction on what needed to be done. I felt this was important because the family had already criticized us for not going after the suspects. We needed to be decisive and show them that we were investigating the matter by trying to identify who was responsible. 

Autocratic leadership did not come naturally to me however I recognised the need for a clear strategy in order to prevent any escalation in the family’s hostility towards us. According to Chukwusa (2018), autocratic leadership is often preferred by group members during conflict situations as it allows them to focus on the task without having to make decisions. It is also beneficial in situations where quick decisions are needed. While autocratic leadership might be necessary in some cases, it is important not to rely on this method as it can discourage members from contributing and lower morale (Nickerson, 2023). 
As things started to change, and the situation started to settle, I wanted to include my colleagues in the decision making as they had each made their own enquiries and we needed to discuss what to do next. I asked them if anyone had been able to identify the suspects and if they had discovered any new lines of enquiry. We mutually agreed that with no new information we needed to focus our attention on the safety of the elderly couple. I felt that it was important to involve my colleagues in this decision to give them confidence when dealing with similar things in the future. Studies show that using democratic leadership can help to develop skills and increase job satisfaction as colleagues are more included in the decision-making processes (Bhatti et al. 2012). 
Throughout this incident, I also think that I displayed some elements of transformational leadership. I did this by taking control of the situation and setting a clear vision for my colleagues to follow. I took responsibility and acted as a role model by adapting to the changing circumstances and listening to what my colleagues thought we should do next. According to Cherry (2023) these are all traits of a transformational leader. 
It was important to be flexible in the way that I dealt with this incident due to several factors. Initially, I needed to take control and ensure that my colleagues each knew what to do. I recall a similar incident when I had just come out of my tutorship and welcomed clear direction from my colleagues as I felt unsure about how to manage the scene. This gave me confidence and has helped me in future calls, and I wanted to give my colleagues the same experience. 
Once the house-to-house and witness enquiries were completed, I knew that I had to stop making the decisions myself and needed to include my colleagues’ opinions. I felt it necessary to change my leadership style at this point and listen to my colleagues because I didn’t want them to feel that their enquiries or their views were not important. I was mindful that they might have felt daunted by initial situation and wanted to ensure that they felt included in the final outcome. 
I also had to be flexible whilst dealing with the family. Initially, they were very hostile towards us, and I needed to show professionalism and demonstrate that we were doing what we could to identify the offenders. By using autocratic leadership, I was also able to separate those who were arguing and advise them to calm down. I adapted my approach as their behaviour changed and started to settle. 
Throughout this situation, I was aware of my strengths in that I had been in similar situations before and knew how we should react. I was able to regulate my own emotions, as I felt daunted at the thought of taking control however knew that I needed to act quickly to prevent any escalation. I was also aware of how my colleagues might be feeling as I remember how I felt when I first became independent and knew that by taking an active lead, I would be able to help them. These qualities demonstrate emotional intelligence. 
According to Drigas and Papoutsi (2018), emotional intelligence is “the ability to identify, understand, and use emotions positively to manage anxiety, communicate well, empathize, overcome issues, solve problems, and manage conflicts”. Studies show that emotional intelligence can positively affect job performance and play an important part in successful leadership (Tripathy, 2018).
As I have only two years of service and am still in my probation, I find it difficult to maintain leadership because I sometimes question my own decision making and rely on the experience of my sergeant to help me when needed. I do; however, recognise that I need to be a good role model for those who are new on my shift and will do this by demonstrating a good work ethic and positive attitude. 
This essay has discussed a range of leadership styles that are commonly used within policing. I have established that transformational leadership is the most popular among police officers due to the personal development that it allows. I have explained how active leadership by my sergeant and colleagues has allowed me to progress my skills and give me the confidence to take control of situations. 
I have also reflected on an incident where I needed to show leadership among my less experienced colleagues. I have demonstrated my flexibility in leadership styles and explained why it is important to adapt to changing circumstances. I have also demonstrated emotional intelligence which is an important leadership trait.  
While I recognise that I find leadership difficult due to my own inexperience as a police officer, I hope that as my career progresses and I continue to grow both personally and professionally, that I become more comfortable in this type of role and become a strong leader to those who will rely on me for support. This will aid my personal development and help me to prepare for the future where I hope to progress into a sergeant’s position. 
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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:

This essay will explore coaching and mentoring definitions and explain their differences. It will explore the advantages and disadvantages of both and touch on popular coaching models used within organisations. I will also reflect on my own experiences of coaching and mentoring and discuss how it has helped me to reach personal objectives, as well as professional and organisational goals. 
According to Serrat (2017), coaching and mentoring are management tools used to ‘inspire and empower employees’ to render good results. They are aimed at allowing staff to reach their full capability by encouraging analysis and reflection, and focussing on the person, rather than the subject. It allows people to take control of their own progress and value the results they achieve (Connor and Pokora, 2012). 
Coaching and mentoring have a common purpose and share many similarities; however, there are some differences. Whilst it is difficult to find one clear definition of coaching, Peter Hawkins and Nick Smith have devised the following definition using existing theories:
Coaching is the focussed application of skills that deliver performance improvement to the individuals work in his or her organisation, through robust support and challenge. The coaching process should yield learning and personal development for the coachee and help them to contribute more of their potential. This collaborative relationship will be short-term and practically focussed, and will be marked by clear, strong feedback, and the rehearsal of new appropriate behaviours.
(Hawkins and Smith, 2013, p.27)
This definition suggests that coaching is a temporary course of action aimed specifically at developing an employees’ personal skills to realise their full potential. It is the process of offering additional support which focusses on improved learning in order to maximise performance (Kamarudin et al. 2020). 
Coaching has many benefits, both personally and professionally. According to the Institute of Coaching (n.d.), coaching helps individuals by encouraging them to become more independent, responsible, and accountable, as well as encouraging them to contribute more to the team. It can help employees to accomplish their goals, lead to professional growth and improve their resilience and wellbeing (Jones, Woods and Guillaume, 2016). 
Whilst disadvantages of coaching appear to be rarely documented, one study by Schermuly (2014) finds that in some cases, it is the coaches who are negatively impacted.  Some feared that they would be unable to fulfil their role and felt ‘insecure, underpaid, and frustrated about coaching failure’. Further negative effects include emotional exhaustion and anger towards their student. This can lead to a negative coaching experience for both the coach and the student. 
Mentoring is defined by the Cambridge Dictionary (2023) as ‘the act or process of helping and giving advice to younger or less experienced person, especially in a job or at school’. It is an important part of career development which encourages positive growth, conventionally using an experienced team member to pass on skills, knowledge, and advice to less experienced colleagues (Hussey and Campbell-Meier, 2020). Mentoring tends to foster closer partnerships between the learner and the mentor which develops over a long period of time. This encourages the mentee to become more effective and efficient at work and helps them to fulfil long-term career goals (Indeed, 2023). 
According to Sprafka and Kranda (n.d), police mentoring benefits all participants. Mentors are rewarded for their skills in developing students and are well respected by colleagues. Students are more likely to achieve success and are given opportunities to experience new things. They also learn from realistic situations and develop confidence as their achievements are celebrated. Pola (2020) discusses how mentoring can help to socialise and integrate new employees into the organisation which minimises anxiety. The author also highlights an unintentional benefit of mentoring, where inappropriate behaviour has been identified and tackled early on, promoting the organisations integrity, and encouraging newcomers to stay. 
Carson (2009) discovers how mentoring is often used to support promotion and some mentors are only interested in personal gain. Furthermore, the imbalance of power in mentoring relationships can cause the student to be exploited, deceived, and manipulated by their mentor, leading to career sabotage. Schermuly and Grabmann (2018) find that a lack of mentor knowledge and overall dysfunctionality can have a negative impact on the learner. Additionally, student performance problems such as a reluctance to learn and dependency can lead to a poor-quality relationship between the mentor and the student, impacting their mentoring experience. 
There are several coaching and mentoring theories. The GROW model is one of the most popular and contains four elements: ‘goal’, ‘reality’, ‘options’, and ‘will’ (Imperial College London, 2023). In the GROW model, clear goals are established before the coach explains the current reality and what needs to be improved. This enables the student to have a starting point and makes them aware of their situation. Options are then discussed to try and produce a solution to the problem. The final phase of the model involves transforming the options into a plan and taking actions to progress (Kamarudin et al. 2020). 
The OSCAR model is another useful coaching theory which stands for: ‘outcome’, ‘situation’, ‘choices’, ‘actions’, and ‘reviews’ (Rose, 2019). Similar to the GROW model, the first three phases of the OSCAR model clarify the objectives, assess the current situation, and consider the choices and consequences. Action is then taken to produce a detailed plan on how the student will move forward before reviews take place to ensure the student is on track (Pearce and Patent, 2021). 
When I consider the coaching and mentoring that I have received in my first three years of policing, I can reflect positively on my progress and recognise that many of my current skills are attributed to the knowledge and experience of my colleagues. 
During my tutorship, I was fortunate to develop a good relationship with my tutor who helped me to apply the knowledge that I had learned during training school into real policing situations. While we did not follow a specific coaching model, on reflection, I can see how elements of the GROW and OSCAR model were incorporated. In order to pass my tutorship and achieve Independent Patrol Status (IPS), there was certain criteria that I needed to reach before being signed off. This set criteria helped us to establish goals. We would then discuss my knowledge and current abilities before developing a plan on how to achieve them. The outcomes were then naturally achieved through the calls that we went to as my tutor gradually started to step back and allow me to take the lead. 
Boyce, Jackson, and Neal (2010) explain how the quality of the relationship between the coach and the student is one of the most important factors for a positive outcome, and how trust and rapport are essential to a successful partnership. I can relate to this, as one of my biggest challenges during my tutorship was my confidence. Working closely with my tutor for 12 weeks allowed us to develop friendship and trust, which meant that I felt comfortable asking questions without feeling embarrassed. This meant that we could thoroughly discuss any of the issues I was having and anything I was struggling with could be explained and practiced until it was fully understood. 
I found the tutoring to be very beneficial and it helped me to achieve my early professional goal to be signed off as an independent police officer. After every incident, feedback was given by my tutor as we reflected and discussed both positive and negative outcomes, and explored what I could have done differently. According to Christopher (2015), reflective practice in policing facilitates learning by providing a structure to convert complex circumstances into personal learning and development. 
Although I did not have a specific mentor, when I achieved IPS I benefitted from the experience of my colleagues who continued to help me through my first and second year of policing. Another professional goal that I had was to become a skilled investigator. Through the guidance of my sergeant and experienced colleagues I was able to learn how to establish relevant lines of enquiry to help solve my cases. I would receive regular feedback, including both praise and criticism though informal conversations with my supervisor. When delivered effectively, feedback is shown to increase motivation and improve students’ knowledge and skills (Mckimm, 2009). 
Working with experienced colleagues helped me to understand my role as a response officer and work towards some of Gwent Police’s organisational goals. One of these priorities is to ‘support victims and protect the vulnerable’ (Gwent Police, 2023). With continued support I have been able to help several victims of domestic violence. I have done this by arresting the offenders and putting them on conditional bail which prevents them from contacting their victimd. I have also completed case files and gained CPS advice, resulting in the perpetrators being charged with the offence. I feel proud that I have achieved these outcomes and recognise that many of these achievements are down to the support and knowledge of my workmates. 
Studies show how police officers’ behaviour is largely influenced by their peers and common practices, rather than the greater organisation (Hoel and Christensen, 2020). Being so well supported encouraged me to stay motivated, as I always wanted to do the best for my colleagues who had taken the time to train me. The friendships that I was developing through these mentoring relationships also meant that I felt trusted and embedded within the team. One of my personal goals was to develop solid working relationships with my colleagues and I feel that this was achieved because of the support I was given. 
I have also benefitted from coaching that I have received on the courses that I have attended. These are delivered by trainers in other departments who have specialised in their field. This has helped me to work towards another of my personal objectives, which is to continually improve as a police officer and learn new skills. To do this, I volunteered to attend courses such as investigation and case file workshops, and Domestic Abuse Matters training. I also asked to become SOLO trained, which means that I am a dedicated Sexual Offences Liaison Officer. The training I received on this course has helped me to better understand forensics and how important they are to identifying offenders. Becoming SOLO trained has improved my investigative skills in other areas, as I have been able to apply the knowledge of forensics when dealing with other crime such as burglary or assault. 
I am now entering my third year of response policing and have noticed how my role within the team has shifted. Due to the nature of policing, my more experienced colleagues have progressed to other ranks or departments, and new student officers have joined. I am now the most experienced officer on shift and find myself in a position where I am mentoring my colleagues and helping them learn their role. This has put increased pressure on me as I feel that new officers deserve the same coaching experience that I have had and feel that I will not be able to offer them the same expertise. Despite this, I have realised through teaching others how much my own skills, knowledge, and confidence has developed over the last three years, which is testament to the coaching and mentoring that I received. 
In this essay I have explained the differences between coaching and mentoring, and how both are aimed at improving the student’s overall performance and helping them reach their full potential. 
I have also explored some of the advantages and disadvantages of coaching and mentoring. Whilst students can benefit from improved confidence, increased chance of success and new experiences, coaches and mentors may experience negative effects such as burnout, frustration, and insecurities. The essay has found that the success of the coaching and mentoring relies largely on the relationship that is formed between the coach and the student. 
Whilst I could not find any coaching models that relate specifically to policing, I have briefly explored the GROW and OSCAR models and related this to my own experiences, where my tutor and I would set objectives, assess my current situation, and then devise a plan on how to achieve them. 
I then reflected on the coaching and mentoring that I have received. I have shown how the partnership that I developed with my tutor and other colleagues aided my learning and kept me motivated throughout my training. Through effective tutoring, I was able to reach my professional goals by achieving IPS as well as improving my investigative skills. This meant that I have successfully protected vulnerable victims which is one of Gwent Police’s main priorities. I was also able to achieve some personal goals in becoming a valued team member and continue my development by way of courses and extra training. 
Now that I am the most experienced officer on my shift, I look forward to passing on my knowledge to new recruits. I have expressed an interest in becoming a tutor myself in the hope that I can provide student officers with the same tutoring experiences that I received and give them a positive start to their policing career. 
(Word count, 2189)
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