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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.

2500 words (+/- 10%: include your actual word count at the end of each section)





ANSWER:

The College of Policing took over from the National Policing Improvement Agency in 2012. The National Policing Improvement Agency was a public body which was established to support the police by providing information in a range of areas of policing, this included information sharing and recruitment (Gov.uk, 2010). The College of Policing was introduced in 2012 to take on the role as a professional body for the police of England and Wales. The aim was for The College of Policing (COP) to take over several training and development roles and to set the standard for these roles so that police officers achieve the requirements and standards set on a national basis. COP also provide the accreditation for a modern professional police officers and other officers of rank (College.police.uk, 2022). Officers of rank could be anything from Sergeant and above. This accreditation would allow officers to leave the police force with qualifications or accreditations for the work they have completed during their time in the role of a police officer. This would enable them, should they choose to change professions to be recognised for the skills and qualities they have earnt during their time in the police force.  
 
 
Professionalism in the police links back to the core foundations of the police. There are 9 code of ethics that each police officer should have at their core. The 9 codes of ethics are Accountability, Fairness, Honesty, Integrity, Leadership, Objectivity, Openness, Respect and Selflessness (College.police.uk, 2014). The Code of Ethics are supposed to enforce that Police Officers don’t abuse the powers they are afforded or the authority they have. The Code of Ethics should facilitate Police Officers to act without bias and treat everyone regardless of who they are civilly and with respect. Police Officers are expected to act impartially and provide investigations with no bias to either the suspect, victim or witness. Although professionalising the police force isn’t a new idea the purpose behind it is to allow a set of standards that each Police Officer needs to achieve and anything below this standard, there is training and support for the Officer to achieve that minimum level. It also allows for Police Officers who fall below the set of standards purposefully through unethical acts to be held accountable for their actions against a set standard (Holdaway, 2017). Although the COP doesn’t directly hold these officers accountable, COP provides the standards and levels that a modern Police Officer should be achieving and helps those who are managing that Officer a framework for the Officer to work towards to adhere to.
 
Not every country has a professionalised police force, and some countries adopt a professional police force approach; however, it is overseen by different organisations including the government (Cheatham & Maizland, 2022). If you compare how a professional police force like the one in England and Wales approaches policing against how policing is approached in America, although it may vary per state, it is evident that a professional approach does work and allows equality for all parties involved and to maintain peoples human rights (Hirschfield, 2020). However, although scholars are writing about the benefits of a professionalised police force, Police Officers on the ground in the thick of learning and developing through the Policing Education Qualification Framework (PEQF) also praise the COP and PEQF (Corrigan, 2022) even though new Police Officer recruits are deciding to leave the force due to the nature of the demands of the job. Such demands are the emotional and physical toll the job can have on you when attending certain incidents. Arguably you could look at the academic articles and the reports from on the ground Police Officers and conclude that the PEQF is working but that the recruitment side of COP needs to be addressed in order to recruit the type of Officers that are required and to ensure that they are aware of the standards of professional policing, but also assess their emotional resilience. Professionalising the police force will link in with the College of Policing 5-year strategy (police.community, n.d). The idea of this is to ensure that the standards of policing will be raised, and evidence-based policing will be used and available to the public. The aim is also to improve confidence that the decision that Police Officers are guided by the Code of Ethics.

But there are also articles which contradict the positivity in these news articles about the PEQF system. As a current active Police Officer, these articles mirror and voice a lot of the problems and issues that I have personally raised and have had difficulty with. One aspect is the negative reaction and perception of already established police officers who haven’t had to go through the process of this type of recruitment and the PEQF. As student Officers through the PEQF you are taught about evidence-based policing and how to use this when dealing with incidents; however, this process is challenged by current Police Officers (Williams ET AL, 2019). In this article it discusses the feedback from Police Officers that have gone through the process. It discusses and highlights that although PEWQ Officers are taught evidence-based policing, they aren’t given the opportunity to put what is learnt into practice. Reflecting on this personally, I would say on some occasion this is very true. During the training we are taught the academic side of policing; however, not how to overcome objectives. I now know as result of the PEQF where COP started; however, I don’t know how many different types of neurodiversity’s (Wiginton, 2021) are in my local community and how to interact and police them appropriately, whilst upholding the code of ethics (College.police.uk, 2014). One could argue this makes me a Police Officer detached from the community’s needs, which in turn contradicts the idea of a professional Police Officer in the community.

One of Robert Peel’s principles outlines that ‘the people are the police, and the police are the people’ (University of Washington,2021). I translate this into the diversities in all aspects of life are the same people who make up the Police including all the diversities from their life. Your local community could be made up of people with and without a degree, people who have suffered tragedies and people who are just starting out into their adult life. Reading the Wallace article (Wallace, 2020), Wallace proposes that it was because of this diversity and ‘grit’ that officers had, allowed them to put themselves in harm’s way. Wallace does go on to say it is a good thing that the Police Officers are correctly trained. Currently the PEQF is split into two, PCDA which is for people who haven’t got a degree and DHEP for people who have a degree. In Wallace article it highlights a very personal point. 
 
‘Education can be a great creator of chances, but its benefits are not always equally accessible’
 
University wasn’t accessible to me when I left school and it is only later on in my years I feel in a safe and stable position to embark into higher education; however, for people who have had that opportunity and have attended higher education and completed a degree for example in Hand Embroidery, they will only have to complete a 2-year DHEP course instead of the 3 year PCDA route which non degree holders have. One could argue of what value some degrees truly have. 
 
Another argument is that people who have previously served as Special Constables and Police Community Support Officers have been through training before and understand the roles and responsibilities that a Professional Police Officer needs. Having been through experiences that the role requires, surely provides them with a more educated knowledge; however, if they don’t hold a degree, they will need to complete an extra year over someone who has come from university who hasn’t got these already learned skills.  
 
This thought is also resonated through the Police Federation, in an article Chairman of Humberside Police Federation (polfed.org, 2021) said:

             “We should have police officers that represent our community. And if everyone has to have a degree - is that representative? There is certainly a place for real academic knowledge within the police service, but it should certainly not be a prerequisite for every single police officer.”
 
In the Policing Vision 2025 (Npcc.police.uk, n.d) it states that one of the agenda items is for the police to be tailored to society’s needs; however, one could argue that continuing the PEQF framework would remove Police Officers as a representative police force. Arguably the local communities could view that all Police Officers hold a degree and therefore it is an elitist organisation, not the organisation that is supposed to mirror its community. The police vision does however promote a confident and professional workforce which COP does set the standards for. The Workforce transformation 2018 plan (Gov.uk 2018) is aimed at investing in a diverse and flexible workforce and new capabilities of dealing with crime. Such new ways of dealing with crime is via a digital format; however, one again could argue that the current PEQF system is stepping away from mirroring a diverse community and portraying the Police force as a conformity entity.  One could argue is this the start of the ‘us’ and ‘them’ something the Policing vision 2025 is directly trying to stop.
  
The role of a modern professional Police Officer is ruled by at the core by the Code of Ethics (College.police.uk, 2014). A Police Officer is a frontline position dealing with the community and the problems the community may have. The role of a Police Officer has changed over time, naturally as the world evolves and the demand of the community changes (Police-foundation.org, 2017). During my time as a Police Officer, I try and uphold the code of ethics during every incident I attend. I ensure that I remain impartial and fair to all parties involved in an incident. In honesty, I don’t use a reflective model after every incident I attend. However, using Gibbs reflective model (The University of Edinburgh, 2022) after incidents that are more complex or emotionally draining helps to de-brief the situation that you just attended. Using Gibbs reflective model also allows me to provide an accurate conclusion of the incident I have just attended and allows me to update the records of information of that incident accurately to ensure a clear and concise record is kept of the version of events. This helps link into the code of ethics as the honesty, integrity and openness required. The role of a Police Officer has changed from dealing with crime and engaging with the community, but is now more focused on safeguarding the vulnerable in the community (Chapman, 2018, pp 4). I would agree with the analysis from Chapman as I do find the majority of my duties are to safeguard individuals. The majority of this in my experience is dealing with people going through a mental health crisis.
 
At the beginning of my 3 years, I was provided support and guidance by Police Officers that had been in the role of a Police Officer for many years and had the experience in dealing with a variety of different incidents. Now as I have evolved, I am now the person that partners up with the newer members on shift who have just joined the area or who have just finished their tutorship. Other Police Officers now look to me for guidance and support going to incidents and I have been trusted with this from my Sergeant.  Referring to the Code of Ethics this demonstrates that I am showing signs of the leadership for the newer Police Officers but also, I take accountability should something incorrectly happen, as I am the more senior Police Officer and can prevent or stop incorrect actions. As I have grown as a Police Officer and my knowledge has improved with internal processes, I am now asked to look over statements of evidence and assess the quality of a file of evidence that needs to be submitted to the Crown Prosecution Service before it is submitted. I receive these requests from my colleagues directly, where previously when I initially started, I asked for my colleagues to look over my work to confirm it was done correctly. I am also assigned by my Sergeant more complex incidents that either require a more in-depth analysis of evidence due to the fact this file of evidence may end up in Crown Court, where there is more paperwork required and more evidence or an incident that requires sensitivity. The type of sensitive incident I may be assigned are incidents such as incidents that may involve a sexual offence, may involve a child being the person who has suffered or a victim that may need additional support throughout the process for a prosecution of the offender. I would like to say that it is only recently I have received the assignments of more complex incidents; however, since tutorship I have been assigned these types of complex cases. I feel this reflects on my own Code of Ethics and that my Sergeant recognises the strong Code of Ethics I have especially with fairness and objectivity. As I have had the exposure to these complex incidents which require focus and emotional resilience, I feel it has equipped me to be able to attend any incident and process and deal with the incident effectively and appropriately. The idea of attending an incident or situation that I haven’t dealt with before doesn’t scare me but excites me as an opportunity to learn and this is a level of confidence that I have gained through my time as a Police Officer.

Reflecting on how my role has changed in the last year of my probation, it has changed drastically. I am pregnant and no longer allowed to be a deployable response officer. Therefore, my role has completely changed. I am no longer attending emergency calls and dealing with incidents out in the public. I am now reviewing work and completing an occasional telephone statement. The main part of my work is to complete files of evidence ready to go to court or to the Crown Prosecution Service for advice. Because I am desk bound it does make me accessible to other officers who ask me for assistance or guidance with their paperwork. I have become someone who people come to, to get some advice or to check their work to make sure it has everything it needs. This has been a positive and a negative. I desperately miss going out and about and interacting with the public; however, the positive on this is that I am a stable person who is available to provide advice and guidance and also improve my paperwork skills. I believe this time being restricted is going to make me a more well-rounded Police Officer.  
 
It is comforting to hear and read articles that resonate the concerns and problems I have personally had with the PEQF process. The amount of stress that the PEQF has put on me personally, my relationships, my health and my learning ability has been quite catastrophic. I no longer have time to enjoy my rest days but find myself completing university work. There has been only two motivations for me to continue this PEQF system and not leave the role entirely and that is my personality is too stubborn to quit something that feels like a constant uphill battle and that I count down the days until it is over and I can finally get an opportunity to actually start doing the job I wanted in the first place. This is not to say I am against the idea of PEQF but I honestly feel it needs to be scrapped and re-written by a range of Police Officers and academics. I honestly believe it does have potential to professionalise policing and adhere to the Policing Vision 2025. It needs to add more diversity in skills and attributes and look to take a more fair and equal approach to recruitment, training and education.
 
 Total words 2565







Task 2

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?
 
2500 words (+/- 10%: include your actual word count at the end of each section) 





ANSWER:

The definition of social media is (merriam-webster, n.d) 
            ‘forms of electronic communication (such as websites for social networking and microblogging) through which users create online communities to share information, ideas, personal messages, and other content (such as videos)’

Social media was initially launched in 1997 which was the six degrees profile uploading service, social media then evolved quickly for a lot of platforms from Linkedln in 2002, Myspace in 2003 and then one of the most commonly known social media platforms which was Facebook in 2004 (Maryville University, 2022). Since then there has been more and more social media platforms added ranging from Twitter, Reddit, Instagram and Tiktok. With so many social media platforms and the fact that social media platforms have been around since 1997, which is about 25 years, a research paper confirmed that only 65% of adults use social media (Perrin, 2015)
 
With so many social media platforms, at South Wales Police we do have a social media policy; however, this is only available on our internal intranet and not accessible to the public as it is for South Wales Police staff (so I am unable to reference). There is also a social media policy for Police Officers which provide guidelines linking in with the Code of Ethics (College.police.uk, 2014). This was provided by the Ministry of Defence police and their professional standards department. (MOD, 2013)
 
When looking into the statistics of crime reported online, there is a lot of information about online related crime such as cybercrime, fraud and online bullying. Cyber crime is a term used to cover a range of crimes that can be conducted online. Such crimes are child sexual exploitation, online scams and blackmail (Norfolk.police.uk, n.d). The met has confirmed the increase of crimes reported online over the space of 2 and half years. In 2017, just over 55 thousand crimes were reported, this then almost doubled in 2018 to 96,528 and it only recorded the first 6 months of 2019 where it recorded 67,235 crimes being reported (met.police.uk, 2022). One could argue that if only 65% of adults use social media and the rate that reporting a crime online is increasing into the tens of thousands, previously crimes haven’t been reported and therefore dealt with but also is this a case of ‘keyboard warriors’ inflating statistics. 
 
Reflecting using Gibbs reflective model (The University of Edinburgh, 2022) I don’t use social media in my current response role. I don’t have access to the different platforms that South Wales Police is on. I don’t know anyone in the response role that does have access to this information. The only people in the force who I am aware have access and use the Social media platform is the neighbourhood policing team which are the Police Community Support Officers and I believe that some other people of higher rank than myself have access to this as they post about wanted suspects, missing people and updates for the community. A positive use of social media is updating that certain people are missing in the community and posting their picture out into the public. These posts can be shared with other users who have more followers than South Wales Police. With other users sharing and then their followers sharing the information again, it promotes communities coming together to locate and track down the missing person.  The counter argument to this is not all people believe they are missing and may feel aggrieved that their face is all over the internet without their permission. The person may feel that South Wales Police have breached their human rights under article 8, the right to respect for private and family life (equalityhumanrights.com, 2021).
 
Reflecting on this and looking at the Policing Vision 2025 (Npcc.police.uk, n.d) it states that the plan is to encompass more of an online presence; however, I am not sure how that can be achieved if the Police Officers who are working 24 hours a day 7 days a week aren’t allowed to utilise this platform. The types of incidents that a response officer deals with doesn’t interact or really require the use of social media. The reason being behind this is the response role is attending emergency calls, I am not sure how social media could assist with the increasing amount of domestic violence calls we attend, nor the safeguarding of vulnerable people who have threatened to commit suicide and we are called to keep them safe until the ambulance gets there. In my opinion our role has changed, and we don’t get that opportunity to interact with the community and deal with thefts, burglaries etc as we are tied up waiting for our partner agencies to fulfil their role or preventing a breach of the peace. Because social media doesn’t play a part in my current role, I find it difficult to evaluate it as a Police Officer.
 
I can, however, evaluate and comment on the use of social media by South Wales Police as a part of informing and engaging with the community. A most recent and media intensive topic is the Mayhill riots (Dalling, 2021). Following the Mayhill riots the local community criticised the police and their actions surrounding this. This was voiced a lot on social media. This also created a divide within the community. 37 people were arrested following this incident. Initially there weren’t many arrests of instigators and participants; however, South Wales Police used their social media platform in a request for further information, evidence and identification of additional suspects. I have attempted to get a screen shot of the post from Facebook; however, I have been unable to do so, but I remember reading how passionate the community was about finding these people and soon they were identified. This was caveated by the relatives of these people who were quick to come to the defence of their families’ actions. Following this incident, a report was completed about the matter.  (Straw, Jones & Evans, 2022) 
 
South Wales Police also use social media platforms to engage with the community and all people of the community that it has access to. During the pandemic information was posted on their profiles to inform the local community about what’s happening in the area. This ranged from advising what the new rules were in terms of the Covid 19 restrictions to what’s happening on their local roads including road closures. An informative part of social media; however, one could argue are social media platforms really a true way to reach the community. Referring to Perrin article (Perrin, 2015) only 65% of adults are on social media, the actual catchment of adults that can engage with social media isn’t high especially for rural areas of the country. South Wales Police provides a policing service to 1.3 million people (south-wales.police.uk, 2022); however, when I checked social media platforms such as Facebook it states that the followers that South Wales Police has is only 177,602 followers, this equals to only 13% of the population that South Wales Police’s and when you think about this, this figure would also include Police Officer’s themselves although they may not live in the area. Their twitter account is about 11%. One could also argue that social media is a relatively modern and new way of information sharing and communication, something that maybe the older generation who are also more vulnerable in the community don’t have access to or do have access to but may experience difficulties in understanding how to manage and work through different platforms. Reflecting on this personally I don’t know many relatives or friends of relatives that are over the age of 70 that use social media let alone online banking, simply for the reason they are set in their own ways. The idea of the Police Vision 2025 is to be more accessible to our community and protect the vulnerable and go more online, but by the very direction of becoming more online one could argue we are alienating the older and more vulnerable generations. 
 
When accessing a social media platform for South Wales Police they initially have a disclaimer about their posts for people that need to follow ‘House Rules’ which is a bid for anything on their Social media presence to remain respectful and professional to mirror the organisation of South Wales Police. Whilst having presence on social media platforms does have some benefits it also has risks.
 
A benefit of South Wales Police posting the top ten wanted people in South Wales is to get their faces out into the public and to prompt information that can be developed into intelligence to apprehend the outstanding suspect; however, a risk of this is the comments the public add to these posts. The comments can be anything even comments about the wanted suspects looks, which is neither helpful nor constructive and diminishes the idea of a professional police platform and turns this platform into an opportunity for cyber bullying. Reflecting on this, what is worse is that these critical comments aren’t addressed or reprimanded, one could argue that this could be seen as a weakness of South Wales Police not upholding its own ‘House Rules’. People of the community will see this and see the inaction taken by South Wales Police. Arguably this could influence them to not report their own cyberbullying and possible anti-social behaviour as the actions have already been condoned by the police. 
 
Another risk with the social media platforms is that there is a paid police officer going through all these comments and requests, where if the comments and requested were kept professional and informative, one could argue the time to review and act upon this information and support the community through social media would be more effective.
 
Another benefit is that social media is a good platform where the community can air their thoughts and feelings. This in turn could allow neighbourhood policing teams to get a feel for what is truly affecting the community they police and attempt to implement strategies to rectify the community’s concerns. This is something that the Police Vision 2025 can demonstrate that it is working within the local community; however, this action is done by the Police Community Support Officers, not active Police Officers. Equally so the risk with this is that the social media platform can either become a condemning platform where neighbours may start arguing with each other or disagreeing with problems in the community. The priorities of some members of the community may differ from others and therefor although social media can be a platform for the community to air their thoughts and feelings it could also become a place or arguments and disagreements. 
 
The content of the social media platforms also needs to reflect the organisation of South Wales Police. One could argue that South Wales Police post a lot about the animals from the dog unit and the mounted section more than it does for actual crime related information such as, Operation Sceptre (south-wales.police.uk, 2022) or how many drugs have been sized this week. One could argue this type of ‘white noises social media posts’ doesn’t belong on a government social media platform. 
 
Another risk of using social media platforms is that the element of surprise for suspect who are wanted by the Police may be removed. Nowadays they may see themselves on social media as wanted or their friends may see this and instead of handing themselves in, may look to move outside the force or abroad and hideaway, sometimes the suspects may be wanted for minor offences and will wait outside so the crime itself is outside the statute of limitation (practicallaw.thomasonreuters.com, 2022) and therefore the suspects may wait out their time elsewhere until they can no longer be convicted of the offence.
 
A great risk to social media is false information and exaggerated information. Members of the community can take to the social media platforms and may provide false information either on purpose to misdirect the police or by honest mistake. Reflecting on this, this may be a cause or reason why crime statics reported online have increased. The risk is that a Police Officer would have to go through this information and possibly follow up on false leads, taking one or two police officers away from availability for emergency calls for the public. One could describe this as wasting policing time and wasting money; however, without investigation and verification the information posted on social media can’t be validated. Publishing information on Social media also could have a detrimental impact on drug and human trafficking. The information published is about what road vehicles have been stopped in the bid to disrupt the transportation; however, should the drug dealers read this information a possibility is that they could look to avoid these areas (Evans, 2022).
 
 
Another benefit of the police using social media platforms is the ability to send direct messages. These messages can be done discretely, instead of phoning the police or visiting the police station. This ties in with online crime reporting. The other side of this is reporting via social media or online reporting could become dangerous for certain situations. An example is a person in a coercive controlling relationship, whereby they may have messaged to ask for help and their partner may have seen this message, this could then put the person in real danger. Online reporting of crime also has another drawback. Refereeing back to Police Vision 2025 (Npcc.police.uk, n.d) the idea in this is to encourage more online reporting but also more engagement with the community however reflecting on this these are opposites. By introducing online reporting, you may close police stations to the public, therefore losing that engagement with the community.  
 
To summarise, the use of social media for professional information and engagement purposes is a great tool if used and maintained to the standards of the organisation itself. It is full of pit falls and open to opportunities for this to be used for irrelevant information and allowing inappropriate behaviour. I do strongly believe that social media can be used to engage with the community and update them on what’s happening in the policing for their community to be aware of; however, South Wales Police needs to uphold not just its own ‘House Rules’, but the house rules which form the core of policing such as the code of ethics (College of Policing, 2014). This needs to be enforced on everything that South Wales Police do including the maintaining of their social media page. This will enable more consistent and positive outcome with the community. 
 
Total words 2359


















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?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:


There are many different types of leadership styles, some of the most common leadership styles are Democratic, Autocratic, Laissez-faire, Strategic, Transformational, Transactional, Coach-style and Bureaucratic. Democratic leadership style is a style where the leader makes decision based on the input of team members. Everyone has an equal say on the job in hand. Democratic leadership is known as one of the most effective leadership styles because it allows everyone to take part in decisions. (Foels ET ALL, 2000) Autocratic leadership is known as one of the least effective leadership styles as it is the direct opposite of Democratic, where the leader will make the decisions and will not consider the opinions or input from its employees (Harms ET ALL, 2018). Laissez-faire  leadership translates into ‘let them do’, This leadership style is a very hands off leadership style and allows employees to do what they like, some criticism of this leadership style can be that the employees don’t do anything and the employees development may be affected (Sharma ET ALL, 2013). There is also a Strategic leadership style, this is known as one of the most effective leadership styles but also one of the most intensive styles. This is because Strategic leader is trying to balance the need of the company and welfare of the employees (Carter & Greer, 2013). Transformational leadership is whereby employees will be set a group of basic tasks that they have to complete daily, weekly etc. The leader then may look to change or increase these tasks as the company grows or the employee’s capability increases (Long ET ALL, 2014). There is also Transactional leadership, which is common in society today. This is when leaders reward their employees for the work they do.  The transactional leaders will set targets and the employee will receive incentive or a reward for achieving that target and going above and beyond. These objectives are usually in line with the companies’ goals, the draw back to this is it can alienate some employees who are unable to achieve these targets (Paracha ET ALL, 2012). There is also Coach-style leadership, this is similar to coaches on sports teams and this type of leadership style focuses on identifying employee strengths and nurturing them, although Coach-style leadership can sometimes have similarities to democratic and strategic, Coach-style leadership focuses on nurturing and growing the individuals. This is known as one of the most effective styles of leadership (Christianto & Smarandache, 2020). The last commonly known leadership style is Bureaucratic. These types of leaders do everything by the book and may listen to the employees; however, Bureaucratic leaders often reject the ideas and opinions of their employees. This is known as a less effective leadership style as it can quickly shut down innovation and discourage growth and evolution of the company (Ohemeng ET ALL, 2020). In the police force, there are two types of leadership styles that are adopted which are Democratic and Autocratic. Breaking this down the Democratic style is a discussion of police leaders on how best to deal with an incident where the Autocratic element is that some incidents the police attend must be dealt with in one type of a way because this is either force policy or clearly outlined in law (Henerdon, 1981).


Alongside leadership styles there are also leadership models. Some examples of leadership models are the Charismatic leadership model, these models are driven by people who lead by example, they can communicate well and can develop and encourage visions for the future. This type of leadership model can also deal with employee challenges and obstacles and the leaders use the trust that they have earnt from the employees to overcome problems (Conger & Kanungo, 1998). Another example of a leadership model is the NHS healthcare leadership model (Coleman ET ALL, 2015). This model highlights the performance of the leaders in their roles and how they can be developed, it is a single model of leadership that all relevant staff need to aspire to, not unlike the leadership model that the COP have implemented by setting the standards. Another similar leadership model is the Team-orientated leadership, which again is like the leadership model that COP have. Team-orientated leadership is employee focused and uses collaboration and communication (Giessner ET ALL, 2013).


Everyone has different leadership styles, reflecting on the different types and understanding the different types of leadership styles I can see how some incidents would require application of a variation of leadership styles. An example of this is using an incident I attended, and I can demonstrate a change in leadership style even though I wasn’t the most senior member at the incident. The incident involved a potential robbery, assault or just a breech of the peace. What was initially reported changed so quickly it was difficult to understand what was going on and what had happened. The incident had taken place in a flat which is situated in a known area of concern for drugs, violent residents and intelligence that the residents also carry weapons. This incident involved my acting sergeant, Officer A who has a little bit less service than myself, Officer B and C who both are relatively new officers with less than a years’ service. 


I was asked to attend this incident as support for my acting sergeant. Using the National decision model or NDM, (college.police.uk, 2014) I attempted to assess the situation I was going into; however, with such vague and changing information the only plan I had was to understand the residents and the people who frequent there to make sure I was safe.  Initially when I attended there were a few people outside and people inside arguing. There was no order and it felt like chaos. I looked to my acting sergeant for leadership as she is the most senior officer at this incident.  She didn’t give any instructions and stood there trying to listen to 3 people talk to her. Not wanting the situation to escalate to a physical fight instead a verbal, considering the officers at scene and their skills, I adopted an Autocratic leadership style and a Strategic leadership style together. I assessed the situation and what was need and started to order the officers to take action. I ordered Officers B and C to go outside and identify and clarify who the people are outside, get names, address’, telephone numbers, if they are sober, to get a small pocket notebook statement so that we could gather more information about what had transpired. I asked Officer A to help me gather this same information inside. I didn’t ask the acting sergeant to do anything as I didn’t feel it was my place, she is my superior.  Reflecting on this, it was a difficult situation and not wanting to undermine police rank, as she was my superior at the time but equally so, she froze with the complexity of the whole situation. This is an example of me not wanting to go against bureaucratic leadership which is enforced in new recruited officers at an early stage whereby you respect rank regardless. Reflecting on this I probably should have asked the acting sergeant to have gone outside with either Officer B or C, to give her the opportunity to change locations to help change thought process and regain focus. This is something I practise when I feel overwhelmed or have a ‘brain block’, changing your situation can refocus your mind (Cherry, 2020).


The situation inside started to calm down and I went outside to check on Officers B and C. I wanted to adopt the Laissez-faire leadership approach to allow the officers as they were both new in service to do what they believe needed to be done at this type of incident. I assessed the situation and Officer C was busy completing the task in hand; however, Officer B wasn’t making much progress. I then attempted to use a Coach-style leadership to attempt to help Officer B gather the information that is needed, this was in a bid to help develop Officer B and reassure Officer B that I was there and if he needed to ask questions or support then I was there. However, this didn’t work either with Officer B. He did engage with what we now know to be the victim briefly; however, with commitment to the job in hand. In the end as I was conscious gathering information about the incident is important and thinking about the ‘golden hour’ principles (College of policing, 2022), I decided to take over and ask questions and gather information myself. Reflecting on this using Gibbs reflective model (The University of Edinburgh, 2022) I didn’t really allow Officer B to have that learning opportunity and gather that information; however, time was sensitive.  Reflecting on this is difficult as a part of me feels I should have acted sooner and taken over sooner to not waste time, but the other part feels I should have continued to coach Officer B through this situation to develop this officer. 


Once the information was gathered, I then again adopted an Autocratic and Strategic leadership style and asked Officers B and C to carry out certain tasks and went back inside to find the situation had progressed and everything was on hold. I adopted an Autocratic leadership style then and told my acting sergeant what information had been obtained and what needs to be done with the information. Officer A was also part of this conversation. Looking back on this it makes me feel unsteady as I was telling my superior what to do or what was going to be done. At the point in time, I didn’t feel uneasy about this; however, reflecting on it makes me feel uneasy as the notion of telling my supervisor what to do feels unnatural. I then used Democratic and Strategic leadership and liaised with all the officers to create a plan of action of who was going to do what. It was at this point my acting sergeant regained leadership and agreed with my plan of action. My plan was put into action with a positive result whereby the victim was looked after, and the suspect was arrested, and the stolen property was located.  


Reflecting on this I used a variation of different leadership roles. I am disappointed with myself that I had to use an Autocratic leadership style on a few occasions through this incident. As an employee, I don’t react well to an Autocratic leadership unless I don’t understand what to do or if the incident I am attending isn’t one I have dealt with previously. However, thinking about my time in the police I have had the opportunity of being exposed to a range of incidents and I have attended these incidents where clear instructions have been given and I have followed an Autocratic leadership style and the incident has had a positive outcome. The police are known for having to adopt two styles and one of these is Autocratic. What I enjoy the most is the Coach-style leadership and the Laissez-Faire leadership. I enjoy the idea of allowing colleagues to gather the information they feel that is needed and know that I am there should they have any questions or to nudge them in the right direction. Reflecting on my own tutorship and how I was taught, I received a very Laissez-Faire leadership style, although this isn’t always the best way to develop employees. 


 Another example of more of a coach-style leadership style, which I enjoy doing is when I was doing overtime on another shift in a different area. I had a new officer straight out of initial tutorship attend an incident with me. We attended a no licence or insurance incident that was witnessed by a Police Community Support Officer or PCSO. The new officer advised me as we arrived that he had never dealt with this type of situation before and needed to learn this so he may fill out his occupational competency portfolio. The new officer advised me he didn’t know where to start. Using the Coach-style leadership I advised this officer what needed to be done and showed him where he could find the paperwork. I also reassured the officer that I would just stand in the background and allow the officer to go through the process, but I was here at any time he needed me. Upon arrival the male in question who was driving without insurance or licence was highly aggravated, observing this I held back and allowed the new officer to go through the process; however, because of the behaviour of the male it made him freeze slightly. Noticing this and not wanting to take over and having committed to this new officer that he would get the opportunity to learn this skill, I warned the aggravated male to calm down. The male calmed down and the new officer went through the process. The new officer did ask me a few questions throughout, and I answered these questions and then stepped back again. The incident then was dealt with, and the male went about his day. Reflecting on this makes me feel very positive. I feel I helped support and educate a fellow officer and contributed to their development, but also facilitated that environment and only taking over briefly when I needed to. It was also nice that the new officer was very grateful and does speak with me every now and then for advice and support. Reflecting on my own personal experiences, I didn’t realise that I changed my leadership style to not only adapt to the circumstances of the incident, but it also changed towards the person or persons I was leading. I didn’t realise I was doing this; it does however highlight that maybe some Officers aren’t leaders or that it doesn’t come naturally to them, and I feel this is something I need to work on as my confidence to recognise this and to provide leadership in the absence of these people. 
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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?

2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

Reflecting on my last three years, has made me realise how far I have come. Reflecting on where I am now as an Officer on my team, my role within my team and the responsibilities and how I have come to be in the position that I am in. You start the initial police training process in a classroom-based environment where you learn the powers and policies. The core theory of the job, this also co-insides with exams for the university to check that the knowledge is instilled in you prior to commencing your 12-week tutorship program with a tutor constable on the street as an active police officer. During this 12-week tutorship program the aim is to expose you to different incidents that you will deal with on a day-to-day basis and implement the core knowledge that you have learnt in the classroom. The tutor constable is then there to coach and mentor you through the process. Mentoring and Coaching are often used in the same sentence and their definitions are similar; however, they are two different entities. The Cambridge dictionary definition of Mentoring is (Cambridge.org, 2022)

	‘a person who gives a younger or less experienced person help and advice over a period of time, especially at work or school’ 

Mentoring aims to make employees effective following their initial training. It also helps improve the communication of focuses across the organisation and has a positive effect at developing not only the person being mentored but the mentor themselves. There are 3 key points which are Evaluating the person’s skills, Coaching those skills and then Facilitating the opportunity for those skills to be used. This continuous cycle does continue after the 12-week tutorship but the idea of the tutorship is to instil this cycle of learning at an early stage. Mentees can enjoy having someone to talk to about the job in hand and also reflect in a safe learning environment. (Cranwell-ward ET ALL, 2004) Coaching, however, has a similar meaning. The Cambridge dictionary definition is (Cambridge.org, 2022)

‘the act of giving special classes in sports, a school subject, or work-related activity, especially to one person or a small group’ 

Coaching uses the information gathered from evaluating the person’s skills and attributes and works to put a plan in place to either improve those skills or to train them into the skills needed for the job in hand. Arguably, coaching is more difficult than mentoring. Coaching requires more planning and communication between the coach and the person being coached. It is down to the coach to recognise flaws in the person’s skill during mentoring and then to understand why there are these flaws. The coach must assess if this is a lack of knowledge, understanding, lack of adjustment or perspective. As a coach you would need to take into consideration that the employee’s own self esteem may be affected by this and then this is an additional aspect that the coach must overcome to improve the skills of the employee without affecting their personality (Martnes, 2012). As coaching and mentoring are different; however, they do cross over a lot, there are coaching and mentoring models which are useful to follow. The most common coaching and mentoring model I am aware of is the GROW model. 


Identifying where there is a gap in knowledge or ability requires coaching and mentoring. There are some models that have theories about Coaching and Mentoring, an example of this is the ‘GROW’ model. Translated this means Goal, Reality, Options and Will. This is a well-known coaching and mentoring model. The GROW model is often used for any performance issues as it provides exact aims and breaks down what coaching is needed (Whitmore, 2013). Another example of a coaching and mentoring theory is the SMART objective theory. SMART stands for Specific, Measurable, Attainable, Relevant and Time. Arguably one could view the SMART objective model as a model that involves the employee themselves and makes them accountable for their development. This type of model gets the employee to set most of their objectives and develops a plan with their manager how they are going to achieve this. I have personally used the SMART objective to achieve a better understand with community engagement and community issues. This has worked very well and I understand a lot more about community engagement to the point where this has been recognised by my superiors and they have asked me if joining the neighbourhood time is the next step for me. Thus instilling new behaviour in the employee, not just a short term fix where the employee may go back to performing badly (Jung, 2007). The Policing Vision 2025 (Npcc.police.uk, n.d) wants the police to engage more with the community and add more community cohesion. This links to mentoring theories used in policing. These theories aim to provide a visible aim for children who may not have appropriate role models in their lives to focus on. However, one could argue that this is difficult to achieve as moving towards more online and less visibility of police officers on the street removes that leadership role in the community (Arter, 2007). 


Reflecting on my three-year probation, initially I didn’t really have a lot of coaching in my first 12-week probation. I was assigned with a very nice tutor officer, who went through the process of mentoring me in terms of evaluating my skills and coaching those skills; however, I wasn’t provided many opportunities to practise these skills.  This may be because my tutor constable was also the acting sergeant on the shift and his focus wasn’t solely on me and my development. Another contribution towards this is that I completed my tutorship during the first Covid lockdown in March 2020. Therefore, as everyone was told to stay indoors, the variety and quantity of the crimes weren’t available for me to practise or have that opportunity to encounter. Thinking back to this I am unsure how I even passed the 12-week tutorship due to the very limited mentoring I had. I didn’t really receive any coaching during this time as there wasn’t the opportunity for me to learn and go through that process of having one to one training or work-related activities to improve my skills. I then passed out of my 12-week tutorship and was allocated to a busy police station just as the lockdown sanctions were removed. It was here I realised I wasn’t equipped to deal with policing in a more realistic world, not a false Covid lockdown world. I recognised this within the first few weeks in my new station and I approached my Sergeant at the time and requested help. I requested to be put back on a tutorship or at least a mini tutorship to develop the skills that were needed. Reflecting on this I knew the skills I was lacking but I didn’t know how to improve these skills. This demonstrates to me that I did have a lack of coaching and in terms of developing those other skills I needed to be a successful Police Officer. I was partnered up with a variety of different more experienced officers for different types of coaching at different types of incidents. I feel very lucky that I seemed to take all the best qualities from individuals and my peers who have coached me throughout this time. Through the peer coaching, I developed quickly and achieved the level I should have been when leaving the 12-week tutorship program (Carlson ET ALL, 2020).


Throughout the rest of my time after this and up until now, the type of feedback I really receive is mainly verbal feedback via my colleagues. There are 5 types of feedback. There is constructive feedback which is often viewed as negative; however, when communicated and delivered correctly can improve the employee’s performance. In my experience this is most used within the police service. This constructive feedback can come from either your supervisor or from a more experienced colleague (Bee & Bee, 1998). There is upwards feedback, which is feedback given by employees to their manager. This may be seen as employees voicing their opinions on how they want to be managed but also provides valuable guidance of the theme or tone of how the employees are feeling (Walsh, 2019). There is also Appreciation and Recognition, this feedback is valuable especially to new members or employees, as it provides reassurance to the employee of the work they have just performed. This is another type of feedback that is practised within the police, more than constructive feedback. Albeit it may not be conveyed or communicated positively it is still a positive form of feedback and a method of learning and development for an employee. Personally, I receive this in terms of a joke about me joining different departments (Robbins, 2019). There is also coaching feedback, much like the coaching environment you get within your first 12 weeks on tutorship after 6 months in training school (Showers & Boyce, 1996). However, I personally also see this happening after tutorship. Within the police this is used as newer members of the shift will attend incidents with more experienced members of the shift to coach newer officers after their tutorship to help build up their confidence but also to be there to support any knowledge that is missing. This happened to me when I came out of my tutorship as I was supported by other more experienced members of the team. This has in fact now completed the full circle as I am known as someone who takes out newer members on shift for a few weeks to help coach and develop their confidence and help them apply their knowledge they have learnt. Reflecting on this, I feel this is how I develop and embrace my own coaching and learning by supporting and guiding others. This helps test my own knowledge. This example of feedback is Real-time feedback. This is most useful in-the-moment scenarios and is used frequently in the police, I have especially observed this happening a lot during the 12-week tutorship. It is also used when a colleague may observe something you haven’t at an incident and the feedback is given directly to you to enable no evidence being lost (Cohen ET ALL, 2016).


An employee can go through a range of coaching and mentoring, but understanding the employee’s learning style can also help and improve how they learn and how adaptable they are to coaching. There are four common learning styles which are Visual, Auditory, Reading and Writing and Kinesthetics. These learning styles are also known under the VARK theory (Gilakjani & Branch, 2012). Employees that are visual learners learn and retain information when it is presented to them in graphic depiction for example, a diagram. Auditory learners learn best when they listen to instructions provided to them. Reading and writing learners learn exactly by reading information and writing the information to ensure the information is retained. I am a kinesthetics learner. I learn best by doing an active role and learning in a more ‘hands-on’ fashion. Reflecting on this, the Police Officer role requires all these types of learners in different situations. For example, the university part of the course requires a lot of reading and writing and some auditory learning, whereby attending different incidents as an active police officer requires a kinesthetics learner who can adapt to the situation in hand and change, if the situation changes.  There is also the visual learning which one could argue are more statistics and for higher ranking policing officers to understand for example the increase of anti-social behaviour in the area. A good mentor or a coach would need to change and adapt to the employees learning style to maximise their teaching capabilities. 


As mentioned earlier, I didn’t really receive a great deal of mentoring and coaching during my early stages of my police career. I identified this early on thereafter my 12-week tutorship and received peer coaching and mentoring. From then on and to this day I still complete a lot of independent learning. This is because there really isn’t the time or the support there for officers like me to learn and develop. You must develop yourself if unless you are happy to continue and not improve your knowledge. In my opinion the Police really use this to identify those who want to progress into other departments or into management, as if you don’t go out and self-learn then no one is going to teach you (Anderson, 2012). This has created a real form of independency in my personality and developed a resilience I honestly never thought I possessed. Because of the lack of coaching and mentoring I have received at the early stages of my police career it has made me stronger and more determined not to fail, this coupled with the stubbornness of my personality not to fail but also my fear of failure. Reflecting on this I did have a massive fear of failure and thinking the worst would happen if I did fail. I think previously this has held me back from taking risks and has made me more calculated in my decision making. However, because of the limited coaching I have received I have become a lot more confident in my own abilities and strengths. I recognise my weaknesses not necessarily as weaknesses; however, as challenges for me to overcome. I think if it wasn’t for the lack of support coupled with my stubbornness to not fail, I wouldn’t be in the position I am today. I am now in a position whereby I am seen as one of the more experienced on shift and other officers seek guidance and advice from me. Officers even give me their work to review for feedback. I adopt the coaching method and I talk the person through the file and provide an example to cross reference and to use as a model to copy. Reflecting on this, I feel strange that it has gone a full circle. I was an officer who didn’t know very much and suffered because of lack of coaching and mentoring initially and now I am the one most look to for advice, support and guidance. The way I give this feedback is by having a conversation over the topic and using this as an open forum to discuss feedback and best practise. I do this because I am not always right and I definitely don’t know everything, giving feedback is not only an opportunity for me to learn but for the other person to learn. I feel very proud of myself that I have survived this whole process albeit barely hanging on now. It has proved to me that I am mentally, physically and emotionally stronger than I ever thought I was. To be able to process and go to the variety of incidents I attend as a Police Officer, to deal with the mental effect alongside the emotional resilience and then in the end putting into practise what I have learnt over the last 3 years. I didn’t really have any personal goals other than to survive this university course and degree and to become a substantive officer. I feel I already uphold a lot of professional and organisational goals in terms of ensuring I live the code of ethics daily, even when off duty as a civilian (College.police.uk, 2014). I ensure I conduct myself appropriately and fairly. I also receive feedback from the people I arrest and deal with who have complimented me on my fairness and how I have dealt with them. Reflecting on this, I know when I have dealt with people who have been arrested and then I have seen them the following day out at a coffee shop, they have offered to buy me a coffee because I was one of the ‘good cops’. I am not really sure what is meant by this term, I interpret this as the person felt that I dealt with him fairly, and upheld his human rights and added a bit of humility when dealing with them, for example ensuring he had something to eat and drink.
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