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Advice and support about the completion of this workbook was provided by university staff as part of your initial training day and further help and advice is available on Moodle.  

Your tutor constable and in-force training staff will not be involved in assessing or marking your workbook after it has been submitted. 
 
Dates of workbook submission will be made available and posted on Moodle.
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· take personal responsibility for adhering to confidentiality rules. 
· not include any dates of any incidents or anything that specifically identifies an actual incident.
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If you have any condition that you feel may affect your ability to deal with any part of the programme, please see the Student Handbook for further guidance. The University has a Student Services Unit that may be able to help but it is the learner’s individual responsibility to contact them. 




Guidance: 

· Your workbook must contain the items specified in the table below (clearly identified and in the order given).
· You should use this document (electronically on Moodle) - insert your text / answer within each section of this workbook.
· You should upload your completed document as a saved pdf file of this workbook; if this is not possible then a Word Doc file is acceptable. Do not send a scanned file from a photocopier, an apple.dot file, or a Microsoft publisher file as Turnitin will not be able to assess them despite you being able to upload them.


Contents 

	Workbook 
	Area of Professional Practice 

	Word count

	Task 1 
	Understanding the Police Officer Role
	2500

	Task 2
	Communication Skills – Social Media
	2500

	Task 3 
	Leadership and Team Working
	2500

	Task 4
	Coaching, Mentoring, Assessment
	2500

	
	
	

	 
	Bibliography
	

	
	Total
	10000





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:

This essay is a critical evaluation of the strategic role of the College of Policing, professionalising policing in the U.K and how I am striving to fulfil the role of modern professional police officer. I will reflect upon my final year of probation which has seen my role as a police officer change, and what I have completed in evidencing my continued development as a police officer. I will use the Gibbs Model of Reflection (1988) to complete my reflection on a policing incident that I have responded to and the actions I have undertaken. The structure of this essay will establish links between the first police service established by Sir Robert Peel in 1829, and how in current times how the modern day police officer conducts their duties in line with the College of Policing and the Policing Vision 2025.


In 1829 Sir Robert Peel founded the first professional police force in England, “The primary function of the force was crime prevention, and officers were instructed to treat all citizens with respect”. (Walsh, et al., 2020). Since the first police service there have been significant changes in the way communities live their lives, such as same gender relationships or the way communities use technology. As a result of this the police service has had to develop, revise and adopt new ways on how to police communities. This actively demonstrates that the role of a constable had to change, it still remains the fact that their critical front line role is the prevention and detection of crime but also “work in partnership on a day-to-day basis with local communities, stakeholders and colleagues in order to promote law and order, reduce the fear of crime, provide reassurance and build confidence to improve the quality of life for citizens”. (College of Policing, n.d.)This is one of the ways that the police service is professionalising their approach to policing the communities by working with partnership agencies to problem solve community tension and crime, as not all problems can be dealt by the police service alone.

It is important for the police to be professional as this promotes confidence with victims and other service users; Blackstone’s believe there are four reasons why police need to be professionals:
1. To develop the body of knowledge and skills required for modern day policing.
2. To protect the right of the police, in certain key respects, to regulate themselves.
3. To improve public confidence in the work of the police: for example a full professional register (as distinct from just a list of those struck off) would almost certainly imply the need for its members to regularly demonstrate that they have met the requirement to maintain their skills and knowledge ; and 
4. To distinguish the work and the professional standing of the police officer from other members of the extended policing family and other law enforcers.
(Bryant & Bryant, 2018)

Blackstone’s interpretation of this is that by police officers keeping their skills up to date, and if they are dismissed from service they will be unable to resume a role within law enforcement ;the same applies if a doctor was to be dismissed for gross misconduct then they would not be able to resume a role within a health care. Recently within Gwent Police a former PC Molly Parr has voluntarily left after being under investigation for calling someone the “N” word. The investigation still commenced even though she had resigned as she had breached the Gwent Police’s standards of behaviour and by not completing the investigation would not instil public confidence. According to John Basset who chaired the meeting he said “Parr would have been dismissed if she had not already resigned from the force. Her name will now be placed on the barred list for at least five year”  and Amanda Blakeman Gwent Police’s Deputy Chief Constable said “There is no place for this type of behaviour, in particular the aggressive and offensive language used by the former officer, in Gwent Police” (Thomas, 2021). This is a prime example of how the Police Service are displaying professionalism to the public by reporting on improper behaviour and actively publishing misconduct cases, so the public know they are held to account. Furthermore, by having a barred list albeit on this occasion Parr is only barred for five years the public now know she will not be working in a position of trust within a police service.

In 2013 the College of Policing (CoP) was established replacing the National Policing Improvement Agency (NPIA).The CoP who “set requirements, accredit, quality assure and deliver learning and professional development, promote diversity and wellbeing and help to nurture and select leaders at all levels”. (College of Policing, n.d.). They have now introduced a new way for police officers to be trained, this is now known as the Policing Educations Qualification Framework (PEQF), this means that it does not matter which police service you join within England and Wales police officers will be taught consistently. There are three entry routes to join the police service, the first route is the pre-join degree in Professional Policing whereby officers join the police service once the degree is completed. The second route is the Police Constable Degree Apprenticeship (PCDA) whereby police officers will complete a Degree in Professional Policing Practice. Finally, the Degree-Holder Entry Programme (DHEP) for police officers who already have a degree will achieve a Level Six Graduate Diploma in Professional Policing Practice. These entry routes form part of the Policing Vision 2025 as part of their challenges are “the service provided is critically reliant on the quality of its people. It needs to be delivered by a professional workforce equipped with the skills and capabilities necessary for policing in the 21st century. It is also clear many individuals now have different work and career aspirations and needs. This has to be taken into account with the workforce model and supporting police education and professional development frameworks that are developed to ensure the police service attracts a representative mix of people with the right skills, knowledge and potential, behaviours and values to deliver the policing vision”. (National Police Chiefs' Council, n.d.) The CoP have identified the needs within the Policing Vision for 2025, and to achieve these needs they have had to review the entry process of new police officers to ensure that the requirements are met by police officers and that the Policing Vision is achievable. 

Within my final year of my probation a I am fulfilling the role of a professional police officer by firstly completing my Professional Policing Practice Degree. I am working towards completing my probationary period which means that I will be confirmed in rank but also, I am conforming to the CoP vision and the Policing Vision 2025. Part of my continued development is completing an operational portfolio, this portfolio looks at specific areas to operational policing, these are also located in Blackstone’s as part of the Level 6 Diploma in Policing, there are as follows:
1. Supporting victims and witnesses.
2. Managing Conflict Situations.
3. Using policing powers to deal with suspects.
4. Conduct Police Searches.
5. Handling information and Intelligence.
6. Provide and initial response to a policing incident.
7. Conduct a priority and volume investigations.
8. Interview victims and suspects.
(Bryant & Bryant, 2018, p. 129).

The specific reason that this portfolio needs completion is to ensure that professional development of police officers, to evidence they know their powers and policy’s, for example number four is conduct police searches. Delso and Shiner say that Policing in England and Wales has been subjected to unprecedented levels of public scrutiny since the 1960’s; and stop searches have played a central role in this, and that it is described as an essential part of modern day policing. (Delsol & Shiner, 2006). It is important to know the difference in your searches such as a S1 Police and Criminal Evidence (PACE) Stop Search. This is for any person or vehicle looking for items stolen or prohibited articles, points and blades or fireworks, where as a section 23 Misuse of Drugs Act allows a constable to search a person suspected of being in possession of a controlled drug. The CoP state that each stop and search encounter must have a basis in law. The officer carrying out the stop and search must only do so using one of the powers provided for in legislation and it must be the right power in the particular circumstances. (College of Policing, n.d.). By understanding these policing powers and policies, and along with evidencing them in my portfolio, if a complaint was raised against me about the search that I conducted then I know I have the confidence to explain why the search was undertaken. I could explain the lawful reasons for them, thus promoting public confidence and professionalism justifying the grounds and that the search was not unlawful, nor an individual was singled out.

I am now going to reflect on my final year of probation using the Gibbs Model of Reflection (1988)

What Happened?
When I first arrived onto shift, I was the newbie, fresh out the box being guided by more experienced officers. This meant whilst attending calls they would take control by having more experience, affording me the opportunity to listen and learn. Now within my final year, those pre mentioned experienced officers have now moved onto alternative departments. I have developed my knowledge and skill sets as learnt from those officers and have been able to adapt and utilise in my own style of policing; this has allowed me the opportunity to help new officers who have joined the shift. 

This incident is about a high risk domestic event; whilst there is no legal definition to ‘abuse’ the home office define it as “any incident or pattern of incidents of controlling, coercive or threatening behaviour, violence or abuse between those aged 16 or over who are or have been intimate partners or family members regardless of gender or sexuality” (Home Office, 2013). The incident is deemed high risk after a Domestic Abuse Stalking and Harassment Risk Assessment (DASH-RA) had been completed. This helps front line practitioners identify victims who could be subjected to higher levels of violence and serious risk of harm but also referred to a Multi-Agency Risk Assessment Conference (MARAC) to access other support measures may be implemented. (Safe Lives, n.d.)

The victim within this incident had been subjected to years of abuse from her partner but did not have the courage to speak out and make a statement nor did they support police action. However, on this occasion through police attendance, the victim was severely distressed and after speaking with them there were a number of disclosures of recent assaults which resulted in the suspected being arrested. Whilst completing the DASH-RA it became clear that the victim not only had been subjected to physical abuse but also psychological in the form of coercive control. Coercive control is a relatively new offence but is aimed to protect victims from psychological abuse, as it became evident that not all victims were victims of physical but from being isolated from friends and family, money and daily activities being controlled by their partner.
Feelings
After speaking in depth with the victim is was clear that they needed help and support, but I was made aware from an early stage from other officers’ knowledge she would not be able to do this on her own. This is where I considered linking in with partnership agencies such as the local council and women’s aid to see if emergency accommodation could be sought to protect them from further harm. Whereas in 1829 the primary role of a police constable was crime prevention, now in the 21st Century it is about working in partnership. This is a prime example of where modern day professional policing working in partnership comes into effect to protect victims from harm and reassure communities. 

Evaluation
I have extracted the positives as learnt from my earlier probationary period from within this incident and have been able to implement them into this situation. The correct referrals were submitted to partnership agencies which got the support needed for the victim to be able to progress the investigation whilst safeguarding all those that were involved. Furthermore, I have implemented the Policing Vision 2025 working with partnership agencies to safeguard the victim. The negative I have taken from this incident is that positive action was not taken previously, had positive action and safeguarding measures been put in place then maybe the victim would not be where they are now and the cycle of domestic abuse could have been stopped sooner.

Conclusion
In summary and upon reflection I have considered everything that I have learnt within my initial six months and listened to what the more experienced officers have taught me and implemented them into this incident. I utilised the police services Domestic Violence Policy and took positive action by having the suspect arrested, appropriate safeguarding referrals completed such as the DASH-RA and MARAC, and finally by incorporating all of this I am following the principles set out by the college of policing evidencing the role of a Professional Police Officer.

Action Plan
From this incident I will remember the positive actions I undertook to safeguard the victim. I will remember this incident as if the previous police officer attended and positive action was taken sooner when the victim had called then maybe victim would have been at less at risk of harm.???

In conclusion, since establishing the first Police Service in 1829, the advancements in the way communities live their lives and the technological advancements the Police Service has had to change from just preventing crime and bringing criminals to justice. The College of Policing have identified this and within the Policing Vision 2025 recognise that the police can’t just be reliant on themselves. They must now go forward working with partnership agencies, enabling them to implement safeguarding measures or problem solve neighbour disputes, where currently Police Services do not have the resources. By implementing the new entry scheme police officers will be current with legislation but will have also completed a wider range of education and will have a more advanced skill set to offer a victim. However once Police Officers have completed their educational diploma or degree it is imperative that they continue learning new legislation and keep up to date with policies, so victims get the best possible service available to them. This is where the occupational portfolio comes into effect that when you are reviewing your incidents that you have attended you know your powers and policies and can show this to your line manager or members of the public.
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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:

This essay is a critical evaluation of my experience using social media as a form of engaging with communities and looks at the definition of what social media is, and how it has become more of a tool for police services to engage with the public. This will also review the terms and conditions set by the Police and Crime Commissioner and how breaching these could have a detrimental impact within policing communities. This will outline strengths and weakness of using social media in the police service and the social media types they utilise. To conclude the essay, I will complete a reflection of an incident whereby the use of social media helped as an investigative tool and I will use the Kolb’s Model of Reflection (1984).


Social media has become very popular within communities, resulting in an increase in usage with their smart devices to gain access to social media. Akram and Kumar state that “Social media is a platform for public around the world to discuss their issues and opinions” They also state that people must know what social media means and they have defined it as “Social media is a term used to describe the interaction between groups or individuals in which they produce, share, and sometimes exchange ideas, images, videos and many more over the internet and in virtual communities” (Akram & Kumar, 2017). There are many different platforms of social media, these include but not limited to, Facebook, Twitter, Instagram. The Ministry of Defence have recognised this in 2013 and have said “The exponential growth in the public use of Social Networking Sites (SNS) over the last few years has provided significant new opportunities to make contact with others. These opportunities come in different ways”. (Ministry of Defence, 2013). Some of these opportunities the police service have adopted and are on platforms such as Facebook and Twitter which is a microblogging platform allowing live updates. The police service can engage with the public ‘live’ time about incidents that are currently on going, road closures or since the outbreak of COVID-19 when the UK went into a lockdown to inform the public about the easing of restrictions. On the 8th May 2021 Gwent police engaged on their twitter by tweeting that “at the start of the week more steps were taken to relax #covid19 restrictions in Wales, two households can create and extended bubble” (Gwent Police, 2021). This benefits the communities as there is so they can easily find out what the new rules and regulations are.

Gwent Police have adopted the following social media platforms, Facebook, Twitter and Instagram. Whilst social media has been described as a platform to discuss opinions and issues, the Police and Crime Commissioner (PCC) have but social media terms and conditions in place to protect the social media teams from public scrutiny, two of these social media terms and conditions are as follows:
· The Office of the Police and Crime Commissioner for Gwent requests that users make their comments suitable for users of all ages.
· You should not link to, share or post any obscene, offensive or unlawful material or any content that harasses or insults The Office of the Police and Crime Commissioner for Gwent staff or members of the community.
(Gwent.pcc.police.uk, n.d.)

These are two simple ground rules provided by the Police and Crime Commissioner, in that anyone who follows the social media accounts, ensures that the material provided is suitable for everyone. The second rule there is one of the most important ones, whereby If the police service were to post anything that was offensive or contained unlawful material then this would have a detrimental impact to public confidence. Therefore, if a member of the public saw this and reported a similar crime then they may feel that the police may not take them serious due to their social media post. Whilst there are many positive and negatives for engaging with the public for incidents or local information, it does pose a risk to users due to the fact people can post anything. As previously stated, any post should not be of obscene or offensive nature, therefore “Gwent OPCC retains the right to delete any abusive, racist, sexist, homophobic, inflammatory comments or any comments deemed to be inappropriate without explanation” (Gwent.pcc.police.uk, 2020) By removing such posts promotes confidence because the police service is not accepting a behaviour that may cause alarm, harassment or distress. There are also positives to take from the use of social media as it allows more options to the public to report non-emergency crimes and incidents instead of the use of 101, this gives the opportunity for a more detailed initial report from a victim or reporting person. Furthermore, social media can also be used to gather local intelligence when appealing for information, looking for witnesses or if there is a concern for safety for an individual, the social media posts can be shared not just at a local county but also nationally.

Within the police service thus far, I have had very limited personal dealings with social media only utilising it for missing persons or road closures. I will now critically evaluate my experience of the use of social media using Kolb’s Model of Reflection 1984.

As a police response officer, I am called upon to deal with various incidents, such as ‘public safety’ and the welfare of ‘missing persons’. A missing person is defined by the CoP as “Anyone whose whereabouts cannot be established will be considered as missing until located, and their well-being or otherwise confirmed” (College of Policing, n.d.) There are numerous reasons why people going missing, Blackstone’s say these include the following:
· Children or young people who run away from home, normally for one or two days, often because of issues at home
· Children who are missing through abduction
· Adults who go absent in an attempt to escape from problems in their home lives.
· Vulnerable adults such as the ages and the mentally ill who become lost
· Adults who have been abducted, for example for purposes of sexual assault or people trafficking
(Bryant & Bryant, 2018)

This incident I have been involved with is a missing child who is at risk of child sexual exploitation and at risk of committing crimes. At the time the child went missing they were graded as a medium risk missing person. This means there is a risk of harm to the person but not serious, this was because they had only just been reported and had not been missing for a long period of time and due to their age they are vulnerable. This can be upgraded to ‘high’ should they not return and or further information received from the reporting person to suggest they are in immediate risk. When a person is deemed as a high risk missing person then extra options are available to locate them such as social media. A risk assessment must be conducted by a Senior Investigating Officer (SIO), because by posting on social media also poses risks to the person. The second point by Blackstone’s is that if the person is missing through abduction, the abductor could cause further harm to them resulting in injury, death or further disappearance. As previously stated, more and more people use smart devices and social media and there is an increased expectation to know about an incident by searching on social media. CoP state that “media, and in particular social media, is used increasingly by the public to report emergencies or call for help. There is an expectation that the police and other agencies will be actively engaged in using the technology to create a two-way, real-time channel of communication. The increased use of smart phones and social media platforms means that first reports of an incident appear more and more on social media, and therefore it is important to quickly develop a media strategy. (College of Policing, n.d.). Whilst this person had not been reported missing through police social media accounts, family had already posted on their own social media as they were concerned over the welfare of their child. By users sharing the post the parents had been contacted by a friend of the family to say their child was at their house with their child as they were friends.

Although I had not suggested for a social media appeal, and that the family took the decision to make a media post this sped up the process in locating the missing person. From this I have learnt that social media can be a useful tool for locating missing persons, but I also understand the risks posed to people. Should I have a high risk missing person I will consider has social media been helpful in locating this missing person and consider it when trying to locate them.

A further experience I have witnessed because of social media is the affects after the death of George Floyd in the United States of America (USA), protests erupted in the United Kingdom (UK) and the rest of the world after the incident was captured on a smart device and then shared across media and social media accounts. Although Black Lives Matter Groups (BLM) have always been in existence to increase awareness around racism due to this single incident it sparked protests and public disorder around the world and displayed acts of violence towards the police services in the UK. In article from the BBC the home affairs correspondent Tom Symonds said “the protest was largely over when missiles and fireworks were thrown at a police line” Furthermore to this the metropolitan police said “Fourteen people were arrested and 14 officers were injured after a smaller group became angry and intent on violence" (BBC News, 2020). The George Floyd death occurred around the end of May and by the 9th June 2020 there was worldwide public disorder, this actively demonstrates how quickly one incident can travel and the influence on communities. Whist this was still fresh in people’s minds, within Newport the police responded to an incident whereby Moyied Bashir was suffering a mental episode and officers applied handcuffs and fast straps were and they later died in hospital. This again caused protests whereby protesters wanted justice against Gwent Police and marched outside Newport Police Station. These protests happened one day after the incident through the wide spread of social media posts. Gwent Police referred this to the Independent Office for Police Conduct (IOPC) to investigate. The IOPC investigate serious complaints made against the police especially when there has been a death after police contact.

It is important not just for Gwent Police but all police services that when a critical incident like this one occurs, for them all to respond to the media with the pure facts of the incident with openness and transparency .The college of policing set out key principles when dealing with the media, two of these principles that relate to this are:
1. The relationship between police and media should be undertaken in a manner which lives up to the highest standards of impartiality and integrity
2. The police service has a duty to safeguard the confidentiality and integrity of information, which must be balanced against the duty to be open and transparent wherever possible.
(College of Policing, 2013)

These two key principles help maintain the public confidence by publicising the key facts about the incident and disclosing that there is an independent investigation to ensure to the public the police service will be held accountable should there be any form of negligence shown by those officers. The second part is there to protect where the source of information has originated from, although it is important to be open and honest there is as a duty to protect those who are involved whilst the investigation is ongoing as there could be safeguarding issues. It is also important those officers do not deal with the media or post anything on social media as this could lead to controversy and cause disruption in communities.

This incident has taught me how vital the role of the media and social media play is within the communities, and if the police service is not open and honest about incidents then this lead to repercussions causing further disruption not just on a local scale but national and international. 

In conclusion to this essay I have an understanding of how social media has affected everyone’s day to lives and how easily accessible it is through social media. This actively demonstrates how important getting the correct information to the public is when posting about ‘live’ incidents, and post incidents to maintain public confidence but also reduce the effect of public disturbance. Furthermore, it is imperative to risk assess all media posts, if uncompleted then a media post may put victims, witnesses and even offenders at risk of harm. By following the guidelines as set out by the Office of Police and Crime Commissioner, should help prevent public scrutiny about the type of information that is being posted. This in turn should not bring the police service into any kind of misconduct but will also reassure communities that if anything, that any comments posted by other users will be reviewed and deleted to prevent alarm, harassment or distresses from other following members. Social Media has also helped move police services into the 21st century in the way crime is reported and made it easier to report a non-emergency incident by reporting it through direct message, this is more convenient for some members of the communities and can take their time providing the information. 

WORD COUT 2267

















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:

I will provide evidence and critical evaluation of my flexibility in leadership styles and an analysis of leadership strategies, with which I have developed in order to manage different operational situations. This essay explores definitions of what leadership is and what makes an effective leader. The evaluation will illustrate and evaluate various leadership styles with the emphasis on my ability to adapt those leadership styles within different incidents. I will reflect using Kolb’s Model of Reflection (1984) on an operational incident whereby I took control of the incident to prevent harm to a suspect whilst trying to detain and restrain them. 

Defining leadership is a difficult task. However, the application of leadership principles is even more complex”. (Baker, 2011). A leader is one or more people who selects, equips, trains and influences one or more followers who have diverse gifts, abilities and skills and focuses the follower to the organisations mission and objectives (Winston & Patterson, 2006). 

 In 2011 the National Policing Improvement agency conducted a rapid evidence review of “What makes great police leadership” and determined that leadership is a complex research area. It states that across all sectors there is ambiguity over which styles and behaviours are the most effective. Difficulties of linking leadership with organisational outcomes are particularly pronounced for the police, since common police performance measures are affected by multiple confounding factors. The findings of this review are, therefore, largely based on perceptions of what makes a great police leader. There is virtually no reliable evidence of what impacts police leadership styles and behaviours make on the ground” (Campbell & Kodz, 2011). 

This supports Barker’s argument that defining leadership is a difficult task, but from Campbell and Kodz who state there are different leadership styles that can affect team dynamics and performance. From their research there is 7 different approaches in leadership styles:

1. Transformational Leadership
Police leaders that seek to inspire, set a vision, offer intellectual stimulation and appeal to followers’ moral values, desire to fulfil potential and make a positive contribution may be viewed as more effective leaders than those that don’t.

2. Transactional Leadership
Evidence suggests that police leaders that rely heavily on rewards and punishment and ‘management-by-exception’

3. Mixed Style Leadership
Leaders that combine transformational and transactional behaviours may be more effective than leaders that rely purely on transformational behaviours.

4. Active Leadership and Role Modelling
Leaders that are active, out in the field, who set a good example and employ role-modelling strategies may be more effective at influencing subordinates’ behaviour.

5. Situational Leadership
Leaders that modify their behaviours to suit the context, including the years of experience, rank and role of their subordinates, may be most effective.

6. Participative Leadership
Leadership styles that encourage participation in decision making may positively impact on job satisfaction and subordinates’ organisational commitment and there is more limited evidence that shared leadership initiatives have potential for similar impacts

7. Laissez-faire/passive/avoidant
Indicates that police leaders that practice inactive leadership (and essentially fail to lead) are almost universally viewed as less effective. There is evidence they can have negative impacts on subordinates’ willingness to exert extra effort, but there may be exceptions to this amongst higher ranking officers.
(Campbell & Kodz, 2011)

After reviewing these seven leadership styles, you could argue that they could all interlink with each other; my belief is that all good leaders should consider combining different parts of leadership styles dependant on those behaviours of individuals within a team. I have personally found that leaders who are prepared to do as they have asked someone (Active Leadership and Role Modelling) inspires me to perform better. Whereas leaders who are heavily reliant on punishment (Transactional Leadership) and reward, this is linked to the carrot (Positives) and the stick (negative) mentality which is used as a method of increasing effort among members of work teams. This study conducted by Dickinson found that both ‘carrot’ and ‘stick’ can increase efficiency (i.e. contributions) levels by 10-28% (Dickinson, 2001). Through personal experiences I have found this type of leadership to be demotivational due to the risk of punishment. Transformational leadership seeks to inspire, and employees are more likely to immerse themselves in work, which in turn will  likely  result in better task performance and helping others (Lai, et al., 2020). This enforces the idea that police leaders seek to inspire and appeal to moral values through transformational leadership. 

Low suggests that as leaders, we must be aware of the importance of our very own examples and actions. Leaders must have standards; therefore, we need to produce our own standards (Low, 2018). This makes clear representation that to be an effective leader we need to lead by example, which links back to the police Code of Ethics, outlining that here are ten standards of behaviours within this that the police service adheres to. If these are not being met by leaders then they can’t lead by example therefore questionable regarding their own standards. Furthermore, this will reflect in the team dynamics on what they believe is acceptable behaviour and their attitudes to work ethics.

Fritsvold states that “there is school of thought that views leadership as a quality that someone is born with, rather than one that can be learned through experience, education and mentorship” (Fritsvold, 2021).This is further supported by Fleenor who states that “leaders tended to be slightly higher on traits such as height, intelligence, extraversion, adjustment, dominance, and self-confidence as compared with non-leaders” (Fleenor, 2006). However, Fritsvold further states that “law enforcement organizations” across the country and around the world, those police leaders are finding that the skills necessary to be effective in their roles are constantly developing and expanding. Policing in its nature is an evolving discipline that must grow and change with the times — police leadership is no different” (Fritsvold, 2021). Taking into consideration that some think leaders are born with it and leadership is not gleaned from learned behaviours. Fleenor states it is about a person’s traits, but Fitzvold  view is that policing is an evolving discipline and must grow with change and times, this suggests that if someone’s current trait is not of a leader, then  this doesn’t necessarily mean it won’t change in the future. 





I will complete a reflexion of an incident with which I attended and demonstrate the different leadership styles I utilised to take control; this will be done by incorporating the Kolb Model of Reflection (1984).

Concrete Experience:
I am a specially trained Police officer who’s authorised to carry an X2 Taser. A taser is defined as an electric stun gun which is an individual means of direct coercion, which is designed to incapacitate dangerous and aggressive individuals (Jastrzębski, et al., 2016). The subject was inside his friend’s house brandishing a knife with the view to kill those who lived there. However no direct threat was actually made, with him only hearing voice commands from inside his head. The subject in this instance is well known for his mental health presentation. I was the first officer to arrive at the address, and everyone who lived inside the property were outside apart from the subject. I informed them to stay outside whilst a colleague and I went into the house. The rationale behind this was  that I did not want them to exposed to any further risk and become in harm’s way. Furthermore, they could pose a further risk to myself if I needed to exit the house swiftly. I viewed that the subject was seated upon the sofa with a knife directly beside them. I addressed the subject in a calm manner, this seemed to distract them therefore allowing him time to calm, this gave the opportunity to obtain further information about exactly what happened. It was leaning toward the fact that this maybe was induced through the amount of alcohol and drugs he may have consumed, but  his mental health may also be an added factor. It is known that people with a substance misuse disorder have a higher comorbid rate of mental disorders than vice versa, and people with illicit drug disorders had the highest rates of comorbid mental disorders (Jane-Llopis & Matytsina, 2006). The drugs and alcohol increased the deuteriation in his mental health. Upon speaking with the subject and after some further negotiation it was agreed that the subject would go back to his home address. Once he had moved away from the knife, I removed this from eyesight, thus securing the scene. 

Whilst I was escorting the subject from the house, he said “once I am home I am going to kill myself”. I raised this with another colleague of mine about what he had said and suggested that home was not a place of safety for him whilst he is under the influence of alcohol and drugs. I consulted with a mental health triage worker in the control room, who suggested that because of his behaviour and presentation this incident was not contributable to a mental health disorder but purely induced through drugs and alcohol. This now meant that I didn’t need to employ and consider the use of the mental Health policies and procedures. Through the subject being intoxicated this meant that no health professional would conduct an assessment until he was in a sober state. Upon this I made the decision to arrest the subject for a breach of the peace. This policing power is useful if applied correctly, and states that if a breach of the peace occurs when harm is done or likely to be done, whether by the person against whom the breach is alleged or by someone else who provokes it or harm is actually done (Metropolitan Police Service, 2010). In this incident he was arrested to prevent harm to himself and others. Post the arrest the subject became violent and aggressive, shouting and swearing within the street. I needed to apply hand cuffs to the wrists of the subject behind his back  in order to prevent any likely injury to any other officers and/or members of the public, Upon placing the subject in the back of the police car, he  became more violent and in doing so tried to smash the window by using his head. With this behaviour I instructed the other officers to remove the subject out of the back of the car, thus the need to utilise a floor restraint with the application of ‘fast strap‘ which controlled his legs. There was an urgency for the officers to get the subject onto his side which would prevent any chance of positional asphyxiation, and for another officer to cushion his head preventing him from hitting it against the floor.


Reflective Observation:
I have been in the operational environment now for over two years, and within this time I have adopted different leadership styles to suit different incidents with which I have attended. This ‘incident I attended as a ‘Taser Officer’ with another colleagues, who are also authorised Taser Officer’s with whom have approximately two years additional more service than myself. As we are both Taser Officers it is our responsibility to take control of the incident until the threat, harm and risk has been reduced. From this single incident I have demonstrated my ability to adopt an ‘active leadership style and role modelling,’ taking control of the incident and orchestrating the officers to complete different tasks. I have also demonstrated situational leadership by being a taser authorised officer, the training I received allowed me  to take control of the situation and reduce the risk ,but also to direct other officers through instruction to undertake specific duties to bring an incident to a close.

Abstract Conceptualisation:
This incident has given me coping mechanisms to utilise when placed under pressures when facing difficult and different operational challenges. Furthermore, I have demonstrated the importance of my overall flexibility through adaptive leadership styles for situations that I am faced with and I am able to evidence how I directed other officers to conduct specific roles. Flexible and adaptive leadership involves changing behaviour in appropriate ways as the situation changes (Yukl & Mahsud, 2010).  Flexible and adaptive leadership is becoming more important (Yukl & Mahsud, 2010). This is because of increased globalization and international commerce, rapid technological change, changing cultural values. There is a more diverse workforce, more use of outsourcing, new forms of social networking, and increased use of virtual interaction (Yukl & Mahsud, 2010). It is important to recognise a person’s traits and characteristics as some colleagues maybe be able handle different incidents better than others. Researchers have found that the characteristics of persons and situations have important effects on behaviour (Sherman, et al., 2015). This is also demonstrated in Botari’s Box which states any interaction can affect the attitudes and behaviours of others (Cooper & Elton-Chalcraft, 2011). So, when faces with any given situation a leader needs to be able to adopt a flexible approach and adapt to what they are doing; there maybe times where they need to just step back and allow someone else take ownership and control that situation.


Active Experimentation:
Upon encountering another incident, I will remember and recall how effective I was of this particular incident and from it build a foundation of how I should conduct myself in future as a police officer within many different situations. Furthermore, this incident demonstrates that I have an understanding of different powers and policies available to myself, but also my ability to recall my specific training and utilise it into a real life situation. I have learnt where my strengths are when incorporating conflict management from the National Decision Model.  With the experience gained by working within a team I now understand my strengths and the strengths of others, and the importance and value that each team member presents.

In conclusion to this evaluation it is vitally important to have an understanding of leadership styles and how this can affect a policing incident. By identifying strengths and weaknesses within yourself and within a team you are more confident to effectively manage a situation knowing when to intervene or to take a step back, allowing a colleague to assess and take charge ‘situational leadership’. However, there may be a time when ‘participative leadership’ maybe more beneficial to encourage others to be involved and make their decisions. Baker believes defining leadership is complex, I believe that leadership is not something you are born with but the ability to adapt to situations and take control but also recognising the strengths and weakness within a team to apply different leadership to incidents.
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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:

This essay is a critical reflection during my three year probationary period and explores the definitions for a coach and a mentor, and why coaching and mentoring are so important in today’s society. Furthermore, it looks at how the Gloucestershire Police Force have adapted their approach to utilising coaching and mentoring for their staff. This essay also takes into account the coaching and mentoring from the College of Policing perspective. How the College believe that police officers will benefit, and the opportunity to expand upon why different coaching and mentoring models can help individuals. Finally, it leads into a critical reflection on how beneficial coaching and mentoring has been during my three year probationary period, and how throughout different stages of this period it has enhanced my learning from various incidents and has developed me personally as a police Officer. To complete this refection, I will use Driscoll’s Model of Reflection (1994).


As part of my development over my third year of probation I have been assigned a mentor and a coach. The College of Policing define a coach as “A coach works with an individual or small group to help them achieve improvements in performance or resolve work based performance issues” and a mentor is defined as “a relationship in which a more experienced or knowledgeable person offers support, advice and guidance to help a less experienced person develop and progress” (College of Policing, 2021). Carol Wilson suggests that “Coaches work on improving the performance and wellbeing of an individual or group through setting goals, exploring values and beliefs, and creating plans of action. This is achieved not by advising or telling, but largely by questioning to facilitate awareness and self-directed learning” and mentoring “as people who impart their own experience, learning and advice to those who have less experience in the field (Wilson, 2020). Both the College of Policing and Wilson suggest that a coach is about helping achieve improvements to an individual by answering questions made by the coach whereas mentoring is about working with someone who is experienced in an area guiding them and teaching them what you know.

There are many benefits that a Mentor can provide. Mentors are in all kinds of professional organisations, for example mentoring in teacher training is especially useful for supporting teachers in keeping up with the constant demands of new educational reforms that require teachers to adopt new practices (Onchwari & Keengwe, 2010). This is no different to a police officer keeping up to date with the latest policies and procedures through the use of a mentor, thus allowing those officers to broaden their knowledge and understanding. In some police organisations formal mentoring has also been implemented as a means of reducing employee turnover (More & Miller, 2014). This is because of the expectations and general demand and police officers are exposed to many stresses in the line of duty including violent incidents (Amaranto, et al., 2003). A further benefit of a mentor is that research suggests that mentors can enhance their mentees mental health (Gill, et al., 2018) which will help reduce employee turnover as stated by More and Miller. A mentor does not have to be a professional but a more senior individual (mentor) and a lesser skilled experienced individual (protégé) (Clutterbuck & Hussian, 2010). 

[bookmark: _Hlk81568379]Gloucestershire Constabulary adopted a mentoring and coaching policy, and define their mentors as “a relationship in which a more experienced colleague uses his or her greater knowledge and understanding of the work or workplace to support the development of a more junior or inexperienced member of staff” (Gloucestershire Constabulary, 2021). Their Coach is defined as “developing people’s skills and knowledge so that their job performance improves in support of the achievement of organisational objectives. Coaches act as a mirror; supporting, challenging and encouraging people to identify their strengths and address areas for development” (Gloucestershire Constabulary, 2021). They believe by adopting this policy for the participant, it will have the following benefits, improve employee’s confidence, whilst providing an opporutunity for them to reflect and learn, provide assistance with organisational change and in times of change. Furthermore, it can assist with personal development and assistance with professional career development. Another function is, to provide feedback to assist in dealing with existing and new challenges, develop new ways of working by giving support and make employees feel more valued by additional time and attention which will give improved performance (Gloucestershire Constabulary, 2021). They also believe this will benefit the coach and mentor by increased job satisfaction, maximise the potential in individuals and increase organisational recognition. Furthermore, it’s an opening to develop employees’ personal skills such as, communication, problem solving. There’s an opportunity to reflect on their own personal performance, skills and working practice whilst building a network with other departments and support from employees (Gloucestershire Constabulary, 2021). This is supported by Serrat who believes coaching and mentoring can inspire and empower employees, build commitment, increase productivity, grow talent, and promote success (Serrat, 2017).

There is clear evidence from professionals there is a demand for coaches and mentors, and they help to boost employee performance and get the very best out of people but also to help more experienced employees feel more satisfied by giving them more responsibility.

The police services use different coaching and mentoring models and the College of Policing have an array of different ones available to view on their website. One of these models is known as SMART (Specific, Measurable, Achievable, Relevant and Timely). By utilising a SMART model approach it provides, clear goals and objectives for an individual, as goals set are an important role in coaching (Müller & Kotte, 2020). Whilst setting goals for an individual it is important to remember that the goals that are set are the right ones for the individual and the organisation (College of Policing, 2021) This means that the process for setting goals must not be impractical or unachievable. Hence why models such as SMART are utilised as they provide a simple but effective framework to develop an individual alignment with organisational culture and values (College of Policing, 2021).

The Drisoll Model of reflection (1994) is my choice of my reflection.

What
During my three year probationary period I have benefited by having an attachment to a coach who’s helped me with my personal development. During my initial six months of training I failed one of my exams, disappointed was an understatement of how I felt failing an exam, but with hindsight I should have passed. I took the opportunity to review my paper with the examiner and asked what specific areas I had struggled with. The loss of marks was basically for minor mistakes, and if I had taken a little extra time, I would have gained a pass. My tutor at that time set SMART targets for me and encouraged my personal development through extra 1-2-1 sessions. I agreed and undertook these in my own time which expanded my knowledge within this topic area, as at that time I struggled. These additional sessions were so invaluable with the final result culminating in achieving a pass.

 After I passed out from my initial training, I was assigned a coach known within Gwent Police as a tutor constable. It was someone who was more senior than I and who tutored myself operationally before achieving independent deployment and going onto a shift. During this period, I completed a portfolio with my coach which contained policing competencies such as, ‘stop and search’, ‘managing conflict’ and ‘interviewing suspects and witnesses’. 

Upon achieving independency whilst operational on shift, I was assigned a mentor who would meet me once monthly. I had to fulfil a similar portfolio of competencies that I completed in my tutorship period. These portfolio submissions were writing reflections that evidenced my knowledge surrounding Police powers and polices, which ensured that I kept abreast and up to date with legislation which afforded me the competency to carry out the role of a police officer.

When I first became independent and working on shift, I was not assigned a coach during this period, thus resulting in my shift sergeant becoming my coach. During these times I had opportunities to sit down with the Sergeant and go through various incidents I attended and reflect upon them, thus generating discussions surrounding any uncertainties I was unsure of and welcome any guidance from my senior. Furthermore, even without an assigned coach upon my shift I still had the benefit of calling upon more experienced officers who were able to help me. 

So What
After receiving feedback from the examiner, I managed to construct a clear and concise plan with the tutors in Gwent Police with the view of revising the topic areas where I struggled most in. I have discovered that by using my portfolio, this has been of great help to me in gaining a further understanding of the powers and polices I use on a day to day basis when affecting an arrest or supporting a vulnerable person. I enjoyed being able to reflect upon incidents as it allowed me to demonstrate my competencies as a police officer. My coach and mentor would also provide me with feedback on what was good being the positives and what I could have done differently. This was extremely effective as I could broaden my knowledge and realised that there is always more than one way to deal with an incident. I learned how to appropriately apply police powers such as S1 Stop and Search and how I could build further grounds to be able to search. This application linked well into the use of S117 of PACE Reasonable Use of Force, whereby using handcuffs to effect the search and detain the subject whilst doing so. This prevented escape and the tampering with possible evidence that was being searched for. 

I did not recognise anything I disliked about having a coach or a mentor as it helped with my development and my ability to progress in my role. The only trouble I faced was that during the completion of year two we were in a national lockdown and the number of incidents reported dropped and when looking for stop and searches and managing conflict they were far and few between.

I discovered that even without an assigned officer to me as a coach when I was independent, I found this actually sped up my development as I had to make my own decisions and rationalise the actions and why decided on the course of action I took. At times I had to research offences and definitions to ensure there was a criminal element, however this increased my knowledge. If there were times when I needed a prompt response, then I did have the luxury of turning to a more senior officer for guidance hence they in fact act as the coach.

Now What
From this experience of having a coach and a mentor I will continue to develop what I have learnt and what I have observed from other colleagues and adapt into my own style of policing. I have gained a wealth of knowledge and have developed through reflections on how to deal with incidents, and I will maintain and expand upon this throughout my career. This will raise the questions on how I could have improved within a given scenario that I faced, and what learning I could gain from it. I would not change anything from the way I was taught from the beginning to how I have developed now. I had a good coach and a mentor; I also had a good shift that were supportive and helped me where I needed it.

Coaching and mentoring benefited myself by keeping me on track with my development, reinforcing everything I have learnt from training, tutorship and being on independent patrol. I gained a further understanding of the role of a police officer and the professional expectations expected from within the communities. At present my main focus has been on completing this University degree whilst working as a police Officer. This has been a difficult task keeping a healthy work life balance. However, there is an expectation by the organisation to complete this over the three year period, whilst still working full time. This is where I have benefited by accessing a coach and a mentor as I have been able to express concerns and anxieties, so they can provide me with further support and guidance where needed. 

In conclusion to this essay I will remember the past three years of my probation and reflect on what I have learned and how this has developed me as a police constable. Coaches and mentors have a place within professional organisations to develop employees and promote work ethic, reduce staff turnover and provide support. Furthermore, coaches and mentors support mentees which helps them mental health as some roles in professions face more trauma and stress than other. Although coach and a mentor does not have to be a qualified professional and can be a more experienced member of staff this has shown development of individuals and a better support network for employees. Gloucestershire Police have utilised coaches and mentors and have seen the benefits and now I have come to the end of my probationary period I too have benefited from experience of others and the ability to reflect through and evidence matrix on incidents I have dealt with to develop my knowledge and understand the learning points from incidents. If I was to receive another development plan as a SMART target, I would not perceive this as a negative but one to help me improve a weakness in and area and understand where I need to improve. Finally a coach is not just for a short period there will be times where I come across incidents I have not dealt with or if I change departments and will look for experienced officers to help me deal with the task at hand, but also as I progress within my career I too will gradually become a coach or a mentor to new probationers.
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