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Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



2000 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:


In this essay, I will look to critically evaluate the strategic role of the College of Police in professionalising UK policing. I will then use evidence to show how I have been working to fulfil my role as a professional police officer and finally, I will critically reflect on how my role has changed during my final year of probation. 

According to Friedson’s 2015 paper, a type of professionalism in which practitioners possess knowledge is necessary to improve practitioners' autonomy and discretion and to give them control over how their work is delivered. Neyroud’s 2011 report,  provides several recommendations including, the establishment of a body of professionals, the creation of a framework of recognized credentials, the adoption of a code of ethics, and the development of solid knowledge based on scientific research. The National Police Chiefs Council's publication, Policing 2025 (NPCC, 2016), outlined the vision for the police service for the next ten years, recognising the need for workforce transformation in order to enable the police service to meet evolving demands and ensuring that its strategy was ingrained in the workforce.  More recently, the police service in England and Wales has adopted these traits through establishing the College of Policing, graduate entry through the Police Qualifications Education Framework (PEQF) and the pursuit of, and the adoption of, a code of ethics with a strong emphasis on the need to adopt evidence-based policing (Sherman, 2013).


The College of Police's establishment in 2012 served as the impetus for the formalisation and growth of educational alliances throughout the nation. The expansion of police-academic partnerships has resulted in a focus on academically researched knowledge as potentially helpful in assisting and making decisions about what practice or approach is more likely to impact crime and victims (Goode and Lumsden, 2018).

During the three years I have been policing I have already seen the challenges we now face as police officers’ change. Increases in demand, social and structural inequalities, technological advances and financial restraints on the public sector, have all contributed to a change in the skills and capabilities that are required of us as officers (McCann and Granter. 2019). As a national police force, we have a continued emphasis on enhancing police legitimacy and improving police-community relations is critical to maintaining the model of policing by consent. To meet the requirements of this new operating environment, Policing Vision 2025 (NPCC, 2016) outlined a strategy that required the policing workforce to be made of confident proficient professionals who are able to adapt, be autonomous and knowledgeable. Accordingly, we need to become better professionals to suit these new working conditions.

The Policing Vision 2025 does not suggest that the police were previously ‘unprofessional’ but Neyroud, in his review of Police Leadership and Training stated, ‘the police service needs to move from being a service that acts professionally to becoming a professional service’ (2011). This now means new recruits, like myself, are being employed with more traditional ‘occupational characteristics’ normally associated with professions such as medicine and law. This is aimed at ensuring an end goal of new officers being ‘bodies of experts who apply esoteric knowledge to particular cases and have elaborate systems of instruction and training’ (Alexander Morris Carr-Saunders, 1964). For me, this has changed the knowledge we focus on as officers. Traditionally, a response officer’s learning was based on pre-shift briefings where the focus was on ‘who’, ‘what’ and ‘where’. By this I mean, ‘who’ were the people of interest, such as outstanding suspects and latest prisoners being released, ‘what’ events and ongoing activities are happening in the upcoming days and ‘where’ being a knowledge of our patrol areas and also the areas which are being more heavily targeted by crime. All this information is still important for us as officers but now we also focus on ‘how’ and ‘why’. An example may be a lack of police presence in areas of the patch and ‘how’ patrol strategies can then be implemented to tackle the issues and ‘why’ may be looking at more complicated underlying factors that are due to social and economic problems, for example, the cost-of-living crisis that is affecting us all. 

For me there are a number of benefits for having a more knowledgeable workforce with all police officers focusing on the ‘why’ and ‘how’ when dealing with crime, rather than just the officers in a higher position, such as superintendents and inspectors. The first benefit means being able to deal with the root of crimes more quickly because of the fact officers are seeing and dealing with problems first-hand rather than just reporting a problem and then it being passed up the chain of command, looked at in a meeting of senior officers before a solution can then be passed out. Now officers can see a problem and provide solutions immediately. The second benefit of a more knowledgeable workforce ensures that problems and low-level crimes do not get overlooked as, again, because we as officers, are able to deal directly with problems at source rather than reporting them to senior officers.  This way they are dealt with in a time efficient manner and are not missed due to a more layered approach. The third benefit is that it enables a more personal and public-friendly solution in most cases, this is because as officers we are the individuals who speak first-hand to the public. When we offer solutions, these may not be acceptable to the public but by communicating first-hand, we are sometimes able to provide an alternative and so a more positive outcome. An example of this are anti-homelessness benches. Anti-social issues are caused by the homeless using public benches to loiter on and sleep rough.  This is very unpopular with the general public as they now miss out on being able to use the benches for their own use plus this situation can also appear to be seen as a lack of support and provision  for the homeless. As officers we can provide a solution for the problem by providing a police presence in the areas targeted with this particular anti-social behaviour and take the homeless to shelters. This is a much more popular strategy with the public and engenders more positive relations within the community. 

As modern-day officers we use tools like OSARA, which stands for Objective, Scanning, Analyse, Relevant, Assessment (Sidebottom, et al, 2019) every day, as this takes the theory and uses it in a practical way. One example I have had in my last year of probation is of a shop seeing an increase in shoplifting offences. Using OSARA we created an objective which is SMART (Specific, measurable, achievable, relevant and in time). In this case it would be to reduce the shoplifting by 20% in a 3-month period. When we scanned the scene, the shop was in one of the most socially and economically poor areas of our patch and had no CCTV plus a lack of police presence due to being on the outskirts of our patch. I also noticed that the majority of these shoplifts took place between 11:00 hours and 13:00 hours. When we analysed the causes for the rise in the number of shoplifts, we identified a number of issues, such as the cost-of-living crisis, a lack of CCTV and police presence in the area. We looked at the relevant ways we could deal with these issues, through target hardening by putting in CCTV cameras at the shop and having hourly mobile police patrols outside the shop, with a patrol every 20 minutes between the hours of 11:00 and 13:00. When we analysed the results three months later, we saw that the number of shoplifting incidents we were getting called to from this shop had fallen from 30 incidents per month to around 18 to 22. We also had a greater number of arrests as we were able to identify the suspects using the CCTV and so also had a greater number of convictions in court. 

As an officer, I have come through the latest training initiative for student officers in order to best police in the UK. This has had an emphasis on the academic side of learning alongside the practical side of learning, and I have noticed how my role as an officer has changed and my learning within the job has changed as well. I have found that in my final year of probation I have found myself taking the lead on projects whereas in my first two years I would be used more as a resource. For example, whereas initially I would be being part of the hourly patrols, I am now the person doing scanning and analysis, as well as working alongside my sergeants, and inspectors, in coming up with relevant ways to tackle problems and analyse results. 

In another change, I have moved from being a tutee to a tutor. From directly being a tutee, learning from the more experienced officers on my shift, to now in my final year of probation, where I have been taking out a mix of lesser experienced officers and finally, taking out students during their probation period. This change in my role has challenged and tested me in a number of ways. Firstly, it has tested my knowledge as it requires greater knowledge to teach than it does to learn (Murray, 2021). It has also changed the way I have looked at incidents and how to deal with them. I have recognised that individuals may learn differently to myself and so when teaching new officer’s, I have had to re-evaluate an incident so that I can teach in a way relevant to them. An example of this is a sudden death I attended as a tutor with my student. For myself, I speak a lot with the next of kin (NOK), this allows me to find out about the deceased’s life whilst gaining the information I need to complete the sudden death form. However, my student at this incident struggled to speak to the NOK as she grappled with knowing what information she needed for the form and the emotional strain required to speak to the NOK. Recognising these issues, we gathered as much information from the deceased’s records, as we could. This included, medical records, current medication, place of birth and the condition of the deceased before she passed meaning that when we spoke with the NOK we only needed to gather information on when the deceased was last seen for the last seen statement for the coroner. 

The PEQF possesses the capacity to reinstate police officers' standing as ethical individuals and bestow upon them the requisite power and interpersonal independence to execute their duties. Understanding the social sciences and the function of the police in society is important, and goes beyond a focus only on logical, technical, and narrowly defined what works agendas (Fleming and Rhodes, 2017) because the PEQF has only been in place for a short time, it’s still unclear whether its potential will result in these significant changes. According to some preliminary assessments, one obstacle in this case might be the CoP's standardized approach to developing a national curriculum, which could replicate an environment in which prioritizing process over practice becomes the norm. This disparity needs to be closed if programs in higher education are to have any chance of succeeding (Martin, 2021) contend that the PEQF needs to properly balance giving new officers the training they require with supplying theoretical knowledge to back it up. To justify one's actions, one must comprehend the circumstances that led to this situation. Furthermore, they minimize the likelihood that what constitutes a good officer will change depending on the circumstance and region and instead stresses the significance of having a clear idea of that criteria as one size does not fit all. Another major factor in the effectiveness of the PEQF is the career expectancy of new officers with a large proportion of new officers earning their degree before moving on to a more financially lucrative career than the public sector cannot offer.

To conclude, my research whilst completing my PEQF has shown me the academic theories behind policing and as a result has enabled me to be a more informed and effective police officer. Over the last three years I have taken these academic theories and started to practically implement them into the world of policing. There will be arguments over the effectiveness of the PEQF but it is evidential that the modern day police force is a more educated police force.

(Word count: 2086)

Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


  
	
Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?


 
2000 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:

In this essay, I will look to examine the police force’s use of social media for professional information and engagement purposes, covering which social media platforms are used and the benefits and risks of using social media.  I will then select a relevant example of a policing incident I have been involved in and critically evaluate my experience of using social media within that incident.  

The United Kingdom had 57.1 million active media users as of January 2023 which translates as 84.4% of the population (Dixon, 2023).  With social media now being such an embedded part of the public’s life, it has become an important aspect of today’s policing. It is used by the police force as an additional means to engage with the community, to inform the public of what’s happening locally and to offer crime prevention advice.  It is used to construct communication links within the community and to build positive relations. The public can also contact the police through its own social media platforms in order to help with appeals for information. 

The police now have a lot more options to use social media platforms for professional information gathering. Some fugitives have left enough hints on social media for law enforcement to find and identify them, thanks to the attraction of self-promotion and self-surveillance.  A number of voluntary performances made by offenders have also been revealed in posted confessions. Offenders post scenes from these performances that blatantly acknowledge their guilt, sometimes even bragging about it. Law enforcement organisations have also created counter-performances based on social media; one popular tactic, used by Tarian is to pretend to be children in order to draw in and chat to protentional paedophiles before building up enough evidence to apprehend and charge sexual offenders (Tarian RCCU, 2024).   

One of the primary benefits of social media in terms of the public use of these platforms, and implementing the law from a policing point of view, is the expansion and improvement of surveillance.  Millions of people's personal film clips, photo albums, and diaries are accessible through social media, with the majority of them being shared freely, making the twenty-first century an unparalleled period of self-surveillance.  The requirement that an individual must be under suspicion in the past to be placed under surveillance has diminished, and now it is common practice to have continuously, automatically, and widely targeted surveillance.  The popularity of self-surveillance makes hidden and pervasive surveillance more acceptable due to the fact that when voluntary performances are ubiquitous, surveillance is not perceived as intrusive and being in a camera’s view is no longer unusual.  This opens up a wealth of accessible data and information that can easily be accessed when investigating crimes and, in those scenarios, where we are viewing the subject’s social media through friends, and family, we can also view the content they have been posting, sharing and liking. This can provide us with a better understanding of the mindset of the subject and can help ascertain a risk level for this individual.

The police force also uses many social media platforms for the purposes of public engagement. These include: Facebook, Twitter now known as X (including specialist X accounts such as Roads Policing Unit and Specialist Crime as well as being geographically area specific), LinkedIn, Instagram, Tiktok and Youtube, as well as an email account (South Wales police, 2024). The public is positively encouraged to engage with these platforms although there are safeguards put into place in the guise of house rules which outline what can be posted to avoid inappropriate messaging and these guidelines are laid out on the South Wales police website.

Whilst there are many advantages to using social media ie. providing a two-way communication forum with the community, building trust with the public, spreading information quickly, showing the human side of policing and gaining information from the public on criminal activity, there are also risk factors. One of these risks is inappropriate posting on social media themselves. In August 2018, an independent panel concluded that a South Wales police officer had to answer a case for gross misconduct due to inappropriate posting on social media (IOPC, 2021). As a result, the force introduced a new policy on how police officers and staff should behave on social networking sites.

The National Police Chiefs Council states that ‘the safe use of the internet and social media requires an awareness of risks across five areas, these are: 

A. Breach of trust or confidence- Disclosure of information obtained by the police service or partners, about the police service or partners, or about colleagues. 
B. Unauthorised disclosure of personal data- breach of the Data Protection Act 1998, (now General Data Protection Regulations and Data Protection Act 2018). 
C. Bringing discredit on the police service or its partners. 
D. Revealing Personal information- increased vulnerability to harassment, corruption or blackmail. 
E. Revealing operational material or tactics.’ 
(Ministry of Defence Police Professional Standards Department GUIDELINES ON THE SAFE USE OF THE INTERNET AND SOCIAL MEDIA BY MDP OFFICERS, 2013)

In order to protect themselves police officers are recommended not to make any comments, or post any images of behaviour, on the Internet or social media which could possibly be believed to be opposing the expectations of behaviour outlined in the Police Standards of Professional Behaviour.

In practical terms, during day-to-day policing I have used social media mainly in three ways; the use of social media campaigns, using subject’s and suspect’s social media and the use of police social media software such as ‘Charter’. As a response officer I use all of these ways of using social media regularly. The one I believe I use the most is the use of subject’s and suspect’s social media. The most common way for using this is for looking for missing people and using tools like my Iphone and snapchat to obtain, either a location for the missing person or, a last known location. This can significantly reduce the area needed to cover to locate the missing person. In the case of missing people, I regularly use their friend’s and family’s phones but only with the owner’s permission. There can be a moral ambiguity in this as some may like Bullock (2013) argue that this is a breach of the subject’s privacy and, of course, each scenario is different but it is my belief that this would be acceptable due to the fact that we are using it to ensure the safety of the subject and to ensure the preservation of life and limb. 

As a response officer, social media campaigns are another tool at our disposal, whether they are used to locate missing people, notify the public of outstanding subjects, identify leads for people of interest or just to show the public some of the great work we have done.  For me, one scenario where I have heavily used a social media campaign involved locating a wanted male who had committed a number of burglaries. We had been able to determine that it was the same subject for each burglary as CSI had found his DNA at each burglary. I spoke to my inspector to obtain authorisation to do a social media campaign on both X (at the time Twitter) and Facebook, trying to locate the subject and naming him as a suspect for the recent burglaries. Whilst the social media campaign was active, I asked people in the area of the burglaries to share the campaign in local area groups thus raising awareness in the area to prevent further burglaries. As a result, we were given more calls regarding the suspect being sighted in the area. A week after the campaign went live we had three calls sighting the suspect and on the third call he was arrested.  

One of the best tools we have when dealing with cyber-crimes is Charter and this system uses social media to apprehend suspects. Charter allows us to track and locate individuals using IP addresses. I have used Charter a number of times during my probation but in this last year had a very successful incident. The incident involved a 15-year-old girl who was being groomed over Instagram and had been sent a number of indecent images from a male clearly a lot older than herself. I submitted a Charter application which was approved. Instagram then gave us access to track the IP addresses through their servers and we were able to locate the source of the messages to a phone in Manchester. Local officers were able to arrest the suspect and seize his phone. This person of interest was then transported to Cardiff where I interviewed him.  As a result of this interview, and with the evidence provided via the use of Charter, together with the evidence we able to gather from his phone, I was able to charge him with section 10 of the sexual act 2003, causing or inciting a child to engage in sexual activity (Bryant and Bryant, 2020).

Information in criminal justice systems has typically been paper-based, text-based, linear, impersonal, and have flowed in a single direction between loosely connected criminal justice agencies. On the other hand, content on social media is digital, multi-media, holistic, emotional, and heavily image-based.   The way that crime and justice information is accessed and perceived has changed due to social media, and as a result, crime and justice performances have become more dynamic, multifaceted products with elusive owners.  Thus, information in criminal justice used to flow in one downstream direction, but it now naturally flows in all directions through social media.  It was inevitable that the rise of freely wielding social media linked crime and justice performances would have a significant impact on criminal justice systems. Therefore, it should come as no surprise that social media has brought about problems as well as opportunities for criminal justice.  Social media performances will change how criminals commit crimes, how criminal justice authorities handle cases, and how citizens interact with the legal system. Although "performance crimes," or crimes done for attention, have the most noticeable impact, other, less obvious effects on criminal justice, like juror behaviour, will also have a big impact. Criminal justice systems around the world will need to deal with a distinct set of phenomena brought about by the growth of performance crime through social media.

One of the greatest issues we have with social media are the breaches in data protection and personal privacy. For every social media post we make as an organisation we have to ensure we are not breaching the subject’s data protection. There is always a risk of data breaches especially with photos taken in police precincts as there can be data in the background of the photos. Other issues include when we go to release an individual’s data such as naming our suspect in the burglary case, we have to be certain it is proportionate and justified. In the case of the burglaries we had to be certain that the suspect was the burglar and have evidence beyond reasonable doubt to guarantee a charge for the suspect when he was arrested. Even with all of the evidence there will be those, such as Schlosser (2021) who will argue that people’s identity should never be disclosed by police until they are charged in court. This is backed with theories of confirmational bias.

To conclude, with the population of social media users in this country and the abundance of social media crime, the police are able to use social media both as an investigative tool, a platform to inform the public and gather information from the public. The use of social media in policing will only increase in the coming years but we have a responsibility as police officers to protect people’s privacy and data, whilst proportionately managing the risks to individuals and the wider community. 
.
(word count 1970)
 














Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

In this essay, I will firstly critically evaluate my own flexibility in leadership style. I will then critically analyse leadership strategies that I have developed to implement in a range of operational situations, whilst also considering leadership models commonly used in policing.  Finally, I will give an example of my own experience demonstrating how I was able to apply a change in leadership style as a result of changing circumstances. 

Goleman (2019) provides 6 leaderships models. These are: Coercive, pacesetting, coaching, democratic, affiliate and authoritative. With regards to this essay, I am going to focus on pacesetting, coaching and authoritative as these are model’s I have experience of, and implement, in my professional role.

My natural style of leadership is the pacesetting model. The pacesetting model is a leader who sets extremely high standards for performance. It has been a natural style of leadership applied by myself before joining the police when I trained (and trained others), developing a career in water polo and playing at an international level. With pacesetting I have led by setting high work ethic and standards, firstly for myself, and then encouraging those around me to also meet those standards. It is the leadership philosophy that I first brought into my role as a police officer, but I have found it can have issues. 

The main issue with the pacesetting style is it can destroy a good culture. It only works with a highly motivated and competent team who are able to, essentially, read the leader’s mind (ibib). Others can feel overwhelmed, perhaps demoralised and then give up because they cannot see themselves meeting the leader’s standards. The other issue I have found with being a pacesetting leader is that as a police officer I am not only a leader within the organisation, but I am also a leader when interfacing with the public when going to calls. The people we deal with both as victims, and as subjects, look to us as leaders but they don’t need us pacesetter leader because they are not looking to meet ‘my standards’, they are looking for someone to give them both confidence and to also direct them. In this situation the pacesetter leadership model may not be appropriate, it may also have detrimental effects on the culture of the organisation as a whole, in particular, this style can affect a commitment and rewards culture.

In recognition of these elements of the pacesetting leadership model, I have started to adapt as a leader to a more Authoritative leadership philosophy. An authoritative leader looks to mobilises people with enthusiasm and a clear vision. This is a visionary leader (ibib). This leader gives people leeway to innovate and take calculated risks, provided that they move in the direction of the stated vision. The reason I have switched to this approach is because I find it functions much more effectively as it provides direction, and/or change, to those individuals you are dealing with and, as a police officer, these people are often in a heightened emotional state therefore, clear direction is often the most effective way to deal with them. The one negative with this approach is that it can backfire if subordinates possess greater expertise or experience than the leader. That is why it is critical that, as police officers, we are well-trained and educated as expertise and leadership are interwoven and we cannot be effective in one, without the other.  

The time I realised I needed to switch from a pacesetting leadership to an Authoritative leadership was when I was at a critical incident with a person trying to jump from a bridge into traffic. The incident required great leadership as I had to manage multiple different emergency services, including fire and ambulance services, as well as different police departments. It became quite clear that a pacesetting leadership style would not be effective in this scenario due to the fact that holding myself to my high standards alone would not be sufficient to deal with this particular incident. What the others required of me was clear direction but also allowing the team to take calculated risks to accomplish the goal of getting the person safely off the bridge. My clear direction was to get hands on the subject as soon as possible but to make sure that if they did jump we had the resources in place to help save them as soon as possible. To do this I had traffic close the road and had an ambulance parked up on the slip road in front of traffic, so they’d be the first on scene if the person did jump. I also had a fire brigade under the bridge in a position where the jumper could not see them preparing a blow-up landing platform to place under the jumper. Whilst managing this I engaged with the jumper and became their point of contact with them while other officers moved around to get behind the jumper. In the end one officer managed to grab hold of the jumper whilst I was engaged in conversation with them and dragged them to safety. If I had just dealt with this incident as a pacesetting leader, I would have let those around me down as they required quick and clear instructions in such a high-pressured scenario. Also, the subject in this scenario was not in the correct mindset to respond to how I hold normally myself, they needed a more empathetic approach with clear instructions in order for them to remain as calm as possible. Without this change and flexibility in leadership styles the positive outcome of this scenario may not have been achieved. This shows the importance of different leadership styles and the adaptability in oneself to recognise and change leadership styles when necessary.

The other leadership model I have embraced as I have moved from a tutee to a tutor is the coaching model. This is where a leader who concentrates on developing people for the future uses the coaching strategy of leadership. As a coach, I have had to work to be excellent as a delegator, with a focus on long-term growth rather than short-term. I have had to slow down when dealing with incidents in order to focus on teaching my tutee, developing a degree of tolerance and sensitivity to the needs of the tutee and ensuring that, even if they don’t get things first time, they come away having learnt from the scenario. 

The area where I have mostly seen the coaching model of leadership being applied is when I have been teaching my tutee’s how to take statements. For me, when learning I had a very rigorous and structured way to take statements but I quickly learned that my style did not work with all those I mentored. The coaching leadership came in when I slowed down my time with the tutee’s to first explain from my side why I do my statements my way. For example, writing out the points to proof of the offence at the bottom and ensuring these points are proven within the statement but also taking into account the opinions of the students of their preferred method of working as long as the end result was correct. For example, one tutee liked to give a large background paragraph at the start of their statement, this is something I have taken on board myself for domestic incidents. 

Flexibility in leadership is crucial, and I have learnt to adapt my style based on various operational situations. This has meant, personally, having moved from a pacesetter to a more authoritative and coaching leadership style. However, I still use a pacesetting, coercive, democratic, and affiliate leadership if a scenario requires it. In dynamic environments, I've employed a more situational leadership approach, drawing on the Hersey-Blanchard model, a leadership model that focuses on the ability and willingness of individuals (Hambleton and Gumpert, 1982). For routine tasks, a more directive style is effective, while a supportive approach is applied in complex or ambiguous situation in order to foster collaboration.

When encountering diverse operational challenges, I have incorporated elements of transformational leadership, a leadership style that empowers people to accomplish positive change through big vision, inspiration, and a call to action, promoting innovation, and motivating the team to adapt to change (Bass and Riggio, 2006). This has been particularly relevant in aligning with the Policing Vision 2025 emphasizing a forward-thinking and adaptive approach. During instances requiring a rapid response, the transactional leadership model has been applied, using clear directives to ensure efficient task completion. Transactional leadership is a style of leadership where followers are directed and motivated through rewards and punishments. This style of leadership, which is also known as managerial leadership at times, places a strong emphasis on the value of structure, organiaation, supervision, output, and performance (Sarros and Santora, 2001). This style aligns with the strategic policing requirements, emphasizing effectiveness and accountability.

Adapting my leadership style to changing circumstances has involved continuous self-assessment and reflection. In my role, I've recognized the need to shift from a more autocratic approach, to a participative one, when collaboration and input from team members has been paramount. Regular feedback and staying informed about evolving situations have allowed me to make timely adjustments in leadership strategies. Overall, my flexibility in leadership style is evidenced by the deliberate application of various models, guided by the specific demands of operational situations. This adaptability reflects an understanding of the importance of context and the need for a dynamic leadership approach in policing.

Adaptive and flexible leadership is particularly crucial in situations where unforeseen circumstances and outside shifts can give rise to a pressing crisis or new danger.  One source of uncertainty can present sudden shifts in the priorities or preferences of supervisors, clients, or other users; these can necessitate making rapid adjustments to schedules and plans.  When unexpected things happen, like accidents, equipment failures, supply shortages, terrorist attacks, or the consequences of bad weather, adaptive behaviour is even more crucial. According to research, the best leaders are adept in four or more styles, particularly the coaching, democratic, affiliative, and authoritative styles. The most successful corporate cultures and organizations are created by leaders who can switch between them with ease, depending on the circumstances. Research on management and leadership over the past few decades has shown strong evidence that most managers require flexible, adaptable leadership.  Numerous studies and a broad range of theories provide this evidence.  Adaptive and flexible leadership is even more important when there is a major change in the surrounding conditions.  
A major difficulty in leadership arises when there are more junior officers and experienced ones, switch up the leadership. For example, a competent and self-assured subordinate needs more delegation and less close supervision than a less competent and self-assured subordinate.  Finally, research on influence tactics shows that depending on the target's status—a subordinate, a peer, or a boss—a different set of tactics is appropriate (Kipnis, Schmidt and Wilkinson, 1980)

To conclude, I believe it is clear that leadership models are a fluid concept with the best leaders using a multiple of different models interchangeably. In my three years of policing I have seen my leadership grow and develop from using my natural leadership style of pacesetting to using multiple different styles to get the best results for, and from, those around me. In policing we deal with such an array of individuals it is important that we best adapt our leadership to accommodate the needs of individuals needs and so can never be too reliant on one leadership style. 
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

2000 words (+/- 10%: include your actual word count at the end of each section) 
 



ANSWER:

In this essay, I will critically reflect upon my three -year probation, particularly looking at the mentoring and coaching I have received. Then examining how it has helped me meet personal, professional and organisational goals as well as aiding my learning, development and performance in the workplace. I will also review how I have provided and received feedback.

Mentoring and coaching are essential components for personal and professional development. They provide guidance, support, and insights that contribute to achieving individual and organisational goals. The mentoring relationship often involves a more experienced individual imparting knowledge, while coaching focuses on skill development and goal attainment. In the context of policing, coaching and mentoring play a crucial role in shaping effective law enforcement professionals. Theories such as transformational leadership and situational leadership are often applied to guide individuals in dynamic and challenging situations.

Effective feedback is a cornerstone of both mentoring and coaching. Constructive feedback helps individuals identify strengths, whilst also identifying areas for improvement. Providing feedback involves being specific, timely, and encouraging, fostering a continuous cycle of learning and development. Receiving feedback requires openness and a willingness to learn. Actively listening, seeking clarification, and implementing suggested improvements are key aspects of incorporating feedback into personal and professional growth.

Throughout my three years as a police officer I believe I have been supported at all times by a number of mentors, from my initial police tutor, to experienced members of the team and also from sergeants and inspectors with an end goal of furthering my development and progress. 

Classic conditioning, or learning by association, was developed by the behaviourism school of thought and was later scientifically demonstrated by (Speaks, 2021). This is how I first started to learn my role as a police officer whilst in tutorship. Their theories, which are relevant to mentoring, acknowledged the importance of "positive experience." They emphasize the need of responding to mentees' progress by offering constructive support and encouragement. The stage-by-stage deductive approach, which replicates prior learning to support learning and facilitate succession, was advocated by (Watson, 2017) When looking back at my first three months after training, I feel that these theories were applicable to my experience when I was in tutorship. I was initially placed with an experienced tutor who talked me through the basics. At this stage I still had so much to learn that a lot of this knowledge was acquired through observing how he positively dealt with incidents and putting this understanding into action. My tutor was responsible for the development of many good working practices that I learnt at this time as an officer and his ‘safeguarding first strategy of policing’ is something I have taken with me throughout my police career. 

Gagne's scientific investigation of "mental events" demonstrated how learning progressed and how students could build on prior knowledge, as presented by Wong (2018). By applying these theories to mentoring, mentees' learning can be sustained through repeated experiences, and by connecting actions to support perfections, thus learning can be built upon to help people achieve their goals (Reece and Walker, 2007). This style of mentoring is what I moved to after my tutorship. When I was placed with experienced officers for the majority of time over the next few months. During this time, they helped me develop my proactive policing skills. With a high focus on looking for stop searches and building a greater understanding for grounds for a stop search and making sure that I was carrying them out efficiently and effectively. Whilst I also learnt through repeated experience in building case files and dealing with domestic calls. 

Prior to carrying out my advanced driving course, my sergeant spoke to me about how on completion of the course he would be placing me with less experienced officers and would be looking for me to be the first responder at calls with the less experienced members. This was, in part, to develop both my skills, and build confidence, as up until this point I had been directed by more senior officers at calls rathe than taking charge myself. Due to my lack of experience, I lacked some confidence in my decision-making and so, initially, I asked to go out with our most experienced officer and for myself to take the lead but have him analysis my decision- making and feedback to me how I handled myself at calls. It was at this time I dealt with some of the most difficult calls. One that stands out was an aggravated burglary where an individual had broken into his ex-partner’s house and bitten off her new partner’s nose. This was an extremely difficult case as it had a number of witnesses who were originally unwilling to support the victim out of fear of the suspect. Previously, I would have stepped back and allowed other officers to take charge and carry out the golden hour policing but with the support of the officer by whom I was being mentored, I took charge of the call and directed other officers in carrying out the golden hour policing. This included directing CSI for forensic opportunities to having officers carry out house-to-house and CCTV enquiries, whilst I explained to witnesses how they would be protected if they gave statements. By the end of this call I had managed to collect DNA evidence, positive CCTV, statements from all the witness and productive house-to-house statements.

Cognitivists deem that learners should to be encouraged to ‘reflect for themselves’, in the sense that they should actively hunt out knowledge in a more inductive manner, and represent their knowledge and understanding and be able to reflect on what they have learnt. Dewey (reported by Randall, J. H. (1953)) identified learning as ‘learning to think’ using reflection. Bruner (1915) claimed that learners should be educated how to evaluate problems themselves and develop into independent learners. Kolb’s (2018) andragogy model, provided a structure to learning, in which it promoted the use of all four learning styles, in the same way as Honey and Mumford (1982). 

According to cognitivists, educators should push students to "reflect for themselves," which means they should actively seek out information in a more inductive way, show what they know, and be able to think back on what they have learned (Mathews and MacLeod, 1994). According to Dewey (1938), learning is "learning to think" through introspection. According to Bruner (1915), students ought to be taught how to assess issues on their own and become self-reliant scholars. Kolb's (2018) andragogy model, like Honey and Mumford's, offered a framework for learning that encouraged the application of all four learning styles (Fortin, Chevrier and Amyot, 1997) . These theories are crucial for comprehending the significance of double loop learning in mentoring and reflection. I found in this stage of being paired consistently with the experienced officer we increased the reflection time after calls and this gave me a much better understanding of why I was doing things at calls and also why it was so important to gather as much evidence in the golden hour of policing as possible.

To further my personal and professional goals, after obtaining my advanced driving certificate, I was then teamed up with younger in-service officers with the aim of gaining experience and becoming a tutor to officers in tutorship. I was supported by officers who were already tutors, who shared best practice on how to best mentor and train younger officers including how best to manage my time, and workloads, whilst assisting them in their development. The most important skills I learnt from this time was taking time out after calls to reflect, and analyse, how they went and consider how they could be improved. I also learnt how important it is as a mentor to take time to teach your tutee at their speed of learning. I also learned the balance of teaching by leading and teaching by watching. This is because when I first started to go out with those with less experience, I used to take over at calls and taught by showing those with me how to deal with calls, but to truly teach, you need to let those who you are mentoring the opportunity to takeover and learn from experience. This allows them both to deal with the calls, and put into practise what they have seen, but also make mistakes within a controlled environment, and when safe to do so, and learn from their mistakes. As I have become more experienced, and as part of my professional and organisational goals, I have gone on to train other recruits.  Schon states that it is imperative that people use "reflection on action" in order to get ready and advance (Donald Alan Schon, 2003). With regard to "reflection on action," I mentored my mentees by encouraging them to observe my actions in given situations and then through reflection equip themselves with what they have been taught through my examples. Occasionally, I've asked small groups of people to participate in "in action" reflection what Schon (ibib) refers to as reflection on one's own actions. According to Honey and Mumford (Reece, Walker 2007), learning styles differ and we should adapt to different situations in order to foster individual learning. I treat each of my mentees as an individual and treat them with the utmost respect (Boreen, Niday, Johnson 2003). I also use the Multiple Intelligence model developed by Howard Gardiner in 1983 and the V.A.K. learning style diagnostics to help me identify the best ways to learn and help my mentees learn more (Reece & Walker, 2006).

According to Dewey (Reece & Walker, 2007), students need time and space to reflect before engaging in an open discussion. This helps students prioritize their problems and come up with workable solutions (Bolton 2005). According to Rogers (2004), he thought that for learning to be effective, mentees needed to feel confident and satisfied about taking responsibility for their goals and problems. Conner and Pokora (2012) continued by saying that encouraging ownership fosters a positive outlook and a more significant and valued result, and that positivity was considered to be a crucial component in resolving complex situations. 

The most recent coaching I have received to progress my professional development during my probation has involved moving to acting up. This has combined being mentored, and mentoring, at the same time. During this time, I have learnt how to act as sergeant and be mentored by the sergeants, and inspectors around me, while at the same time acting as a mentor to those in my team that I was leading. The best example of this is when I first acted up for an afternoon. We had multiple high risk missing people to deal with, this required that I learn from my inspector how to manage their risk, circulate them on the whiteboard and PNC. I also organised my team, telling them which missing person they were allocated to and what actions I wanted them to carry out including, the initial missing people interactions with the person’s family and searches in rural areas with teams like TST and NPAS. 

To conclude, in my opinion, finding the right mentor can help you connect as a mentor and mentee, this is the key to a successful working relationship. Mentors must possess the necessary emotional intelligence and mental toughness to commit time and energy to helping someone else in a positive way (Blatt, et al, 1995), I have found this to be the case but with regards to policing the type of mentor you have varies with your stage of experience. I have been fortunate to have been on a team with a number of experienced officers and have learnt different lessons from each of them. Now as I reach the end of my probation and begin to move on to the next stage, I believe that I have the skills and training to provide the same high standard of mentoring that I received. 
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