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Task 1

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

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


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

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

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


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



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



ANSWER:

This essay will explore the role that the College of Policing (CoP) has taken in professionalising policing in the United Kingdom.  I will also consider my own role as a modern-day Police Officer, and how I feel my role has developed now I am in my final year of probation.

Previously, the role of Police Constable was an occupation which a lot of working-class men would enter in order to achieve a respectable career (Sherman, 1978).  However, due to its constantly changing needs and circumstances, it was felt the role should be made more professional. This was particularly due to there being a greater emphasis on partnership working, involving Police Officers working more closely with degree-educated professionals, such as Social Workers and Probation Officers (Rogers and Frevel, 2018).  It was the CoP who suggested the need for the Police to transition to professionalism in order to keep pace with other professional bodies.

The CoP was established in 2012 as an independent professional body of the Home Office (College of Policing, 2017).  The CoP works with all persons associated with Policing, including Police Officers, staff and the public, ensuring they have an awareness of the challenges that are encountered by the Police and enabling them to tackle these challenges effectively. To do this, the CoP is responsible for researching and delivering training needs, quality assurance checks, promoting diversity, and ensuring the well-being of its members. 

To help address the ever-changing needs and pressures placed on the Police, the Policing Vision 2025 was derived (College of Policing, 2017). This emphasises the importance of the link between the police and the public and sets out seven guidelines for forces on how to implement effective policing: fostering the right culture; engaging communities; building analytical capability; solving problems; targeting activity; developing officers and staff; and developing sharing and learning. By applying these guidelines, police forces can ensure that they make communities safer, prevent crime and antisocial behaviour, improve public perceptions of the police, and build close bonds within communities. The Policing Vision 2025 also highlighted the need for the Police and its officers to become even more professional and suggested that qualifications were required to ensure skills and knowledge were obtained. It also detailed the need for consistent accredited roles, moving away from forces providing individual training and learning provisions.  One way of ensuring consistency across forces was to introduce the Police Education Qualification Framework (PEQF).

The PEQF framework provides officers two separate routes into becoming a Police Officer, these being the Police Constable Degree Apprenticeship (PCDA) and the Degree Holder Entry Programme (DHEP).  These routes are the qualifying standard required to become Police Officers in England and Wales. They allow Officers to obtain qualifications, but also to obtain accreditation for previous learning (College of Policing, 2016). The current entry format for Policing means studying is mandatory and ensures that recruitment is open to most individuals and does not just target promising or elite candidates (Tong and Hallenberg, 2018).

The PEQF format has been seen as a success by some.  It has been felt that some Officers who had completed the PEQF programme had a greater understanding of the Police service more generally and the specific role of a Police Officer (Norman and Williams, 2017).  It is also thought that entering into a degree programme encourages officers to have contact with a diverse group of people who have different ideas and backgrounds (Taylor, 1983).  This diverse contact can enhance learning and  helps officers to develop a better understanding of the multi-cultural communities they serve.
There are some concerns in relation to the PEQF programme, though.  Some have suggested that there is little evidence that a higher education programme benefits the Police force nor the individual Officer, as it does not have a direct bearing on the tasks completed by officers on a daily basis (Rydberg and Terrill, 2010).  It is also felt that the role of a Police Officer is learnt through experience and exposure to specific situations and cannot be learned through academic reading or examinations (Rowe, Turner and Pearson, 2016).

In my own experiences of completing a degree alongside my day-to-day work, I can see both positive and negative impacts for myself. I have found the academic work to be quite time consuming alongside doing shifts with the day job, and so sometimes I haven’t had the motivation to complete this, particularly after a difficult ‘set’. I’ve also found that I don’t always gain much in terms of developing my knowledge and understanding from some of the reading, however I know that I am someone who learns better by ‘doing’ and experiencing situations first-hand. However, I have recognised the benefits in terms of my own development. It has encouraged me to reflect more on situations I have come across throughout my time so far as a Police Officer and consider things that have worked well and not so well, which has then helped my approach with similar situations moving forward. It has also meant that I have regularly thought about whether my work is meeting the expectations and values of my local force and the wider Policing Vision 2025, as well as the policing Code of Ethics. This helps me to become a more well-rounded Police Officer.

The role of a modern-day Police Officer is challenging, with calls that are often time consuming and emotionally draining. Couple this with the high standard of work required and ensuring the force’s values and ethics are adhered to at all times, means that Officers are often fighting fires on a daily basis. To ensure I am able to produce the high standard of work required of a Police Officer, it has been crucial that I adhere to the Police Code of Ethics at all times. The Code of Ethics details the behaviours, standards and principles that are expected by Police forces of their Officers across the country (College of Policing, 2014).  Before starting this role, I had some awareness of the Code of Ethics from completing some research for my application. As mentioned above, completing this programme has helped me to develop my understanding further by regularly ‘checking-in’ with the Code, to ensure the decisions I make and actions I take, both inside and outside of work, are appropriate and represent the force in which I serve adequately.

The Police Code of Ethics ensures that all Police Officers are well-aligned in their thought processes and beliefs, which enables us to work effectively and efficiently as a team. Being a part of a well-oiled team is important for me and my development, as it enables me to feel confident that I can approach colleagues to ask for their help and to learn from them and their experiences. As teamwork is so crucial, I have tried to develop a better understanding of how this works within my role and found a theory devised by Peter Honey (2001). He suggested that a team has five roles: the leader, who sets objectives and ensures each team member plays a part; the challenger, who questions and challenges other team members to help them improve; the doer, who leads by example and encourages other team members; the thinker, who develops individual and team ideas; and the supporter, who reduces anxiety and helps to develop team harmony.  I found this useful to consider how I have developed as a Police Officer in terms of what I bring to the team. On a daily basis, I have taken on all five of the roles, depending on the different calls I have attended.

For example, I recently attended a domestic-related incident with newer colleagues that involved us arresting a male for non-fatal strangulation.  Throughout the whole incident, I referred to the National Decision Model (NDM) to enable me to interpret the information given to me and allow me to confidently manage the risk posed to all individuals appropriately, thus ensuring the decisions I made were effective, consistent and justifiable (Bryant and Bryant, 2020). During the incident, I took it upon myself to initially act as the leader, by instructing and ensuring my colleagues knew what was expected of them at all times, and the doer as I led by example when speaking to the victim, perpetrator and witnesses. I was also the thinker and challenger, as whilst on route to the incident, I asked my colleagues their opinions, gathered information from the control room and challenged ideas to help them with decision making. Finally, I also played the role of the supporter, ensuring my colleagues were able to make decisions without anxiety and with confidence that I was there to support them at all times. 

When reflecting on this recent incident, I have considered how my role as a Police Officer has evolved from my time joining in 2020 to the current day. During initial training, my confidence and experience of Policing was generally low and after joining my current shift, I would often allow others to take the lead and wait for tasks to be allocated to me.  However, as time has gone on, my confidence has grown and I have developed more skills and experience, so I now find myself taking the lead at calls and in the station, and with the completion of relevant training courses, I am now in a position where I mentor colleagues. This demonstrates that I have developed into a Police Officer who can be trusted to make decisions autonomously, and others consider to be professional and competent enough to pass on my knowledge, support and guidance to other colleagues, just like I received when I first started. 

My role as a Police Officer has changed in a positive way, as my training and learning has enabled me to become a more confident individual who is capable of dealing with most incidents in work efficiently, effectively and in line with professional standards. However, I acknowledge that some of the changes I have undergone has sometimes been forced upon me due to the ever-changing needs of policing.  When I first joined my shift, there were regularly 10 people working of mixed experience, with many officers on shift having at least 10 years’ service. Now, however, the shift is depleted, and I have found myself working as part of 4 officers covering the entire borough, some without the necessary skills to deal with emergency calls adequately due to a lack of training. This has meant that taking the lead on situations has sometimes been the only option for me as I am the most experienced on some shifts. Financial cuts imposed upon Police forces essentially means that forces are having to provide a high-quality service with limited means. These cuts have had an overall negative impact upon public confidence in policing (Warrell, 2018). Officers and the public are becoming disgruntled as they are aware that a lack of officers, reduced means and limited resources leads to fewer arrests, long and drawn-out investigations, and less officer presence in troublesome areas (Syal, 2018). With this in mind, I have done my best to ensure that I support my less experienced colleagues wherever I can and tried to be a positive role model for them by promoting the values of my local and wider police force within my work.  I have also ensured that my conduct is professional in any interactions I have with members of the public. Whilst I have no control of staffing, I can control the way I deal with situations and how I want the public to view me and my force, which I want to be positive.

As mentioned previously, joint-up working with other agencies has been seen as a core role of a professional Police Officer. I am aware of the ‘Beating Crime Plan’ which has been introduced to help cut crime, including homicide and serious violence, and to protect the public (UK Government, 2021). The plan emphasises the importance of the joint working of all agencies involved in the Criminal Justice System to meet these objectives. As a result, the Plan will involve me working directly with partnership agencies to target criminals and support victims, with the hope of reducing crime locally and nationally. For example, my current role involves me working with other agencies such as Probation and Social Services. Working closely with other agencies so far has been of benefit to me as an officer as it enables me to gather and share information which helps me conduct my role effectively. It has also helped me consider other parts of my work in more detail, such as safeguarding, which I think has helped improve my approach.

I am aware that my role as a Police Officer is fluid and will change the longer my career progresses. This is important as I will need to continually develop and change to meet the needs of the public. I have already recognised how I have evolved as an officer in my first 3 years in service, including how I have developed my skills, experience and confidence at work. This has helped me to fulfil the expectations of a modern-day police officer. 
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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:

Social media is a part of the modern-day norm, with its use being widespread across the population. Research completed by Ofcom (2019) found that approximately 70% of adults had a social media profile, and one in every five minutes spent online was on social media. People often use social media to communicate with others, stay up to date with current news and for employment purposes. Social media is also a way of sharing information between individuals and groups. 

As the use of social media became more widespread, it was essential that it formed a part of modern-day policing. Police officers are no longer expected to solely ‘walk the beat’, and as the role of social media has evolved, so too have the responsibilities and expectations of officers. As such, Police forces across the nation now have a big online presence. The Police Vision 2025 re-iterated the importance of the Police having a positive relationship with the public (College of Policing, 2017). Developing these relationships has been shown to increase confidence and trust in the Police, as well as improve perceptions of Police legitimacy (Gill et al, 2014). For Police forces to be able to build these relationships in the modern world, it is crucial that they have a visible presence within their communities not only in person, but also online. As such, Police forces across the UK have now taken to social media to encourage the public to identify and connect with them.  The social media platforms most often associated with the Police are the most popular among the public, these being Facebook, Twitter, Instagram and TikTok.  The popularity of these sites ensure the Police have access to large followings at a touch of a button. 
Police use of social media is beneficial in many ways. A major advantage is that it allows forces to share relevant information with the public quickly on a platform where it is easily accessed. Previously, information would be shared in more conventional ways, such as public forums or information leaflets. However, social media allows the Police to provide up-to-date information instantly and conveniently, allowing followers of their social media platforms to read and share the information more effortlessly. I have seen this when information has been shared by my local force which includes things such as safety advice, information about road closures and missing person appeals. I know that for wider forces, the Police shared information on social media to great effect in 2011, when riots broke out across the UK. The Police used social media to calm and reassure the public that disorderly incidents were not taking place in their areas, following the spreading of ill-founded rumours (Crump, 2011). Social media was also used extensively during the aftermath of the earthquake that struck New Zealand in 2011 (Knibbs, 2013). Greater Manchester Police have previously held a ‘Twitter Day’ in 2010, where they tweeted every incident that was reported to their control room.  It was felt this would raise awareness of the diverse roles and jobs officers undertake daily (Fisher, 2012). 

Using social media can encourage community engagement with Police forces as it gives the public an opportunity to provide information and report crime online. By providing an online platform for the public to communicate with the Police at all times can take away some of the barriers that are sometimes faced, such as limited officers and resources and feeling safer to report information more discreetly. I have also seen that it can be helpful as an alternative way of reporting information when our local control room phone lines have been down. Relationships can also be built by having individual social media profiles, such as those of neighbourhood officers. This can increase officer visibility and provide reassurance that there are officers working in their local area. This could also lead to the public becoming familiar with local officers and more likely to share information with them.

Social media platforms can also assist with gathering intelligence and investigations.  The speed in which appeals can be made and the large demographic it can reach can be crucial when appealing for witnesses, identifying suspects or looking for missing persons.  A prime example was when the Metropolitan Police used social media to help identify and locate rioters who caused widespread disorder in 2011, as part of Operation Withern. Images used and shared on their various social media platforms gained over 4 million views, (Denef, Bayerl and Kaptein, 2013). Police can also gather intelligence through following the use of social media by members of the public. This allows the Police to gain a greater insight into the members of their communities and their activities.  Police used this source of intelligence gathering following the fatal shooting of Anthony Grainger in 2012 (Fahy, 2012, cited in Police Product Insight, 2012). Other sites can also be monitored which have been identified as having links to criminal activity or antisocial behaviour. Sites located on the ‘Dark Web’ are often visited by Police to identify subjects that communicate there for the purpose of their criminal activity.  

Social media has been proven to be a great asset for the Police, however, this is only when it is used appropriately. Using social media can also come with risks. For example, when posting online, the Police should only post information that is relevant and beneficial to the public. If not, it could be seen as a ‘tick box’ exercise and could leave them feeling that Police time could be better spent doing ‘actual Police work’ (Ray et al, 2012). To ensure their posts are read and shared by its followers, Police forces need to ensure the information is also inviting.  This will ensure the public digests the information and are more likely to share it.  The tone and context of their posts is also important. If posts are more informal, then it could encourage better relationships with the public. However, the boundaries that are essential for a productive and professional relationship could be blurred, allowing the public to over-step the mark.

As mentioned above, the Police receive a lot of information and intelligence through their social media pages. It is imperative that they carefully read through it all to ensure that relevant information is sorted from information that is less essential. If they do not, important information could be missed, which could lead to undetected crime and the less likelihood of the public engaging with them in future. This is even more challenging due to a limited number of Police staff. The rapid expansion of social media and the use of it by the Police has come at a time when Police budgets are continually being cut. As such, there is a risk that there will be no staff available to manage and use the social media accounts, allowing them to go idle and information to be missed.

Social media can be used by all staff members within a Police force; however, it is essential that the content on their profiles is always appropriate.  A previous report by the HMIC found that there were approximately 357 instances of inappropriate behaviour by Police on social media (HMIC, 2012). To ensure incidents of inappropriate behaviour are limited, I know that my local force have a policy that reinforces the importance of its officers using social media in a safe, effective and appropriate manner. This includes the use of both general Police accounts on behalf of the organisation and personal accounts. The policy ensures the use of social media represents the force, its values and the Police Code of Ethics (College of Policing, 2014), which should be engrained in the organisation and all of its staff members. The policy also acknowledges that although personal profiles are separate to Police accounts, there can be a cross over. It has been identified that Police Officers have posted about work-related things on their personal accounts or share personal opinions that conflict with the Code of Ethics. It is therefore essential that Police staff know the risks and are aware of their responsibilities at all times.

In my current role as a Police Constable, I am not responsible for updating the force’s social media accounts directly. However, I have been involved in a number of incidents where I have used social media to communicate with the public, both to provide them with information and to request intelligence. For example, following a serious Road Traffic Collision (RTC), I requested that the force media desk issue a social media post to the public to inform them that the road where the RTC took place was closed. I felt that the use of social media was beneficial here to ensure the safety of other road users and myself and my colleagues. My intention was to ensure that there was not a build-up of traffic at and around the scene and getting this information in advance would allow road users the time to plan an alternative route. If I hadn’t asked for this information to be shared, it could have placed more strain on our resources as there could have potentially been other incidents to manage because of traffic build up. Sharing this information may have also provided reassurance that the situation was being dealt with and improved he public’s perceptions of us for sharing this promptly and efficiently, which could improve our relationships with them.

On another occasion, I used a social media appeal during an investigation into a high-risk missing person. A young male with severe depression and anxiety had left a suicide note to his family before leaving his family home. After completing all relevant lines of enquiry, I was still unable to locate the male. I therefore felt that it was necessary to share the details of the missing person in a post on our local police social media accounts. I recognised that this would allow the information to reach a much wider audience quickly, particularly as the local force and the male himself had a lot of online followers. This could have led to information being given by the public that could help me confirm his whereabouts, and could raise awareness and help them recognise him, particularly as the post involved a photograph. While I felt this would be helpful, I only did so after discussing this option with the family and his next of kin. Due to the sensitive nature of this case, it was important I treated the missing person and his family with respect and dignity. By discussing this with them, I ensured I had consent and hopefully demonstrated that I was doing the best I could, which could have led to them trusting me and the wider force. 
Whilst my experiences have generally been positive when using social media in my work, I know from using my personal profiles that engagement from the public isn’t always positive. I have seen on many occasions where members of the public have left negative comments on the local force’s social media posts. I assume this is due to their own or others’ past experiences with the Police. This can be unhelpful when other users see the comments and get involved and can potentially lead to the spread of negative views of the Police. This can be frustrating for me on times as I am aware of what goes on behind the scenes and feel that some comments are unfair. However, to remain professional and in line with the expectations of me as a Police Constable and my local force’s social media policy, I do not engage in any conversation or comments on these posts myself, and never share the posts on my own profile. When online, I do not give away that I work for the police as a way of protecting myself and my family. I also feel quite strongly about not having my photo posted on my local force’s social media to maintain this. Whilst I can see how this may be beneficial in building relationships with the public and being a ‘familiar face’, I feel that I can achieve this from my in-person work.

Social media allows us, as Police Officers, the opportunity to engage with the public in more modern ways. It can help us to gather important information and intelligence and to share relevant information with the communities we serve quickly and efficiently.  I feel that the fact Police forces have got on board with the use of social media to help aid our work shows that we are open to evolving to fit the needs of our public. However, despite its many positives and successes, it can also be detrimental if not used correctly or appropriately. Our followers could ‘turn off’ and we could find ourselves dealing with a lack of engagement from the public. In extreme cases, this could cause irreparable damage to views of the force at a time when public confidence in the Police is quite poor. I therefore understand that it is crucial that I adhere to the force policy and Code of Ethics when using social media.
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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:

The role of a Police Officer is often demanding, with decisions having to be made at a fast pace and in an ethical way. A Police Officer’s ability to lead is therefore crucial to deal with the ever-changing demands placed upon them. This essay will consider different leadership styles commonly used in policing as well as explore the leadership strategies I have developed to manage incidents I have responded to.

Leadership can be defined as ‘a process of social influence, which maximises the efforts of others, towards the achievement of a goal’ (Kruse, 2013).  With that in mind, a leader is able to share a clear vision with their team and provide the experience, knowledge and methods that will help the team achieve their goal. A good leader is also able to manage the teams’ expectations and the conflict that can sometimes develop within.

Effective leadership from police management improves performance and ensures that efficiency, legitimacy and transparency is maintained throughout the force (HMIC, 2016.)  The current policing environment means that forces face challenges like never before, so the need for effective leadership is crucial to deal with ever-changing demands. There is no one specific leadership model that the Police adopt and use. The best performing Police forces demonstrate different leadership styles and ensure their staff understand the need to adapt their own style dependent on what challenges and obstacles they face. As such, there are a number of different leadership styles that Police forces use, some of which I will highlight below. 

[bookmark: _Hlk130575003]Transformational leadership provides a person-centred approach, with the leader aiming to inspire, empower and motivate its team members (Roberts, 1985.)  This approach can appeal to team members as they feel listened to and their opinions considered.  However, there is a concern that leaders are not seen as leaders, as some team members look to their managers and senior officers to lead by example. Transactional leadership is described as a cost-benefit exchange between a leader and its followers (Kuhnert & Lewis, 1987) providing rewards or punishments based on performance levels (Yukl & Van Fleet, 1992). For example, if performance levels drop below expectations, people might be put on a performance plan. Alternatively, if the standard of their work is high, they could be rewarded with incentives. It is said that an incentivised approach could motivate team members to strive for better performances. Authoritative leadership is a rules-based approach, similar to what is used within the armed forces.  Leaders often take full control and team members are expected to follow them and not provide feedback or ideas (Bass, 2008).  This can be effective as it provides the organisation with clear direction, however it can be seen to undervalue team members and demotivate them. Active leadership is energetic and allows the leader to engage with the team, encouraging and motivating them in a way that builds trust and transparency (Rizvi, 2022).  This leader provides a good example and is out in the field with its team members. Although this style might allow the leader to build rapport with its team and they might feel like the leader is ‘one of them’, it could also blur boundaries and disciplining individuals might be difficult. The laissez-faire leadership style is where the leaders feel they can trust and rely on their team members, and so stand back and let team members get on with things themselves (Robbins, 2007).  Although this gives team members autonomy and encourages them to feel like they are trusted, it can also mean there may be confusion about who the actual leader is and there might be a lack of structure to the team and its goals.

As a Police Officer, it has been crucial that I have developed strong leadership skills. Despite me not being in a management role, I have to use various leadership skills on a daily basis, whether it is when I deal with colleagues, senior officers or members of the public. I recently attended an emergency call where a male was highly intoxicated and was threatening to damage his mother’s car.  Upon my attendance, I could see two men grappling on the floor and there were two women standing close by who were emotional and clearly upset. I quickly told my colleague that we needed to separate the two men immediately, adopting an authoritative approach. I felt that at this point, giving clear direction was important to ensure that both of us had the same goal, which was to manage the safety of those involved in the situation as soon as possible. While I had no doubt my colleague would have thought the same, giving instructions out loud opened up the communication between us. After my colleague and I separated the men, we took each of them aside so we could speak with them alone. 

I also requested an additional unit attend the incident to help manage the scene, as a group of approximately ten people had now gathered and were shouting and giving different versions of what had gone on. I felt that I demonstrated leadership here by using my initiative to request support from other officers to help manage the situation. If I hadn’t done this, things could have escalated and become dangerous for myself, my colleague and others in the area. When the other officers arrived, I explained to them what had happened, what the risks were and what options we had to deal with the matter in a way that ensured the safety of all of the people present. Here I took an active leadership approach as I shared my knowledge of the situation that I had been involved in, communicated with them openly and let them have their say on how to proceed and showed my appreciation for them attending to support me and my colleague.

I spoke to my colleague about the intoxicated male and how he needed to be arrested for assault. I asked him whether he wanted to arrest the suspect seeing as I had dealt with the victim, or whether he wanted me to take the lead. Whilst I had made the decision to arrest, I gave my colleague the opportunity to make a decision about next steps, thus adopting a transformational approach. I believe it is crucial to listen to others’ views as it can make them feel more empowered and valued, but also their experience could provide an alternative way of dealing with the matter. My colleague said that he would deal with the suspect with another colleague, which meant that I dealt with the victim. Here, I reverted back to an authoritative approach where I instructed the victim to return to their house along with his partner and brother, who were watching. I explained that once the suspect had been dealt with, I would return to obtain a statement and to ensure he was safe and well. Again, giving clear instructions was helpful here as it meant that I could maintain control of the situation. By saying I would return to take a statement also meant that the victim and their family was aware of what was going to happen next and hopefully reassured them that I would be taking their experience seriously.

This incident was a clear example of a fast-paced environment with information being presented from a number of sources. It was therefore essential that I, along with my colleagues, adhered to the Police Code of Ethics (College of Policing, 2014) to ensure that we acted in a fair and appropriate manner, and made decisions that were ethical and morally accurate. As a leader, I ensured that my decisions and that of my colleagues were done so with the public’s best interests at heart.  For example, through my transformational approach mentioned above, it was decided between my colleagues and I that to deal with the suspect safely, a use of force was required where he was taken to the floor and fast straps were used to ensure he did not cause harm to himself or any other person. This was done so in a fair, proportionate and lawful manner. Decisions I made were also made using the National Decision Model (NDM) which ensured they were structured and ethical (Bryant and Bryant, 2020), and adhered to legislation such as the Human Rights Act (1998).

Throughout this incident, I believe that I demonstrated good leadership skills. I was considerate of others’ views, direct and confident in my decision-making and I communicated clearly with my colleagues and members of the public. I was also flexible in my leadership approach depending on who I was dealing with, the decision that had to be made and the changing circumstances. For example, I took an authoritative approach when initially attending the scene and when speaking to members of the public to help gain and maintain control of the situation. I used a more transformative approach with my colleagues, listening to their views and opinions before making decisions to ensure they were made in an ethical and fair manner. By playing an active role in this incident, I believe I led by example which I think resulted in colleagues following and supporting me where necessary. I think that if I had adopted a laissez-faire approach, then this situation could easily have escalated in risk and become unsafe. There were many members of the public present as well as officers who were in their tutorship period who were may be less knowledgeable and experienced. As such, I think that by taking a more directive role while still ensuring their views were taken into account ensured the situation was dealt with effectively. 

When reflecting on this incident, I have recognised that I automatically took on the role of the leader. I have come to know the colleague who I attended the scene with quite well, and know that they are maybe not as confident as I can be in taking the lead on confrontational situations. I think this led to me automatically taking on the role of a leader as I am more proactive. Whilst this helped in this situation to gain control as early as possible, I know this may not be as effective in others. For example, there are colleagues who may have more knowledge and experience and are better suited to leading on certain situations, and so I take more of a back seat and learn from them. 

As well as the above incident, there have been many other situations where I have adapted my leadership style. For example, when attending an incident at a psychiatric unit where a patient had a weapon, I have taken a transformational and active approach with the unit’s staff members first to ask for their knowledge and opinions of the patient before then giving my advice to the staff and my colleagues on how to move forward. When the patient then turned violent, I took a more authoritative approach and gave direct instructions to both staff and my colleague to ensure the safety of the patient and everyone in the area. With the patient themselves, I started off as authoritative to make it clear what was expected of them to keep everyone safe. I then adapted into a transactional leader, where I told them the positive outcomes of them handing over the weapon and calming their behaviour. This is another example where I have shown I can adapt my leadership to changing circumstances and can influence different people involved. Here, I had to be careful about not being too authoritative with the unit staff as they knew the patient and the unit better than I did and so didn’t want to tread on anyone’s toes. However, they also called the police for support and so I would assume they wanted someone who could take control of the situation.

Effective leadership within the Police is essential for productivity and professionalism.  If there is no leadership, staff may feel less connected, uninspired and their performances could drop.  If management are seen to be working with its staff, developing them and listening to their views and opinions, it will create an environment that will thrive and provide good results. Leadership also affects the public and its trust in the Police.  If the public feel that the Police are incompetent or are working without their best interest at heart, then they may be less likely to work with the force and create an ‘us versus them’ situation.  For example, the recent high-profile cases of misogyny and racism within the Metropolitan Police force has damaged their reputation, as many believe this is a result of poor leadership from top to bottom of the force.  This reinforces the importance for me of being an effective leader in my role, so that I can protect and reassure the public, and lead by example and influence other colleagues to perform at their best.
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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:

My role as a Police Constable on the Police Constable Degree Apprenticeship has been a mixture of classroom and online based learning alongside training whilst on the job.  Training alongside shift work can be demanding, as the job can be difficult already with demands coming at all times.  Fortunately, I have been able to rely upon experienced colleagues and my Sergeant for support, who have provided advice and guidance when I have needed this. This essay will consider definitions of coaching and mentoring and how I have benefitted from this in my role so far.  

Coaching and mentoring are processes used by employers to improve their staff team. They serve to help in developing the skills, knowledge and performance of the team members. Coaching can be defined as a process that ensures performance improves by enabling development amongst team members (Parsloe, 1999). Coaching is the professional relationship between a ‘coach’ and team member, with the aim being to improve the team members professional skill base and experiences. Mentoring can be defined as the help provided by one person to another, to make improved transitions in their knowledge (Marquardt and Loan, 2006). It can also be defined as a process in which a more experienced team member provides support and guidance to a less experienced or new team member (Weaver and Chelladurai 1999).  Although both coaching and mentoring aim to support a person’s development through sharing knowledge and developing their skillset, mentoring involves a more direct relationship between the mentor and mentee, such as where the mentor takes the lead at a meeting for example, while the mentee listens and observes.  Coaching tends to be non-directive, where a ‘coach’ or a line manager sets the team member targets and goals and they are then encouraged to use their initiative to reach these goals.

Both coaching and mentoring have a number of benefits for the team member and the organisation as a whole.  Firstly, it brings the team closer together, as team members can develop strong professional relationships that allows them to then support one another.  When new team members join a group, they might not have the necessary skills that will allow the team to function to a high standard. Without coaching or mentoring, they could take a long time to develop their knowledge and experience, but with the appropriate support, it is suggested that they can improve their performance at a quicker rate, allowing the team to continue to produce good results.  Coaching and mentoring also ensures that the organisation’s culture is continually engrained throughout. When considering my local police force, Gwent Police have instilled a strong organisational culture with the Police Code of Ethics at its heart.  Coaching from senior management and direct line managers, and mentoring from experienced colleagues, has ensured that the Code of Ethics and the force values are maintained at all times.  This is important, as organisational culture ensures that all members of that organisation, i.e. Gwent Police, have a common purpose that they can work towards (Wong, 2020). 

If not done well, coaching and mentoring can have negative effects. For example, if there is not a strong organisational culture embedded in the team, then the negativity will flow through to the new team members.  Occasionally, staff are asked to become mentors with no additional reward offered to them, which leaves them feeling like they are getting paid the same as their colleagues to do more work and to have more responsibility. This can lead to resentment building and the mentor not doing a thorough and professional job of mentoring.  This then impacts on the mentee, who has not received an appropriate level of guidance. Finally, mentoring can also cause a dependence to build, where the new team member could become too reliant on the mentor, and they are then unable to use their own initiative or make decisions on their own. 

Since joining the Police in 2020, I have been fortunate enough to have been coached and mentored by well trained and experienced staff who have helped me develop and grow professionally and personally. Whilst in initial training, my tutor acted as both a coach and mentor.  They ensured I was taught the curriculum required to pass the policing exams.  They also delivered training to me that would allow me to meet the needs of the organisation and ensure I developed the necessary skills that would allow me to become a professional and competent Police Officer. I feel like this was important as it provided me with a foundation knowledge of the expectations of me as an officer that I could then build on.  I would regularly meet with one of my tutors and the training Sergeant where we would discuss my progress and they would provide feedback on my performance, paying particular attention to my professional, educational and psychological skills. I feel that receiving this feedback so early on was helpful for me to see what areas I was performing well in so that I could maintain this standard. This also provided me with a confidence boost that I was working well. More importantly, it also helped me to identify areas for development which I could then focus on. For example, I was provided positive feedback on how I dealt with a conflict situation involving an intoxicated male who was trespassing but was told I needed to further develop my confidence in using the radio. I therefore focused on improving this in the next few incidents.

Following training, I was then paired with a Police Officer who mentored me through ten weeks of operational development.  I would work alongside my ‘mentor’ and attend real time Police calls, covering all of the necessary training requirements before I could be declared ready for independent patrol.  This mentorship allowed me the opportunity to learn from an experienced Police officer who had over 15 years’ operational service.  My mentor and I attended various calls, including quite intense situations such as high-risk domestic violent incidents, Road Traffic Collisions (RTCs) and sudden deaths. I appreciated her exposing me to these types of incidents early on as this was helpful for me to almost ‘test’ how I would respond to them emotionally. I have always considered myself to be quite a resilient person generally, but obviously I had not been directly involved in incidents like this previously so was unsure how it would impact on me. Due to my mentor’s experience, I was also able to discuss her views and opinions, taking on board how she had dealt with similar incidents throughout her career so that I could safely deal with incidents we were attending together. Following each call, we would debrief, and she would provide feedback to me about what I had done well and what I could potentially do differently in the future. This mentorship therefore helped me develop my confidence in dealing with various situations and made me reflect on my decision making and being able to justify this.   Although on the whole this mentorship experience was positive and I learnt a lot in a short space of time, I felt that at times it was difficult for me.  Despite me being open to feedback, when I respectfully challenged my mentor’s way of working or asked why she hadn’t considered an alternative form of disposal, she could be dismissive of me and my views.  I felt that trust was crucial during this period, and whilst I feel I did my best to develop this with her, I did not feel that she trusted me fully in return. Research shows that the relationship between the mentor and mentee is one which should be based on trust, and they should be able to challenge and provide feedback to each other (Bouquillon, Sosik and Lee, 2005). Feeling as though I was being dismissed left me feeling deflated and undervalued, and eventually I did not feel I was able to fully share my opinions with her or question why things were being done as I was worried, she was thinking I was judging her or being challenging. This made it hard on times when I wanted to understand why decisions were being made so that I could learn from them myself.

Following the completion of my 10-week tutorship, I was signed off as an independent officer and provided with my station posting.  When I initially joined my shift, for a 2-week period, I was consistently paired with an experienced colleague who again had approximately 15 years’ service.  Prior to meeting with him in person, this colleague contacted me a few times to check in with me and to see if there was any area of my training that I was particularly unsure of or unconfident about, so that we could focus on this when I start. This was reassuring and provided me with confidence that I would be joining a shift that was caring and had ‘each other’s backs’.  This instantly allowed us to build a relationship of trust, which as mentioned above, is essential to any mentor and mentee role (Kutliek & Earnest, 2001). Whilst on shift, my mentor asked what I wanted to cover during the 2 weeks we would be working together. By asking what I wanted to work on left me feeling valued and as though my opinion mattered, again contributing to our positive relationship building. I explained that I was particularly unsure about the missing person process, as I had only covered one previously. From this, he ensured that we covered a number of these incidents during our brief mentorship, so that I would develop the skills and confidence to deal with them alone in the future. The ability to plan short term goals was crucial for my mentor and I to ensure our time together was focused so that I could develop the areas I felt I had weaknesses in. It is argued that short term goals must be set during a mentorship to ensure the ‘relationship’ goals set between the mentor and mentee are met (Podsen & Denmark, 2000).  During my time working alongside my mentor, the conversations we had and the goals we set were often done on an informal basis. This ensured the relationship remained relaxed and trust was maintained.  It was refreshing to see an experienced officer work as I was able to learn a lot from him in terms of his ability to remain calm under pressure, to provide leadership amongst the team and the public, and also to gain a greater understanding of what the role entailed.  I developed a lot of confidence whilst working with my mentor and believe this was as a result of the informal but considerate approach that he adopted with me.  

Another approach that I have found helpful to develop my knowledge and skills has been ‘peer mentoring’.  This is an approach where colleagues who have similar experiences and are at similar stages of their career work together and learn from one another (Topping, 2005).  I have often been crewed with an Officer I had completed training with. While we had the same length of service, our experiences differed due to the different calls we had previously responded to which meant we could learn from one another.  This approach was encouraged by my Sergeant, and it was one that I found helpful as I was able to learn from my colleague and I did not feel pressure to know all of the answers.  We were able to share ideas and views which we might not have done if we had worked with more experienced colleagues, as they would naturally take the lead at a call. By having the opportunity to make autonomous decisions and be the leader in situations, while also having the support of my colleague, this has helped me develop confidence and experience. I have found that another valuable way of learning is simply by listening to colleagues talking about incidents they have dealt with whilst we are sat together in the station or in the car attending a call.  

Coaching and mentoring are an essential part of learning, especially in the role of a Police Officer. There is so much to learn and no officer, regardless of their rank, knows everything. Coaching and mentoring therefore provides officers new and old the opportunity to continually develop and grow.   In my own experience as a Police Officer, being both coached and mentored has allowed me to grow professionally and personally. Being mentored prior to becoming independent and during my initial 2 weeks on shift has allowed me to develop the necessary skills to become a competent and confident Police officer who is capable of making ethical decisions and dealing with a range of challenging situations.  I have been able to learn from all of my colleagues on a formal and informal basis, and I have taken on board good practice that I have observed and been coached through.
I believe that feedback is crucial in any role, but particularly in policing as every situation is different and there are always alternative ways of dealing with them. My colleagues have therefore provided me with feedback to help me continually develop.
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