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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 piece of writing, I will be illustrating an incident I attended in which I played a significant role with an offender and a victim and reflecting on what has happened. I will critically evaluate the strategic role of the College of Policing in professionalising policing in the United Kingdom and how they have assisted in influencing me to fulfil the role of a modern day police officer,  now that I am in my final year of my probationary period. During the essay, I will look to also consider future plans of policing which the College of Policing have developed, such as the Strategic Policing Requirement, Policing Vision 2025, the Workforce Transformation 2018, and the College of Policing’s five-year strategy.


   Firstly, the College of Policing was established on the 4th of February 2013, and they are “a professional body for everyone working across policing. It is an operationally independent non-departmental public body” (College of Policing, 2013). The College of Policing’s aim when founded was to “be the first national body to focus solely on strengthening professionalism in the police service” (NPCC, 2013). During my three year probationary period, I have utilised many skills and exercised a lot of knowledge that I have learned and developed from the College of Policing. In my initial six months, whilst I was in training school, all the lessons that were taught to us were directly from the College of Policing. This ensured that we were being taught the correct way and in line with the College of Policing standards. There are many incidents which I have attended during my three year probationary period, in which I have utilised legislation and tactics that I have learnt during my six months in training school. The main scenarios where I have utilised a lot of what I have learnt and put into practice would be when managing domestic incidents.  One example of this is when I was asked to respond to reports from a neighbour stating that arguing could be heard in the flat above them.  On arrival, I was required to speak to the victim of the incident who disclosed that her partner had assaulted her by grabbing her to the throat, causing bruising. During this incident, I was required to use my professionalism which has been developed and enhanced as a result of being taught from the College of Policing as they set the standards of professional behaviour for police forces in the United Kingdom and expect all officers to present this level of professionalism when dealing with members of the public. In this incident, the offender was arrested for offences that they were alleged to have committed. This is an example of ‘taking positive action’ and as detailed by the (College of Policing, 2018), “Police Officers have a duty to take positive action when dealing with domestic abuse incidents”. Positive action is a way to ensure the safety of the victim and to prevent further offences from being committed and police officers are expected to take positive action at all domestic incidents as this is a national standard that is set out by the College of Policing to all police forces in the UK.  In this incident, the victim was not willing to engage with police and did not wish to make a statement of complaint regarding the assault,  which meant that there was little evidence. The evidence was limited to, photographs taken by officers of the victims’ injuries, body worn video and the initial disclosures made by the victim.  As a result, this required me to consider an evidence led prosecution (ELP), which is an initiative encouraged by the (College of Policing, 2022) who illustrate that “officers should investigate domestic abuse proactively from the outset with a view to building an evidence-led case that does not rely on the support of the victim”. In this case, I considered the evidence available and progressed the case to the Crown Prosecution Service (CPS). The use of an ELP can increase trust in police and could have a positive impact on victim engagement in the future. In addition to this, it allows the police to safeguard the victim by imposing bail conditions on the suspect. Alternatively,  if there was insufficient evidence in this case, I would have been able to consider a domestic violence protection notice (DVPN) which would have ensured that the victim was safeguarded, even if there was no prospect of successful prosecution.  A domestic violence protection notice “was introduced in the Crime and Security Act 2010 and brought into force nationally in 2014” (Lis Bates & Marianne Hester, 2020). This incident highlights the importance of the College of Policing teaching method and how they have a strategic role within policing in the United Kingdom. These powers and policies that are available to police constables when dealing with offenders, are heavily emphasised by the College of Policing and assist officers when managing domestic abuse cases as it provides officers with clear guidance to ensure the safety of the victim. The College of Policing state, “DVPN’s and DVPO’s provide short term protection for domestic abuse victims” (College of Policing, 2015). This incident highlights the importance that the college has had on modern day policing and since its creation it has positively impacted the way that officers manage the risk associated with Domestic Abuse.

   Next, what does a modern professional police officer look like? “There is no formal definition of the British model, but it is typically understood through three interlinked concepts, The Office of constable, operational independence and policing by consent” (UK Parliament, 2021). The modern policing method is heavily influenced through nine principles that were introduced by Sir Robert Peele back in 1829. It states that the principles that are most prevalent in modern policing are, “preventing crime and earning the public’s support” (ThoughtCo, 2020).  However, there are still seven other principles that are commonly used to police in the modern era.  Now that I am in my final year of my probationary period, I can confidently and independently fulfil my duties with little support or guidance. I can work in line with both the standards of professional behaviour outlined by the College of Policing as well as adopting the policies and procedures outlined by them in my day-to-day duties.  Reflecting on my final year of probation, I am finding it a lot easier to confidently achieve these principles, without seeking advice and this is mainly down to increased experience. We learn that this is valuable as, “the more experience we have, the more accurate the outcomes of our decisions” (TheHumanDiver, 2022). 

   
The Strategic Policing Requirement 2023 “sets out the Home Secretary’s view of what the current national threats are, and the national policing capabilities needed to counter those threats” (Gov.UK, 2023). This requirement was first introduced in 2012 and since then has been updated multiple times with the most recent being in 2023. The update that has been made in 2023 has been the inclusion of “Violence against women and girls as an additional national threat” (Gov.UK, 2023). Highlighting this as a national threat implies the seriousness of this and each threat listed under the Strategic Policing requirement has lists of tactics, objectives and outcomes that must be completed if any of them occur. It shows that there is an increase in serious violence against women and girls. A consultation on the Strategic Policing Requirement in 2021, “confirmed the ongoing identification of these threats, with added emphasis on drug trafficking, specifically the county lines model and fraud” (APCC, 2024). This change to the requirement shows that there is a drive to tackle violence against females within this vision.

In addition to this, the Policing Vision 2025 envisions a decade long plan set out by the National Police Chiefs Council to ensure that the public receive a better service from police. In this vision it states that the policing values will remain consistent, but force priorities will need to be considered and possibly improved. It states, “There have been an advancement in public accountability with the introduction of police and crime commissioners who are accountable for all aspects of policing” (NPCC, 2016). The introduction of the police and crime commissioners has eliminated concerns of bias by filling the role with an independent body. This role “has been the principal instrument of local democratic  accountability, subject to Home Secretary’s overall political responsibility to Parliament for policing policy and national police funding” (HMICFRS, 2018). Due to this vision being successful between 2016 until present, the national police chief council has introduced the Policing vison 2030 which “builds on the successes of Vision 2025” (NPCC, 2024). This reformed vision highlights focus points which the police should be aiming to achieve by 2030. This vision is the College of Policing’s way of working with the National Police Chief’s council and this links in with the Workforce Transformation 2018 whereby it states, “Workforce Transformation is the professional approach by which the service develops and supports a workforce capability designed for the future, sufficiently agile and representative to provide the skills and capabilities we need for the twenty-first century policing” (NPCC, 2018). This transformation has been in place since 2018 and as stated previously that the police chief’s council has already considered a new vision for the upcoming years. This highlights the importance of strategic planning for workplace development and how this can improve public’s perception if done correctly. 

Similarly, The College of Policing’s 5 year strategy aim outlines a timeframe between 2022 and 2026, in which they state that they have five strategic ambitions which they are looking to achieve, these are, “building trust and a fair culture, transforming police leadership, supporting career-long professional development and wellbeing, boosting core skills and strengthening innovation and implementing what works” (College of Policing, 2024). This strategic plan highlights that they are going to look first at managing resources to fulfil these ambitions. This plan is another example of the importance that the College of Policing has on professionalising modern-day policing. 

  Reflecting on how my final year of probation has seen my role as a police officer change, I have gained a wide variety of experience which has allowed me to confidently make decisions and positively develop. During my final year of my probationary period, I have dealt with more complex cases which demonstrates that I have enhanced my understanding and confidence when dealing with incidents where the risk level is increased. Due to my increased knowledge and ability, I can work independently. This has encouraged me to consider specialising in my career within the roads policing specialist operations unit where I will be required to attend complex and dynamic situations that I will have to manage alone. I will also be required to make decisions alone and when in high pressure situations demonstrating the improvement in my ability compared to my first year of probation.


   To conclude, I have reflected on my  three year probationary period and how the College of Policing have positively impacted the learning and development that I have received during this time. I have highlighted the strategic role that the College of Policing have outlined regarding the professionalism of  modern day policing in the United Kingdom. This is reflected in an incident where I played a significant role with an offender and a victim. I have seen my policing role change over the past two years which has developed from my initial deployments in the police to now being a more rounded officer and having a lot more knowledge and experience . I have also considered and highlighted several strategic plans that the National Police Chief’s Council and the College Of Policing have brought into light to improve modern day policing. These plans are the Workforce Transformation 2018, The Police vision 2025 and 2030, the College of Policing’s 5-year strategy and the strategic policing requirement 2023. I have highlighted how the strategic plans set out by the College of Policing and the chief’s council is likely to continue to have a positive influence on modern day policing. Evidencing that the College of Policing have a strategic role in the professionalisation of the police in the United Kingdom and this is greatly supported by the National Police Chief’s Council. 
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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:


   In this piece of writing, I will look to critically evaluate an incident that I have played a significant role in and required the use of social media to utilise the public to assist an investigation. I will consider the police force’s policy on using social media for professional information and engagement purposes and illustrate the social media outlets that police force’s use and how this can be beneficial but also pose potential risks. 

An incident that I have played a significant role in was a commercial burglary that occurred in a sports stadium where multiple bikes were stolen. This burglary occurred during the night and police were only notified the morning after the incident had occurred. The staff at the location reported the incident and confirmed that approximately four or five high value bikes had been stolen. When I attended, I  completed all initial golden hour enquiries which were unsuccessful in identifying any suspects. “The golden hour is the period immediately following the report of an offence or incident, when positive action should be taken to protect, preserve or gather material that could be lost, damaged or destroyed”. (College Of Policing, 2024). The golden hour could have been affected as the incident was reported several hours after it had occurred during the night. As I was unable to identify the offenders through CCTV or forensics, the only other option was to use social media to try and identify the stolen bikes. The company provided me with the serial number for each stolen bike which were then used in a social media appeal to ask the public for information or assistance to identify the suspects. Social media is a major tool that police force’s use to source information from members of the public. This can be seen when it says, “Police officials rely on the cooperation of community members to provide information about crime in their neighbourhood, and to work with the police to devise solutions to crime and disorder problems” (Justice.gov, 2024). The use of social media in this investigation provided information which assisted in locating one of the stolen bikes and an offender who was with the bike. This allowed interviews to take place with the offender and the case was then sent over to the Crown Prosecution Service. The CPS responded once it has reviewed all the evidence but due to a lack of evidence, the offender was not charged for the offence, however the company were happy that one of the bikes were recovered and returned to them. This would not have been possible without the assistance of social media appeals. By using social media in this type of case, it can improve community engagement with police and develop the public’s trust in police. When it states, “acknowledging the achievements and contributions of community members is crucial for maintaining engagement and fostering a sense of belonging” (JONOBACON, 2023), it highlights the importance of publishing positive outcomes to the community as a way of maintaining public confidence. 

 Gwent Police’s force policy surrounding the use of their social media, states, “As a police service, we use our social media channels to update our communities about ongoing incidents, to share appeals, and to post court results or good news stories” (Gwent Police, 2024). This statement highlights the ways in which Gwent Police utilise social media as a platform to distribute professional information and assist in community engagement as they also state that, “Our aim is to make our channels a safe space for communities to engage with us, and to ask questions or make suggestions” (Gwent Police, 2024). These statements emphasise the forces policy around the positive use of social media, and it illustrates the ways in which the community are utilised to assist the police in investigations. Many police forces have different polices surrounding the use of social media as a tool for the community to be able to contact police, assist in investigations and report crimes/ incidents. Due to the difference between different police forces surrounding the utilisation of social media as a means of informing and engaging with the community and promoting policing initiatives, there may be differences in the positive and negative effects that social media can have on police investigations. For an example, the Metropolitan Police highlight that “you should have regard to the principles, the standards of professional behaviour and the Code of Ethics whenever you are using social media in a personal or professional capacity” (Met.Police.Uk, 2020). When officers utilise social media as a means of assisting with an investigation, they always need to consider the issues surrounding data protection.
This quote from the Metropolitan Police illustrates negativity to the use of social media for police officers as it mentions how officers are required to consider the standards of professional behaviour even if they are using social media outside of work for their own personal reasons. “A whole police force can be judged by the community on one officer’s inappropriate posting which significantly damages public confidence and brings the police into disrepute” (IOPC, 2021). This quote shows the effects that misuse of social media by officers can have a damaging effect on the community and how the police are viewed. The next chapter of this essay will look at the different aspects of the Data Protection Act 2018 and why it is important for officers to consider this act when utilising social media. 

“The Data Protection Act 2018 controls how your personal information is used by organisations, businesses or the government”. (Gov.Uk, 2018). This act is used by all police forces in the United Kingdom, as well as different business and the government. For example, regarding my involvement in the investigation I needed to consider the issues that may surround the information that I was displaying to the public regarding an ongoing investigation to avoid committing offences under the data protection act which could result in investigations being taken by the Standards of Professional Behaviour Department. This made me cautious around including personal details and company names in my media appeals to prevent offences being committed under the Data Protection Act.  An offence that can be committed by officers who disclose personal data of persons such as victims and witnesses to the public could be vulnerable to committing offences under section 170 of the Data Protection Act 2018. This subsection of the act can be defined as “It is an offence for a person knowingly or recklessly to obtain or disclose personal data without the consent of the controller” (Legislation.Gov.Uk, 2018). This offence could be identified by the in force Behavioural Standards Department and the Independent Office of Police Conduct (IOPC) as it could be argued as misconduct within the police. The IOPC state that “almost 100 police officers and staff faced disciplinary or criminal proceedings as a result of an Independent Office For Police Conduct Investigation in 2022/2023” (IOPC, 2023). There are no figures to show how many investigations have involved incidents of breaches of data protection but the fact that officers can be prosecuted for offences under data protection act shows the negative side to the use of social media for assisting with police investigations even though it is prevalent and has extensive use for modern policing. All police forces have several different types of social media accounts to gain information and display it to the public. This is shown by Gwent Police who highlight all the different types of social media accounts that members of the public are able to report crime on which are “Facebook, Twitter and Instagram” (Gwent Police, 2024) and also they highlight that they have Facebook, Instagram, Twitter, YouTube, LinkedIn and TikTok which “all have their own set of community guidelines, on top of the rules that are set out for communities” (Gwent Police, 2024). 

   Finally, I will look at the positive and negatives effects of using social media as a way of engaging with the community and to be able to display positive information regarding the police and the work that has been completed. 
One of the positive effects of using different types of social media is that it builds connectivity and connection.  We can see this when it states, “ social media facilitates better communication as well as the development of stronger connections and connectivity around the world” (SociologyGroup.com, 2023). This quote highlights one of the main reasons that the police utilise social media platforms as they can be beneficial when it comes to community engagement and building trust within the community and the force area.  Social media is used in a way to highlight the positive work that officers will complete in certain areas which could have a major impact of public perception.  This can result in more people reporting crimes as they feel as though they are able to trust the police.  This can also be argued as a negative as many members of the public’s perception of the police have been affected by posts made on social media. This has been explored and illustrated in an article where it states that “social media has significantly impacted the way in which the public perceives the police” (Daniel Rousseau, 2020). The main reason for a decrease in the public’s trust in the police does not come from posts made by the police forces themselves, but from the posts that are highly accessed by the public from mainstream media networks. 

Another positive effect social media can have on the public is that it has been researched by students in Harvard University, who state, “we found that routine social media use – for example, using social media as part of everyday routine and responding to content that others share – is positively associated with all three health outcomes” (Harvard, 2020). These three health outcomes have been identified by Harvard as, “social well-being, positive mental health and self-rated health” (Harvard, 2020). This is a positive as many members of the public will use social media often to support their mental health thus resulting in more interactions with the police’s accounts which can increase the number of interactions with information posts, shares to other friends and family and an increase in feedback and reports made to police via social media and online resources. 
One of the main weaknesses to the use of social media by the public but also mainly by the police is when others use social media for the spreading of false information or news. This can be seen when it states, “over 60% of Twitter users say that they have encountered news stories on that platform that eventually turned out to be false” (Vittana.org, 2020). This quote highlights the negativity that social media can provide. This is a negative for police social media accounts as it could cause members of the community to not believe the information that the police are providing/ putting out to the public. This could have a major impact on the public’s perception of the police, resulting in a noticeable decrease in the number of interactions with the social media accounts, community engagement with officers and a decrease in crimes reported. The points raised suggest that if social media is interpreted in the wrong way it can have a major effect on the police and how they are able to utilise the accounts that they have available to them. 

   To conclude, several different aspects of the use of social media for police to inform and engage with the community and promote policing initiatives have been illustrated by means of looking into the differences in police policies which has informed us that police use social media for many different reasons. The majority  being to inform the public on live information and allow members of the community to assist police investigations and report crime. I have also critically evaluated an incident in which I have had a significant role with a victim, and I have reflected on what was done regarding the use of social media to ask the members of the local community to assist in the investigation.  I have investigated different aspects of the Data Protection Act 2018 as this could be seen as an impact on the way in which police are limited as to what can be published to their accounts. This is due to possible offences being committed, mainly under section 170 of the Data Protection Act 2018 as this involved the distribution of personal details. I have also evaluated the work completed by internal Behavioural Standards Department and the Independent Office Of Police Conduct as these are the departments that would deal with incidents of breaches in data protection. In my opinion, there are a lot more positives as a result of using social media than there are negatives.  The positivity has resulted in police forces around the United Kingdom utilising social media accounts more frequently to distribute information. 

Word count - 2142
 




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 piece of writing, I will be critically evaluating an incident which I attended where I played a significant role with a subject and utilised my leadership skills to deal with the incident effectively. I will look at my flexibility in leadership style when completing my duties as a police officer. I will also look at the different leadership strategies that are available and analyse their individual use in different operational situations within the police. Whilst looking at these individual leadership styles, emphasis will be taken on the most utilised leadership methods that police are required to use. 

   Firstly, an incident that I played a significant role with an offender would be an incident where I dealt with a banned breed dog. I attended in the company of my colleagues to an incident whereby the owner of the address was in possession of an XL Bully dog which they had failed to register to the relevant organisations. This resulted in the dog being seized by police and taken to secure kennels. I then dealt with the offender by means of voluntary interview, under caution where the owner admitted to not registering her dog and also that she knew the dog was of XL Bully breed.  The XL Bully has been banned since the start of February 2024 under the new Dangerous Dog Order 2023. The Dangerous Dog Order was introduced on the 31st of December 2023 and this was implemented in England and Wales. This new legislation added the XL Bully breed of dog to a banned list of dogs under section 1 of the Dangerous Dog Act 1991. As a result of these new laws, the offender had to  attend court after being charged for the offence of owning an XL Bully dog without registering it and was required to pay a sum of fines for committing the offence of possession of a fighting dog, contrary to Section 1 of the Dangerous Dogs Act 1991. Due to previous experience of dealing with similar incidents, I confidently opted to take leadership with this incident and ensured that the correct decisions were made based on the information that was given. I utilised a leadership style which allowed me to make the correct decision based off this information with minimal influence from my colleagues. This ensured that the offender was dealt with effectively and prosecuted at court.  Based on my experience, I feel that there are differences between the leadership techniques used when dealing with offenders at operational incidents rather than dealing with the victim. This is because of the different requirements when dealing with offenders and victims. A leadership style used when dealing with offenders may not be as effective when engaging with a victim. This is emphasised when it states, “The most successful leaders are able to adapt their leadership style to the situation” (Chief Learning Officer, 2019). 

   There are many different types of leadership strategies which can be utilised in many different operational situations, and these have been “widely recognised as an essential framework for effective leadership” (Harvard Business Review, 2024). These leadership styles have been identified as “coercive leadership, authoritative leadership, pacesetting leadership, affiliative leadership, democratic leadership and coaching leadership” (Harvard Business Review, 2024). I will be critically analysing these leadership styles as they have been identified by students studying at Harvard University as the most used styles for different situations and explaining how I have been able to adapt them to operational situations and consider if they would be beneficial for the situations that I deal with. 

The coercive leadership style has many different positive and negative aspects and can only be effective in certain operational situations. “Coercive leaders are known for their competitive spirit, as well as being mentally, and psychologically demanding with the people they work closely with” (Digital Enterprise, 2024).  This style of leadership is most efficient in incidents of crisis where quick and clear directions or decisions are required to ensure that all officers are doing what is required. Using this leadership style in policing operational situations would be most beneficial during critical incidents and would be mainly opted by supervisors to organise their staff. Supervisors who utilise this type of leadership style, “analyse every situation that arises and makes choices based on the data they collect rather than the needs of their team” (Indeed, 2022). If I were required to utilise this leadership style, it would be in a situation where there were no supervisors or superior officers available, and I was required to use this style to manage other officers that were with me by taking lead of the situation and making decisions based off the information that I had available to me at that time. 
The next leadership style is authoritative leadership which “refers to any situation where a leader seeks to retain as much power and authority as possible” (Online Learning College, 2022). This leadership style, like coercive leadership, would mainly relate to superior officers in complex operational situations where they deal with these situations alone and without the assistance of other colleagues. This leadership style has a lot more negatives than positives as it states, “authoritative leaders rarely share decision – making processes with anyone else and will not seek the opinions or advice of their team members” (Online Learning College, 2022). This statement highlights the negative aspect as this type of leader who doesn’t ask for opinions from anyone else and deals with the situation alone. I would not utilise this type of leadership style if I was at an incident due to its negative aspects.  I believe that leaders require information from other team members to make the best possible situation. This leadership style may not be optimal for use within a fast paced operational environment. 
The next leadership style is pacesetting leadership which “focuses on the leader setting the pace for the organisation by adopting a “do as I do. No.” approach” (Leadershipahoy.com, 2022). This type of leader allows the team to watch the way that he or she works, and this should encourage the team members to work at the same pace and provide the same quality of work as the leader. To example a pacesetting leader in a policing environment, I would describe it as a non-operation leadership style as I believe it would be most beneficial for office-based work when a superior officer is shadowed by a lower ranking officer to observe and learn how they work. I would describe this style as more of a visible leadership strategy rather than a strategy that requires lots of clear communication. 
The next leadership style is affiliative leadership which “is a type of leadership that promotes positivity, a harmonious workplace and team building” (Indeed, 2023). This leadership is mainly adopted by supervisors working in a team environment. I haven’t, to date, used this leadership style as I haven’t needed to manage my own team.  An example of this leadership style in policing would be when supervisors manage their shift in an operational situation and inside the station. This leadership style is more suited to supervisors as it states, “this leadership style focuses on using conflict resolution and creating personal connections between employees and their managers to build a sense of community and trust” (Indeed, 2023). This leadership style is more commonly used by police as this has a lot of positive effects, one mainly being that it looks at increasing bonds with the leader and their staff and an increase of morale which allows for a better working environment. This is proven when it states, “according to a 2014 Career Building Survey, 54 percent of respondents stayed at their current jobs because they liked the people they worked with” (Status.net, 2024). In my opinion, this is the best leadership style due to its extensive research and it is proven that it has positive effects on the working environment.  An example of this within the policing environment would be leaders who work in departments such as Wellbeing and Occupation Health.  Where leaders would have to ensure all staff are receiving the support and positive encouragement required to manage their role. 
The next style of leadership is the democratic style “in which members of the group participate in the decision – making process” (Very Well Mind, 2024). This style is the most used in businesses organisations as the leader will look to get opinions from there team to assist in the decision that is made. Regarding policing, this leadership style can be adapted to many situations from operational situations, dealing with offenders and pre organised warrants and arrest. This style of leadership is adapted by all officers as we should be open to other colleagues’ opinions to assist and ease the decision-making process. This leadership style is easily changed and swapped if required in a change of circumstances to any of the other styles mentioned above due to its adaptable nature. 
The final leadership style which has been identified by the Harvard Business Review as part of a list of the most commonly used leadership styles is the coaching leadership technique which “supports and challenges colleagues, intending to help them achieve individual developmental goals” (posotivepsycology.com, 2021). To relate this leadership style to policing, this style is most commingling adopted by officers who are tutoring or mentoring new students or new officers in a certain role. I would say that I have required to adopt this leadership style on several occasions when I have been asked to mentor new students and assist them with being able to do the role. This method of leadership focuses on “feedback, clear communication skills and listening to the student” (posotivepsycology.com, 2021). This style is also utilised often by police officers as being able to coach others allows for better development and officers are required to learn off each other. 
Many of the leadership styles and techniques have their advantages and disadvantages for how effective they would be in different scenarios.  In my experience, I have been able to use a few of these styles in operational situations and adapt them to benefit the working environment that I was in. 

   To conclude, I have critically evaluated my significant role with an offender where I utilised a leadership style to ensure that I was effectively drawing resource from my colleagues to allow me to make the correct decision. On reflection of the incident that I dealt with, I would say that based off the leadership styles and strategies I have researched, the style that I used during this incident was an authoritative leadership style.  This is due to its definition that this style, “refers to any situation where a leader seeks to retain as much power and authority as possible” (Online Learning College, 2022). I was required to use this style as I had to independently decide a plan to get the best outcome based on my knowledge of the legislation that was required for the incident and also as a result of having past experiences with similar calls.  I have also evaluated six of the best leadership styles referenced by the Harvard Business Review and have illustrated these to show some of the positive and negative affects that this type of leadership may have on the working environment, the work that is completed by officers and the opinions this could cause staff to have on the leader  who is adopting these leadership methods. I have provided examples of each different leadership style and how these styles may be used in a policing environment. This has highlighted the styles which are best for officers to use when dealing with either operation situations, meetings, station-based work and working with your team. This work has shown that not all leadership techniques are beneficial for officers to use as they may bring negative impacts to your colleagues as there are many weaknesses to the methods. 
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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 piece of writing, I will look to critically evaluate my three years of probationary period whilst being a response police officer for Gwent Police. I will consider the benefits that I have gained from the mentoring and coaching that I have experienced from my colleagues.  I will consider how this type of leadership has influenced my work, based on relevant coaching and mentoring definitions along with current theories on coaching and mentoring. I will illustrate the effects that this coaching and mentoring has had on meeting and achieving my personal, professional, and organisational goals and consider the way it has aided me to learn, develop and perform in the workplace. I will also be looking into the effects of feedback and how this can have different effects based on the way it is provided and received. 

   Firstly, as my three year probation is coming towards the end, I have been able to understand many different aspects of policing through the help of coaching and mentoring. A mentor can be defined as “an individual who acts as an advisor or coach for a less experienced or advanced mentee, providing expertise and professional knowledge from a more experienced perspective” (Indeed, 2023). I have had a lot of involvement from more experienced officers who I would describe as mentors throughout my probationary period. These officers have provided help and guidance by using their experience to ensure that they assist in aiding my learning and development. There are many benefits to having mentors in a working environment whereby “these benefits create a synergistic environment where individual growth aligns with organizational objectives, leading to a thriving and progressive workplace” (Together, 2023). The benefits to mentors being present to ensure progress in a workplace highlights the requirement for them in a policing role.  This ensures that less experienced officers are assisted with their development and allows a suitable and stable thriving workplace environment to be achieved. I was able to benefit from mentoring as “mentors provide a high-level encouragement and guidance but not instruction” (The Balance, 2022). This technique of guidance was more suited to my working style as mentors provide feedback to their mentee rather than provide them with instructions on what to do, which is what an officer adopting the coaching style would do. By only providing guidance it causes the mentee to learn on the spot and use their skills to make decisions with the confidence that their mentor will guide them, if necessary. A mentor should also push to have a good relationship with their mentee as, “A good mentor will listen to your career dreams, use their experience to assess whether or not your ideas are realistic, and help you turn achievable goals into small, actionable steps” (BetterUp.com, 2023).   
The next assistance that I have had through my probationary period is coaching. A person or officer who adopts the role of a coach must be “someone who provides guidance to a client on their goals and helps them reach their full potential” (Push Far, 2021). A coach is seen as a lot different to a mentor due to many different factors. “Coaching is often shorter – term and may be as short as a quick 10–15-minute conversation” (Push Far, 2021) which indicates that coaches may not often have the best relationship with the individual that they are coaching due to the short time that they are with each other. This could influence the overall effect a coach could have on some individuals as they may prefer to be assisted by mentors as that is seen as a more long-term role. In terms of policing, a coach could be anybody as all it requires is for the person coaching to be recommended by their line manager to act as a coach. One of the main differences between mentoring and coaching is that “mentoring is less structured than coaching as coaching can typically follow a more rigorous structure” (Push Far, 2021) This could highlight a negative effect for coaching on students or less experienced officers due to them having to work within a structure rather than having the space with a mentor and be less structured. From the College of Policing, to become a mentor or a coach in a policing environment, either role is expected to work towards operating towards the following levels of the Competency and values framework, “Resolute, compassionate, committed, inclusive, enabling, visionary leadership, intelligent, creative and informed policing” (College of Policing, 2024). Having coaches and mentors around me in work, whilst I have been on my probationary period has really benefitted as it has allowed me to meet professional goals which I had set out during my probation, this has been from guidance with my work and mainly detailed feedback.

   Next, throughout my probationary period there have been many occasions where I have had to provide feedback to my colleagues or to my line manager and have also received feedback. Feedback is widely used in different organisations, businesses, and government environments and this can be defined as, “if you get feedback on your work or progress, someone tells you how well or badly you are doing, and how you could improve” (Collins Dictionary, 2024). There are five different types of feedback which I will evaluate and provide examples if I have experienced these types of feedback in my three years of probation. 
The first style of feedback is constructive feedback which is “aimed at achieving a positive outcome by providing someone with comments, advice, or suggestions that are useful for their work or their future” (Valamis, 2021). This feedback strategy has been studied as many people perceive this to be a negative form of feedback. The studies suggest that “despite constructive feedback being perceived as a negative, it is what people want and in fact, 92% of employees believe constructive feedback can improve performance” (BetterUp, 2022). This type of feedback is commonly used in different environments which could suggest why many perceive it to be a negative style of feedback as it states, “many managers struggle with delivering feedback effectively, often leading to misunderstandings or demotivation” (Proof Hub, 2024). An example of this regarding policing when line managers struggle to deliver feedback would be when sergeants are temporarily stepping into the role and have not completed the examinations so are not familiar with the correct way to deal with a team and are unable to deliver the best feedback. I would say that I benefited the most from receiving constructive feedback in my ten week tutorship.  My tutor ensured that if I was to do something incorrect, I would be able to improve and complete it correctly the next time.  This has improved my ability to be an independent police officer. 
The next style of feedback is upwards feedback which “is a performance appraisal method that allows direct reports to give feedback to their managers” (Zavvy, 2024). Upwards feedback is mainly given through surveys which are focused on allowing the workforce to provide feedback on their managers to ensure that they are managing and maintaining a positive working environment, thus resulting in a higher standard of work being completed, positive outcomes and better teamwork. I would say that this type of feedback is not as fitting as constructive feedback in a policing role and I have yet to experience the use of upwards feedback or used this as a method to provide feedback to my peers or colleagues. 
The next method of feedback is appreciation and recognition which are two different ways of showing someone gratitude. “Recognition is about giving positive feedback based on results or performance” (Harvard Business Review, 2019) and appreciation can be defined as, “acknowledging a person’s inherent value” (Harvard Business Review, 2019). Both types of feedback were experienced when I was in my initial ten weeks of training, where I have been given feedback from my line manager, tutor, police assessors and my colleagues on shift. I feel as though this type of feedback is similar to constructive feedback due to the similarities between this type of feedback method and the constructive feedback method. 
The next method is coaching feedback which is a “process of giving and receiving feedback to help employees improve their performance and achieve their goals” (CultureAtWork, 2024). This type of feedback is used within a conversation with another party to highlight positive areas and areas which require some learning and development. This type of feedback is described within the coaching feedback model which is a guideline for people using this style of feedback. It points out that coaching feedback is about “asking people to give themselves feedback instead of, or before, giving one’s own” (CultureAtWork, 2024). I have received this type of feedback from my assessor within the professional development unit within the police during my three year probation as during regular “check in” meeting we are asked questions,  which in turn, make us respond with our own feedback. This is beneficial for the assessors as it allows them to see how we believe we are developing and assist if required. 
The final feedback style is real time feedback which is a “form of communication in which managers provide feedback immediately as it happens rather than waiting for a later time when the feedback may be less relevant or accurate” (Risely, 2023). The use of real time feedback by supervisors can be very beneficial with ensuring that improvements are made, or maintenance continues regarding the positive working environment. We learn that this method of feedback is important when it states, “encouraging real time feedback at your organisation sends a signal to your people that you are supporting them every step of the way” (BetterUp, 2022). This shows that it is important for supervisors to adopt to the use of this method due to its capabilities with improving a working environment. Personally, I have not received real time feedback from my supervisors as a police officer as the feedback that I receive relates more to other methods mentioned previously. I have given feedback using this method before when I have mentored a less experienced colleague as this method has positives for improving development.  

   To conclude, I have been able to reflect on the three years that I have had on my probation where I have been assisted by colleagues through coaching and mentoring. I have illustrated the differences between being a coach and a mentor and how these roles have assisted or effected my ability to develop in my role as a police officer. I have highlighted that I benefited more from being mentored rather than from coaching and listed the positive effects that mentoring has had during the three years. I have considered relevant coaching and mentoring definitions from the College of Policing and emphasised on the aspects that individuals in that role need to abide by or work towards. I have critically evaluated five different feedback styles and exampled each style in terms of policing whilst highlighting the different experiences that I have had with them. And finally, I have highlighted the ways in which I receive and give feedback and explained what effect this has had on my development throughout my three-year probationary period. 
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