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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 the last decade the College of Policing (CoP) has become a fundamental organisation which works parallel with police forces in the UK. In this essay I aim to critically evaluate the strategic role of the CoP in enhancing the professionalism of police. I will pay particular attention to the Strategic Policing Requirement (SPR), Policing Vision 2025, and the CoP’s 5-year Strategy. I will also aim to reflect on my final year of probation whilst providing evidence of how I fulfil the role of being modern professional police officer.

Most organisations or companies have someone in an executive position to set guidelines to help work towards crucial goals, how to work towards them and to provide motivation to the organisation (Baker, 2022). Charrier (2004) mentions that policing in this day and age has transformed into a complex structure and its essential for adaptable leadership to manage the ever-changing policing world. It is stated that positive organisational change is done with good strategic management that highlights issues which impact the organisation and make suggestions to improve the organisations performance. Scott (2010) mentions that due to ever evolving social values, policing strategies are often required to be reassessed and to determine if the strategy is still appropriate for the demands in society. The CoP is a professional body that was created by the Home Office in December 2012. It was created to set standards for the police training, development, skills and qualifications for officers to further enhance their professional status and to receive recognition for their level of development Home Office, 2012). In a study by Williams, Norman and Rowe (2019), its mentioned that the CoP have implemented an education framework known to be the Police Education Qualification Framework (PEQF) and its purpose is to help drive the police towards professionalism. Furthermore, the study found that students undertaking the PEQF expressed that it has developed their decision making and critical thinking, whilst improving their own professionalism in the workplace. However, it was highlighted that when the knowledge that students gained from the PEQF was presented to more senior officers, this was not accepted by them and would often be dismissed. Despite the CoPs positive intentions of the PEQF, it was concluded that it has been developed from senior positions and does not enable new officers to contribute their valuable knowledge gained from the PEQF to policing practices.

When the CoP was introduced in 2012, the Home Office (2012) stated that the CoP would specifically target the following areas.

1. Protect the public interest
2. Set and enhance first-class national standards of professionalism to ensure excellence in operations policing
3. Identify evidence of what works in policing and share best practice
4. Support the education and professional development of police officers and staff
5. Enable and motivate staff and partners to work together to achieve a shared purpose

Although, in a more recent review by the College of Policing (2022), it was announced that the CoP have identified three strategic priorities. These were, boosting professionalism, improving leadership and driving consistency.

The SPR was introduced by the government and highlights the possible threats to the public and outlines the strategic priorities for the police. It also supports the police, ensuring they have the resources to tackle such threats effectively and robustly (Home Office, 2023). In the most recent paper by the Home Office of the SPR, the CoP has been mentioned on several occasions where its role is crucial in supporting the SPR by providing the necessary training, developing the national standards. 

Further to the SPR, another strategic plan developed by the National Police Chiefs Council (NPCC) is known as the Police Vision 2025. This strategic plan has been implemented in the aim to shape the future of policing in the UK over a period of ten years. Its ambition is to transform the whole of policing to adapt to the ever-changing modern policing environment (National Police Chiefs’ Council, 2016). In a study conducted by Martin (2022), the Police Vision 2025 was the recognition of the police workforce needing a transformation to assist with the changing demands. Furthermore, Martin (2022) stated the Vision made changes to policies such as recruitment, pay and performance structures as well as introducing the requirement to be a graduate professional for new police officers. The CoP’s involvement in the Police Vision 2025 is vital, as it sets out the standards and provides the necessary training and development opportunities. Home Office (2012) goes on to state that the CoP will actively work with organisations to ensure the needs of society are met. In the review by the College of Policing (2022), it is mentioned that some challenges arose for policing and that raised concerns as these are part of the transformation plans set in place. To name a few concerns.

1. It was identified that there were insufficient funds to develop the leadership and management skills at all ranks.
2. There is lack of investment and focus on crime prevention and more priority on response.
3. Poor coordination to meet strategic needs at corporate levels

To keep crime rates low and to help keep the public safe, the CoP has implemented a five-year strategy to help everyone in the police achieve this goal. The strategy runs in line with two other plans, the Business Plan and the Beating Crime Plan College of Policing (2024). There are 5 ambitions that the five-year strategy have put in place which are:

1. Building trust and a fair culture
2. Transforming police leadership
3. Supporting career-long professional development and wellbeing
4. Boosting core skills 
5. Strengthening innovation and implementing what works

The CoP could be seen as a strategic leader in the attempt to professionalise UK Policing. Baker (2022) implies that there are several attributes that a strategic leader requires for it to become an effective leader. Clear vision, decisiveness and a drive for excellence are all qualities that a strategic leader should possess. With these qualities a leader can help others strive to achieve excellence, it can help show that the leader is committed to the strategy that can further result in the goal being achieved. However, the effectiveness of the strategy is dependant on the police force to engage with the strategy in place. 

During my first two years in probation, I have been involved in the investigation of a number of crimes such as violence against a person, criminal damage, public order, as well as other incidents such as managing people mental health issues. These types of incidents often don’t require the use of modern-day technology. However, during my final year of probation I have taken on and been exposed to several other incidents involving modern day technology, such as malicious communications and fraud. Malicious communication is defined as:

 	Any person who sends to another person – 
a) A letter, electronic communication or article of any description which conveys
i) A message which is indecent or grossly offensive;
b) Any article or communication which is, in whole part, of an indecent or grossly offensive nature,
is guilty of and offence if his purpose, or one of his purposes, in sending it is that it should, so far as falling within paragraph (a) or (b) above, cause distress or anxiety or to any other person to whom he intends that it or its contents or nature should be communicated.
(Malicious Communications Act 1988).

Malicious communications would usually have been committed by a form of physical letter or message, however, many incidents involving malicious communication are now often committed through the evolved technology, using services on the internet like social media platforms. To name a few these include platforms such as, Facebook, Instagram, Snapchat and Telegram. As a result, policing these types of crime has had to evolve. Laufs and Borrion (2022) identify that the new technologies available will require police forces to become more ‘tech-savvy’ to prevent and investigate the newly evolved crime. 

Using Gibbs’ Reflective Cycle (Mindtools, 2024), I can reflect how my final year of probation has seen my role as a police officer change. As discussed above, I have investigated a number of offences which have included the use of modern-day technologies. During my third year of probation these investigations have tested my abilities and developed my way of investigating these types of crimes as these crimes are new due to the development of technology offering new ways of committing crime. An investigation that I have played crucial role in was where I attended a call where there was a report of malicious communication. The victim was the neighbour of the subject and had been having ongoing for over a year. The victim mentioned that she had been receiving letters from the subject that included grossly offensive words. In an investigation including letters, the evidence would be the letters. However, the victim then had further issues with messages being sent through social media platforms and that the subject had been videoing the victim in her garden. The messages were said to include threats of violence.

Due to the nature of the messages, I felt that there was a necessity for arrest to prevent harm come to the victim and to further investigate the digital device for the messages being sent. Therefore, I arrested the subject which enabled me to seize the subject’s digital device to be examined for evidence of the offence. Due to the incidents being conducted through a digital platform, I was able to investigate the offence using methods specific to digital crime such as XRY forensic download software. I looked at the downloaded contents of the subject’s phone to establish if the videos had been captured and the messages had been sent from the subject device, who it was sent to and what the messages included. This example of circumstances highlights how crime has evolved with the use of digital devices and platforms. It also highlights how police investigations have had to adapt to progress these types of crimes. 

Reflecting on the incident, I think that I completed the investigation to the best of my abilities and used the correct police powers to investigate the offence promptly. However, if I was faced with alternative circumstances, such as, the messages not having the threats within them, then I would considerer using my power of arrest differently and look investigate the incident in less intrusive ways, such as an Out of Court Resolution (OOCR). OOCR’s are alternative ways to resolving an issue without the need for the victim and subject to attend court. I would consider offering the subject a Community Resolution (CR) which is the lowest form of resolution and can be used when dealing with low level crime and the offender admitting the offence (Youth Justice Board for England and Wales, 2022) 

Using this incident as an example, I am continuing to fulfil my role as a modern-day police officer by progressing investigations which include new and modern-day technology. During my third year of probation, I have developed my investigation skills from everyday crime and continued to progress these skills to help investigate more complex and modern crime. 

The CoP plays a crucial strategic role in professionalising policing in the UK through its implementation of the strategic policing requirement, police envision 2025 and its five-year strategy. While the CoP has made significant progression in setting national standards, providing training, and fostering a culture of professional professionalism, there are still areas for improvement. Clear targets enhanced local autonomy, and consistent implementation across police forces can further strengthen the CoP’s impact on professionalising policing. By continuously evaluating and adapting its strategies, the CoP can effectively address the evolving challenges faced by the police force, ensuring a more professional and accountable approach to policing in the UK. 

(Word court – 1957)



















1

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:

During this essay I aim to critically evaluate my experience as a police officer of using social media to engage with the community and to use it to promote Gwent Police’s initiatives. Within the essay I aim to discuss the force policy on using social media for professional purposes, as well as identify the advantages and disadvantages of social media.

According to Muhlen and Ohno-Machado (2012) social media is the ‘software that enables individuals and communities to gather, communicate, share, and in some cases collaborate or play’. Taprial and Kanwar (2012) state that social media began to develop in the early days of the internet around the 1990’s. It has been used as a platform to share information and as a way of communicating with others. Social media is often considered to be general networking sites such as Facebook and Twitter, however social media includes all the internet services that allow creation, sharing and exchange of content by the user. Bertot, Jaeger and Grimes (2012) support this narrative and mention examples of these services, such as; blogs, podcasts, social networking sites and internet forums, and suggests that each service have their own benefits.

Ralph and Robinson (2023) analysed Marenin’s model of six principles of democratic policing in connection with the use of social media and how social media practices contribute to policing. I will discuss a few of these principles and highlight how they promote the use of social media in policing as well as the drawbacks that come with social media.

Effectiveness is one of the principles of the model, and it’s mentioned that police forces around the world have invested in social media links as it gives them the opportunities to be more effective in their role and allow them to communicate with the public to help prevent crime. Furthermore, Meijer and Thaens (2013) found that Police Departments in the United States use social media to ‘push’ or ‘pull’ information from the public. The Boston Police Department made use of the ‘push’ strategy to disseminate information to the public on the social media platform, X (formally known as Twitter), to educate the users. Ralph et al. (2022) highlighted an example of this where it was found that the Police in England used social media during the Covid-19 pandemic as a way of informing the public on how to keep safe and prevent breaking any laws during and lockdown restrictions. In contrast, the ‘pull’ strategy which is used by the Metropolitan Police Department in Washington DC, suggests that the Police Departments would use social media as a method of obtaining information from the public for the purpose of investigations. Furthermore, research by Fallik, Deuchar and Hodges (2020) supports this and has suggested that the social media has helped the police gain assistance from the public to ongoing investigations, to help identify offenders. 

Ralph and Robinson (2023) mentions efficiency, which is another principle and states that the use of social media is usually free and has no cost to run the account and in a study by Denef et al. (2012) its mentioned that police forces should account for the effectiveness of the use of social media. Its highlighted that the Greater Manchester Police have adopted the use of social media in their strategy to communicate with the public with no additional budget or personnel. The costs for previous methods of distributing information such as printing physical leaflets have been utilised to run social media accounts. Furthermore, in Ruddell and Jones’ (2013) study, social media is said to be an appealing way to aid with relaying messages to the public in tough economic times. Additionally, Heverin and Zach (2011) examined the use of twitter and it’s stated that social media platforms allow the police to engaged with large scale audiences, instantly with only one account as this information can be shared multiple times by other social media users. On the contrary, Ralph and Robinson (2023) mentioned that since research into this field has begun, its suggested that a considerable amount of resources are required to maintain the social media sites which takes time and effort. Further research conducted by Bullock (2018), found that the most used social media platform, X, had its drawbacks due to only allowing public broadcasts of 140 characters, limiting what the police could announce on that platform. In addition, Bullock (2018) implied that the technologies used by the police to run social media sites where inadequately resourced. However, according to Ralph and Robinson (2023), police forces have spent some of their budget on hand-held devices such as mobile phones to assist with bring the front-line officers to the forefront of the social media links. 

Another principle within Marenin’s model is Accountability, and this works parallel with the police’s core value, transparency. By being transparent in their work, the police ensure that they are honest and open with the interactions with the public to help build positive relationships with communities (College of Policing, 2023). Ralph and Robinson (2023) suggest that when the police provide information to the public through social media, it will help provide the public with a better understanding of the crime and crime prevention that’s ongoing in their community. Guffey (1992) highlights the advantages of the police being in control of what they can publish through social media, prevent the mainstream media from broadcasting headlines that don’t benefit the police. This narrative is supported by Colbran (2018) who suggests that the police are in control of what they want to announce publicly, which would not usually be broadcasted by the mainstream media.

In other studies that have been conducted in other research fields, such as medical research, there were concerns raised in relation to the clinician’s use of social media identified that patient confidentiality was breached and that the clinicians were publicising unprofessional content (Muhlen and Ohno-Macho, 2012). Furthermore, Lagu et al. (2008) identified that many medical blogs by clinicians included information that would be able to trace the patients’ identities. 

Gwent Police incorporated the Social Media Desk (SMD) in 2019 as point of contact for users to report incident via the social media platforms, Facebook, Instagram and X (Gwent Police, 2021). The Force Engagement Report (FER) highlights how important the use of social media is to Gwent police by allowing them to communicate real-time updates on the social media platforms. Its also stated that the platforms provide opportunities to engage with the public as well as obtain feedback from them though the use of social media reactions or impressions. Furthermore, the FER found that Facebook was the platform of choice, however, X provided a wider audience which expanded further than the area of Gwent. 

As Gwent Police use social media as a method of communicating to the wider public, there are set policies in place to help protect those who have access to the specific account and to provide guidelines on how they are to be used (Gwent Police, 2022). In line with the research already discussed, it is stated within the policy that the use of social media allows immediate contact to a large-scale audience, to build trust and confidence in the activities the Police are involved in, and to help become more approachable to the public. It is important that Gwent Police abide by the policies in place as this could have an adverse effect on public perception.  The social media policies that content published by Gwent Police should adhere to are as follows.

1. To have a policing purpose in line with the core aims.
2. Reflect the force’s mission to protect and reassure
3. Use appropriate language, to be professional with a high standard of spelling and grammar
4. Be consistently straightforward, helpful, friendly, informative, in line with force values, open and respectful
5. Consider the impacts of victims and vulnerable people in the communities
6. To remain impartial
7. Comply with the Welsh Language Standards

Whilst in my role of a response officer in Gwent Police I have seen that the use of social media platforms have been used for a variety of purposes. I have seen that Gwent Police use social media to help with investigations of missing people which allows an image of the missing person to be distributed out into a large audience to help locate the person. Other uses I have seen social media being used for is to help identify possible witnesses to an incident or an offence.

One particular use of social media that I played a vital role in was during a Road Traffic Collision (RTC) on the M4 motorway. The RTC was located very close to Junction 28 east bound and it resulted in a three-lane closure from Junction 28 to Junction 30. This was due to the injured parties requiring medical attention and due to the nature of the RTC, it was deemed a crime scene, therefore, the Forensic Collision Investigation Unit (FCIU) were required to conduct the necessary golden hour investigation enquiries at the scene. As a result of the closure and the investigation, huge traffic queues were formed up to Junction 30 and no traffic was able to pass. With the use of social media, Gwent Police were able to provide helpful information regarding the incident and to warn other road users of the road closure to help them avoid the area and find an alternative route. Road users who were located close to the RTC site were able to speak to officers forming a police cordon and obtain information and advice. However, many other road users in the traffic queue were unable to find this information as they were a long distance from the RTC site, with no police officers to speak to. In this incident social media platforms that Gwent Police used became a method to communicate real-time updates to the public who were held in the traffic queues. Information such as the nature of the incident and the reason as to why there were queues. Due to the length of time that the scene was required for, it was decided that the road users were to be escorted off the motorway by turning around and driving the wrong way on the motorway. Due to the risk and danger involved in such tactic, the police were cautious to not notify the public of this tactic as it was suspected that the public may become inpatient and begin the process independently, causing more risk to themselves. As a result of Gwent Police being in control of their own social media accounts rather than the mainstream media, they were able to prevent this information from being published in the real-time updates to prevent this from happening.  To compare this incident to Marenin’s model, it is clear that many of the principles and strategies of using social media platforms have been considered.

To conclude, it has been found that social media has been available since around the 1990’s where is has been used to share information and a way of communicating on a large scale on several different platforms. Marenin’s Model highlights the principles with the use of social media within the police in the US, and identifies that there are many benefits for its use in. It has been found that these principles run parallel with the Police core values to help build positive relationships with the communities. It has been identified that Gwent Police incorporated the SMD in 2019 as a point of contact for the public to interact whether that be for the purpose of an investigation or to provide feedback to the force. Gwent Police use social media for a professional purpose and have strict policies in place to ensure that social media is not used inappropriately. Withing my role as a response officer in Gwent Police, I have utilised the use of social media and seen firsthand how it can be used as a tool for the benefit of engaging with the public and assisting with force initiatives.

(Word count – 1995)







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:

During this essay I aim to examine different leadership strategies and critically analyse the types of strategies I have used as a Police Officer during different operations situations. I also aim to discuss commonly used leadership strategies in the police. 

Investigations and research into leadership have been ongoing for millennia, from the Roman conqueror, Julius Caesar to South Africa’s former president, Nelson Mandela (Naylor, 2004, p. 359). There are many different variations of leadership styles which are each distinguished by different characteristics from the leader or follower (Amanchukwu, Stanley and Olulube, 2015), who also mention that there are three theories of leadership, which are, leadership as a process or relationship, leadership as a combination of traits or personality characteristics, or leadership as certain behaviours, which are more commonly known to be leadership skills. Bailey, (1988, pp. 5) mentions that a person does not need to have any talent to become a good leader and goes on to define leadership as the art to controlling followers. Similarly, Amanchukwu, Stanley and Olulube (2015) state that there needs to be a level of influence to encourage people towards a mutual goal, and this is the process of leadership. Furthermore, Amanchukwu, Stanley and Olulube (2015) identify the traits of an effective leader to be, passionate, creative, visionary, inspiring and willing to make changes.

According to Naylor (2004, p. 359) and Kassim (2023), there are a number of leadership theories. The first leadership theory introduced by Naylor (2004, p. 359) is the ‘Trait Theory’, and contrary to Bailey, (1988, p. 5), Naylor (2004, p. 359) found that leadership traits can be inherited and developed. During a study at Henley Management College, almost all the participants who held these leadership traits went on to become directors of their organisations. Kassim (2023) suggests that the trait theory is similar to the ‘Great Man’ theory which is said to date back pre-1900’s and can be linked to the iconic leaders such as Julius Caesar and Abraham Lincoln. It is mentioned that the trait theory was ideal for military recruitment, as traits like physical characteristics could be identified and selected, however, these characteristics would not always be linked to all leaders.

Another leadership theory mentioned is the ’Behavioural Theory’, and Naylor (2004, p. 360) compares the types of behaviours, known to be ‘autocratic’ and ‘democratic’, and how the groups performed. This style of leadership is suggested to have the ‘do as I say’ attitude and are said to be an inexperienced leader (Ojokuku, Odetayo and Sajuyigbe, 2012). It was found that groups who were led by autocratic participants worked well together, however did depend on a leader. If the style from the leader was not approved by the group, this was often voiced negatively. Groups led by a demographic style behaviour were found to work well with or without a leader present and were more hospitable and did not voice concerns to the leader. Kassim (2023) highlights behavioural attributes to an autocratic leader to always find themselves to have the correct answer to everything and believe that their choices are the right ones. Kassim (2023) describes this type of leadership to be potentially harmful to a group or organisation as this type of leadership lacks the shared vision, collaboration and creative thought. Furthermore, in a study by Foels et al. (2000), it was found that members who were being led by leadership with a democratic style, were more satisfied than those being led by an autocratic leadership and people prefer to be included in group discussions rather that be subject to manipulating leaders.

According to Kassim (2023), the best leadership style for managing organisations and to improve the organisations’ performance is ‘Transformational Leadership’. It is suggested that this type of leader offers inspiration by providing clear messages to exceed their high expectations, provide coaching and mentoring to individuals if they need it and show trust and respect for the people they are leading (Naylor, 2004, p. 366).  In a study conducted by Long et al. (2014), it was found that there was a positive relationship between leaders and their employees when a transformational style leadership was adopted, which resulted in a better job satisfaction and well-being for the employees. According to Kassim (2023), a transformational leader is more likely to have a feeling of belonging to the organisation, which is stated to have a link to the leader to have more devotion to their employees which leads to a more committed workforce.

Similarly, ‘Transactional Leadership’ was also found to have a positive impact to employees’ success in the workplace and their career satisfaction (Long et al., 2014). Kassim (2023) states that the relationship between a leader and follower is most often a transactional one, where the leader will often approach the followers with an idea in return for something else. Furthermore, Kassim (2023) mentions that this type of leader is skilled in negotiating, often tends to be persuasive and opportunistic. This style of leadership offers feedback to the follower whether it is positive or negative, which promotes the followers to excel their own level of performance which is in turn a benefit to the leader and organisation. Armstrong and Stephens (2005, p. 14) suggested that this type of leadership style can be best utilised in emergency situations, where it is likely that people tend to do as they are told and work towards a common purpose. 

Kassim (2023) states that a ‘Charismatic Leadership’ style is seen to be one of the most highly respected and trustworthy leadership styles in history. This is supported by Ojokuku, Odetayo and Sajuyigbe (2012) who state that it is ‘the most successful trait-driven leadership style’. It is mentioned that this type of leader can inspire other followers through their own qualities. They help others towards there own goals and ambitions by boosting them that extra mile, which leads the followers to be keen to obey to the leader willingly. This is supported by Conger, Kanungo and Menon (2000), who suggests that when followers can see that their leader have these behavioural traits, the followers’ behaviours, attitudes and values will also change to be consistent with their leader. Fuller et al. (1996) found that this style of leadership was better suited in military leader selection rather than civilian or educational roles. However, Kassim (2023) highlighted that at the time a leader with this style of leadership steps away from the role, the employees or organisation lack the drive to progress towards their goal. It’s mentioned that the followers of such a leader don’t manage their own matters. Ojokuku, Odetayo and Sajuyigbe (2012) added that after this style of leader leaves the organisation, this behaviour can last for a long time as a leader of this type are hard to come by and are rarely replaced.

Finally, the leadership style ‘Laissez-Faire’, is French and translates to ‘leave things alone’ (Kassim, 2023) and is described to lack decision making, does not acknowledge problems, fails to resolve issues that arise and overall lacks effective leadership (Yahaya and Ebrahim, 2016). On the contrary, Kassim (2023) found that this style of leadership helped with the connection between the employer and employee, giving them a feeling of family like relationship which was said to have a more positive development on a organisation. However, it is suggested by Kassim (2023) that this style of leader lacks confidence in themselves to lead an organisation. Furthermore, Kassim (2023) agrees with Yahaya and Ebrahim (2016), by stating that whilst managers take on the Laissez-faire style leadership, employees are less likely to have a sense of responsibility in the workplace, which can lead to the lack of ambition to improve their own performance levels. It was also mentioned by Kassim (2023) that this type of leadership style can result in employees breaking the rules and regulations of the workplace and make their own choices and rules.

During my first three years of probation and becoming a police officer I have seen many of the leadership styles mentioned above used by colleagues and line managers. I have also developed my experience in using these leadership styles for my own benefit whilst in operational situations. In many situations I have encountered, I have often taken on the Transactional leadership style. When using this style of leadership, I play the role of the leader and others around me, such as a suspect of an offence, a person suffering from mental health, or even other colleagues, fall into the role of the follower. However, it is important that I am open to use other leadership styles when there is a change in certain circumstances, as not all followers react to a leader in the same way. An example of this would be when I played a crucial role in an incident where a male was arrested for criminal damage. The male was detained and arrested for criminal damage. When approaching the male, I initially used the autocratic style of leadership. I was telling the male what to do and how I wanted him to do it. Such as stopping where he was, turning around to place handcuffs on his hands and to remain calm and still. I find that this style of leadership works well with people I deal with on a day to day bases and shows that I have an authoritative approach to my method of managing people and the public. 

However, throughout the incident I was continuously changing my leadership style from autocratic to transactional. Autocratic is good for telling people what you want from them, however it does not always work with some subjects. In this incident the male went from being compliant with me to attempting to order me to do something, like loosening the handcuffs. During the course of the incident, and further communication with the male, he presented certain learning difficulties, and it was clear that he did not like not having his own way. As a result, I changed my leadership style to transactional and was able to use this to my benefit, however, to the male it seemed like he was getting what he wanted. Whilst in the custody cell, the male was very irate and demanded that his handcuffs were to be taken off. I used the transactional leadership style to my advantage by explaining to the male that his behaviour needed to be calm for a certain amount of time before the handcuffs were to be removed and that he needed to prove to me that he could remain calm. This benefited me as the male became calm and remained calm as this was in return for an interest for the male. By gaining this type of rapport with the male I was then able to alter my leadership style to a charismatic style leader, again for my benefit. When I used this leadership style I was reassuring, calm and understanding towards the male, to the point he altered his attitudes and behaviours towards me.

In conclusion, there are many different leadership styles available which have been around for millennia. Leadership isn’t described as a talent, although, it requires a person to have certain influence over others and hold traits to become a successful at being a leader. Leadership styles play a vital role in operational situations and can be used to strategically deliver an effective policing response to the public. Each strategy has its own positives and drawbacks. Police Officers can use utilise each strategy to their advantage by altering the leadership style they use during situations they face to benefit them in the ever-changing challenges posed to them.
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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:

During this essay I aim to critically reflect on my three-year probation period in Gwent Police and discuss personal experiences of being coached and mentored. I will outline coaching and mentoring techniques, what technique has suited me best, and how they have helped my progression to develop my performance in the workplace to meet personal and organisational goals.

Research into coaching and mentoring has highlighted many different definitions, and according to MacLennan (1994, p. 4), a coach is stated to be a person who helps another person, known to be the learner, where the learner is able to learn with the coach, and as a result of this, the learner can develop their own skills to achieve their personal goals or contribute to organisational goals. Furthermore, MacLennan (1995, p. 6) identifies the difference between a coach and a mentor. A mentor can be identified as a more senior person who a learner can learn from rather than learn with. To support this and to reflect on my first year of probation, for a period of ten weeks I was mentored by a more senior Police Officer, and although I had gone through my six-month classroom-based training period, I felt I had no experience of policing outside of the classroom and therefore my mentor was not learning with me, but I was learning from them. Connor and Pokora (2017, p. 12) identify key differences in a coach and mentor and what can be expected from them and states a coach is either short term or for a fixed duration, addresses specific issues and can be a fellow colleague, whilst a mentor can be long term, shares experience and knowledge as it’s appropriate and holds a more senior role. All of which are similar to my mentor in my first year of probation, however there was a slight difference as Connor and Pokora (2017, p. 12) mention that a mentor is long term, which wasn’t the case for my mentor who was of a fixed term of ten weeks. After my ten-week mentoring period I was assigned a workplace assessor or ‘coach’ for the remaining time whilst in my three-year probation period. My coach was a colleague, of no seniority rank to me, however in a different position in the Police where they specialised in professional development. In connection with Connor and Pokora (2017), my coach would address my work and issues that they may have been to help my development in my role.
When talking about coaching in the workplace, Schultz (2021) mentions that this is the professional relationship between the coach and the learner where objectives are set and aimed to achieve through performances of both the coach and the learner. The learner should recognise and accept the information that the coach is providing them. In addition, Schultz (2021) mentions that by listening and asking questions on the information provided can help unleash the potential of the learner to progress their own self-development in the future.

Cagely (2020) talks about the different styles of approach to coaching. They highlight the ‘directive’ and ‘non-directive’ coaching approaches. In addition, Schultz (2021) explains these approaches as well as introducing the ‘situational’ coaching approach. Schultz (2021) implies that directive coaching is the method where a person with a higher experience level uses their experience and tells a learner what to do in a situation. I can relate to this coaching approach as this was used in my ten-week mentoring stage. This style worked well for me and my coach as I had little experience and would often need telling and explaining how something should be done correctly and to a good standard. To support this, Cagely (2020) notes that a directive approach is used when in a situation where the learner has little skill or knowledge on how to deal with the situation and would therefore require telling what to do. By being coached in this way I was able to learn from the situation and form my own experience, knowledge and skills ready to use in future situations.

Alternatively, Schultz (2021) mentions a non-directive coaching approach. It is stated that this approach utilises the already formed experience and knowledge of the learner and helps draw out wisdom and insight by testing them through questions without the coach judging the learner. Furthermore, Cagely (2024) suggests that a learner who is being coached under this approach has a much deeper understanding and experience. The coach holds a position where they can further develop the learner to help them understand and consolidate their knowledge and skills. As mentioned earlier, after the ten-week mentoring phase, I was assigned a workplace assessor, who took on the role of my coach over the remaining period of my probation. My workplace assessor used the non-directive coaching approach, as I had learned knowledge and skills to deal with situations from my mentor, the role of my assessor was to progress and further develop this knowledge to gain more experience and wisdom as a police officer. My assessor was able to do this by reflecting on situations I had dealt with and questioned me on the reason I had made certain decisions, thus coaching me to increase my self-responsibility and to help me gain confidence to trust my decision making.

When these coaching approaches are used together, it is known as ‘situational coaching’ approach, and Schultz (2021) explains that this is a balance between the two coaching approaches. Going back to my ten-week mentoring phase, this coaching approach would have been used by my mentor as I progressed through the ten weeks. As I was progressing, I continued to expand my knowledge and developed skills to deal with situations, leading my mentor to use the directive approach less often. It would still be considered in the case of new situations I had not been exposed to; however, the non-directive approach would be used more often to explore my abilities and trial whether the knowledge I had gained could be utilised is such events whilst under the pressure of not being told what is right or wrong.

Schultz (2021) suggests a final coaching approach, said to be ‘Laissez-faire’. This approach is mentioned to involve little to no input from the coach at all and the learners are often of the ability to carry out their own work by using their skills and experience. Once my three-year probation is completed and I no longer have a workplace assessor, I would be expected to complete my work and attend situations with little coaching at all as I have acquired knowledge and skills required to respond to situations. Although I would not have an assessor assigned to me for a coaching role, I would still have a line manager who would flip between using this approach and a non-directive approach to coaching.

From each of the coaching approaches used there are several benefits for both the learner and the organisation, these are identified by the Institute of Coaching (2024) which found an abundance of personal benefits. Its further stated that as a result of coaching, the learner can improve and become more effective with their communication, they can improve on their productivity with colleagues and line mangers, have more confidence and become self-reliant which leads to taking accountability and responsibility for their actions and gain fulfilment in their work-life balance. Additionally, Theeboom, Beersma and Vianen (2013)  draw attention to the benefits of coaching in the organisation and mentions that coaching can improve the wellbeing and employees’ attitude to work and lead to employees being goal driven, resulting in better performance levels for the organisation. Furthermore, the Institute of Coaching (2024) adds that coaching in the organisation can help discover high performing employees and inspire others to perform well and better themselves. Parsloe and Leedham (2017) break down the benefits of coaching into a ‘Coaching Benefits Pyramid’ and suggests that personal benefits can be broken down to inner and outer personal benefits. At the bottom of the pyramid sits the coach’s foundations and what the learner can build from. Two middle layers include the inner and outer benefits. Inner benefits include the persons motivation, confidence and focus. Whereas the outer benefits include the skills and behaviours that the person has developed. The top layer refers to the organisations benefits which is what all organisations strive to achieve… results. 

Throughout my three-year probation period I have benefited considerably from being mentored and coached. Using Gibb’s reflective model (Mindtool, 2024), I can reflect on my probation as a whole. Firstly, the mentoring phase identified that I lacked the knowledge to deal with certain policing situations and required my mentor to take the directive coaching approach. During this phase I had mixed feelings where I would often feel that I was not capable of the role of a police officer as well as being overwhelmed with information that I was required to learn to be able to serve the public in the best way possible. However, this period was short term and I quickly felt more comfortable in the role, where my confidence increased, I had better morale as I realised, I had support and guidance from my mentor if I needed it. My mentor offered me the necessary information I needed to become a capable Police Officer providing me the opportunity to progress my professional career. Secondly, whilst having a workplace assessor in after the mentoring phase, I felt that I was competent enough to take on the role of a police officer, however, very open to further guidance from a more experience officer because my exposure to real life situations was very minute and limited to only the 10-week mentoring phase. I felt that I benefited from the non-directive coaching approach my assessor adopted. By reflecting on situations with my assessor, together, we were able to break down what went well and what didn’t go so well. Additionally, my assessor would present an alternative way to deal with a situation which I would not have thought about but could consider for the next time, enabling me to further understand techniques and legislation I had learnt and build on my knowledge to use in upcoming situations. By building on this knowledge helps me perform better in new situations where I’m required to be professional and helps me make responsible decisions as I have more confidence in myself and what I have been taught. An example of this can be evidenced where I completed a stop and search of a person, which was reviewed by my assessor. The situation was broken down and discussed on what was good and bad. This method of coaching helped me understand areas for improvement and areas to which I understood and what I was capable of. By being coached in the way helped me meet the professional standards of becoming a Police Officer, and strive towards meeting Gwent Police’s priority goals. In addition, the positive experience I have had from my assessor, if I seek to become a mentor or coach, I can utilise this experience and knowledge to pass on to new police officers in the future.

To summarise, it has been found that a coach and a mentor have slightly different roles and that a learner learns ‘from’ a mentor whilst ‘with’ a coach. It has been found that there are different approaches to coaching, and these can depend on the experience level of the learner. There is an abundance of benefits from coaching for both the learner and the organisation, for the learner, improvement in self-development and career progression. Whilst the organisation benefits from results provided by the employees. I have been exposed to each of the approaches of coaching mentioned in this essay and have benefited from each of them. As a result of being positively coached and mentored, I have become confident, responsible, aware of my own strengths and weaknesses, and become a capable and professional Police Officer, open to further development and progression in the future.
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