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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.



2500 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

During this essay I will be critically evaluating the role of the College of Police in professionalising police in the U.K, whilst evidencing how I am working to fulfil the role of a modern professional police officer as I enter my final year of probation. I will go onto critically reflect upon how my final year of probation has seen my role as a police officer change. Throughout this essay I will be referring to an incident where I played a significant in an incident involving two persons where there had been a domestic incident between the two partners. It is clear that the job of a police officer is continually changing. During the last two to three years the current pandemic COVID-19 has made the job of a professional police officer even more difficult. Dr Sarah Charman has stated “The police have had to contend with an unenviable list of thorny Covid-19 related issues. The pandemic has changed both what the police do and how they do it, with potential long-lasting consequences” (Charman 2021). I will be speaking about the 2025 Policing Vision that has been created by the National Police Chiefs Council. I will also be referring to the strategic Policing requirement, the College of Policing’s 5 year strategy and the Workforce Transformation 2018.

A modern day Police officer role is defined by the University of Southampton as “A Police Officer serves to maintain law and order in local areas by protecting members of the public and their property, preventing crime, reducing the fear of crime and improving the quality of life for all citizens. There are a number of different roles within the police and a clearly defined ranking system which can allow for career progression from police officer to chief constable” (Southampton University, 2021). 

The College of Policing was developed in 2012 by the Home Secretary and is the independent professional body for policing in England and Wales. The College of Policing have stated that their core purpose and priorities are “Share knowledge and good practice, set standards, and support professional development” (College of Policing, 2012). 
One of the main strategic roles by the college of Policing is to recruit more officers. Dianne Abbot shadow home sectary in 2017 stated “We have lost 20,000 police officers since 2010” (Abbot, 2017). In 2019 a national recruitment campaign was set up by the UK Government with the aim to recruit 20,000 new police officers within three years. Prime Minister Boris Johnson stated “Getting more police on our streets is an absolute priority and I’m delighted our recruitment campaign for 20,000 new officers is now under way” (Johnson, 2019). The College of Policing stated in March 2020 that they had since recruited 3005 new recruits with the aim to have 6000 new recruits by 2021. These new recruits are then supported by the College of Policing and are passed from their recruitment centre and assessment centres to align with a national standard, once successful they then have two options. If they already have a degree they can join by “The pre-join degree is a professional academic knowledge-based degree, based on the national curriculum for the police constable role. You need to complete the degree before applying to join the police” (College of Policing, 2021). If they do not have a degree then they can join via the “The police constable degree apprenticeship (PCDA) – a degree while you work. This is a professional degree founded on effective professional performance with academic achievement. The programme covers a breadth, depth and range of professional education for the police constable not present in any previous constable training programme. The PCDA covers areas that are critical to effective policing in the 21st Century, such as evidence-based policing, supporting vulnerable people, and dealing with cybercrime and crime prevention. An equivalent apprenticeship framework has been developed for Wales (College of Policing, 2021). This new form of recruitment is aimed at making Police Forces nationally more professional, but this asks the question by the College of Policing making new recruits have a degree or earn a degree whilst employed make better police officers? A paper written by Christie Gardner PHD found “College-educated officers have fewer complaints and disciplinary actions against them, use force less often, and when they do use force they use lower levels of force than  officers  without  a  college  degree. College-educated  officers  are  better  report  writers,  more  innovative,  more  reliable,  more committed to the agency, more likely to take on leadership roles within the department, and more likely to be promoted than officers without a college degree” (Gardner, 2017). This shows that officers with a degree are likely to be more professional and create a more professional police force, which is one of the aims of the policing vision 2025. The policing vision 2025 states that “By 2025 policing will be a profession with a more representative workforce that will align the right skills, powers and experience to meet challenging requirements” (NPCC, 2015). This shows that the College of Policing is trying to make police forces across England and Wales more professional by requiring all new recruits to have a degree or undergo the degree apprenticeship as they join. 
However not all persons believe that a degree makes a better and more professional police officer. Lee Simms the Chairman of Humberside Police Federation said “I know a lot of really good officers of all ranks who don’t have a degree. And I know people with a university degree who are just as good. Yes it is good to have a mix, but life experience is just as important as academic achievement. Somebody could come from the army with no degree and be just as good as someone with one” (Federation on degrees: Police officers do not need a degree to do a good job, 2021). This argument is supported by Conservative Police and Crime Commissioner Marc Jones  has urged Home Secretary Priti Patel to scrap plans for graduate-only police recruits and says ex-soldiers will be better than university leavers with 'expressive dance' degrees (Federation on degrees: Police officers do not need a degree to do a good job, 2021). These comments have further been supported by Chief Constable of Northamptonshire Police Nick Adderley stated “We should have police officers that represent our community. And if everyone has to have a degree - is that representative? There is certainly a place for real academic knowledge within the police service, but it should certainly not be a prerequisite for every single police officer” (Federation on degrees: Police officers do not need a degree to do a good job, 2021). This in turn contradicts one of the aims of the policing vision 2025 of creating a more representative workforce as stated by Nick Adderley above all new recruits have college degrees does not representative police force. 

An incident I attended involves two service users who are in a relationship and on this occasion the female reported a domestic assault where the female accused her partner of punching her this incident evidences how I am fulfilling my role as a professional police officer. Both users suffer with mental health, with the female being reliant on alcohol and prescribed medication that she does not take and affects her mental health. An incident like this is a standard incident that a Police Officer would expect to attend. During this incident there are a number of standard things that are expected from a modern day Police Officer that is outlined in the college of Policing and by South Wales Police Force. Kate Brown the lead for The Crown Prosecution Service (CPS) on domestic incidents stated “A domestic incident is defined across Government as any incident of controlling, coercive or threatening behaviour, violence or abuse between those aged 16 or over who are or have been intimate partners or family members, regardless of their gender or sexuality”. (Brown, 2021). 
During this incident there are a number of standard things that are expected from a modern day Police Officer that is outlined in the college of Policing and by South Wales Police Force due to it being a domestic incident. 
I attended and activated my personal body worn camera, to capture the best evidence and any accounts from either party involved which can then be presented as evidence should it be required to do so, both parties were separated so they can be spoken to separately to ensure that neither party was to intimated inform myself what had happened. A report conducted by Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) into the Police Response to domestic abuse has stated that “Footage from body-worn video cameras can provide excellent evidence, particularly in criminal proceedings. The Crown Prosecution Service (CPS) has shown that body-worn video footage has helped them successfully prosecute domestic abuse cases. This is even the case when victims feel unable to take part in a criminal prosecution or give evidence in court” (HMICFRS, 2019). The female then disclosed to myself that her partner assaulted her by punching her to the face, this meant that as per South Wales Police policy due to this being a domestic incident that positive action must be taken despite the victim not supporting our positive action. The male was then arrested for the domestic related assault and taken to the local custody suite. 

Now that I am in my final year of probation my role as a police officer has changed as the previous two years of my career I continue to carry out my role as a professional police officer. In my third year of probation I now carry extra responsibilities. Now I am in my third year of probation I have completed my standard response course, this is the course that allows you to drive to an incident that has been graded as an immediate response as an emergency by activating the blue lights, using the sirens and driving up to 20mph over the standard speed limit. By completing this course it adds extra responsibility to myself as a third year probation officer. A study shows that, “Between 2005-2013 police vehicles were involved in 2406 crashes. Police vehicles were 1.8 times more likely to crash while driving in emergency mode than usual mode (Missikpode etal., 2018). By being a response trained officer it adds the extra pressure and responsibility of driving to the incident having to think about the incident I am attending as well as my safety, the safety of the person in the vehicle with me and the safety of other road users is all my responsibility whilst I am driving that vehicle. The training provided by South Wales police is to ensure that whilst driving the vehicle on a blue lights is to make sure the driving is continually in charge of that vehicle at all times making it as safe as possible for all persons. The benefits of driving on blue lights outweigh the potential risks. A study conducted by London’s Air Ambulance service completed in 2016 shows that “The response time was 14 minutes quicker with emergency driving, equal to a more than halving (just under 55%) of the time it took for standard driving to reach a critically injured person” (Rehn etal., 2017). In the same journal it also comments “It shows rapid response vehicles (RRVs) that carry the same emergency equipment as regular ambulances but are smaller to allow easier traffic navigation, were able to reduce their response time by 14 minutes through blue light driving” (Rehn etal., 2017).

To conclude it is clear that the college of policing is professionalising policing in England Wales by trying to recruit 20,000 new recruits as requested by the Prime Minister Boris Johnson. The college of policing however require all new recruits must either have a degree or gain a degree in the first three years of their probation whilst doing the job. This has its benefits as studies show officers with degree’s have fewer complaints made against them and use less force amongst other things. However professional officers should be officers that represent the community they work in and officers with degrees only do not represent the community they work within.
Furthermore in relation to how I am working as a professional police officer, the incident I attended involving the two service users, I acted in a professional manner and followed all force policies that are required when attending a domestic incident. Body worn cameras can provide the best evidence whilst attending domestic incidents because it captures the initial disclosure from the victim who can often be too afraid to provide a statement or pursue a formal complaint against the person involved. It allows police to provide the best evidence should the victim decline to support police prosecution and allows officers to pursue a victimless conviction with the crown prosecution service. 
Finally since entering my final year of probation I have completed my standard response course which allows me to drive the police vehicle on blue lights to an immediate response. This has provided I with greater responsibility, where I have to risk assess my driving and I am responsible for the safety of myself, my colleague and other road users and members of the public. I am then having to think about the incident I am attending and my officer safety whilst driving to the high standard of driving that is expected whilst attending an emergency response. This has resulted in my role changing greatly because I am now attending different incidents at a greater response with greater responsibility. 
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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?


 
2500 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:

Social media is defined in the Cambridge English Dictionary (2018) as “Websites and computer programs that allow people to communicate and share information on the internet using a computer or mobile phone.” Social media has grown massively over the last 15 years and has become an important part of policing, it allows police forces to engage with communities easier without members of the public physically seeing the police in person. An article completed by the Police foundation in article the briefing (2014) stated that “Police forces began to experiment using social media in 2008”. Social media has both benefits in policing and risks involved when using it. 
Social media can now be used to by members of the public to report non-emergency 101 calls (South Wales Police, 2021). South Wales Police currently use a variety of social media platforms such as face-book, twitter and Instagram for a variety of reasons. This comes with both its positives and negatives it allows police to reach a larger audience for with the benefits of being cost effective however some members of the public feel that the use of social media is negative and waste of police money and police officers who could be on the street preventing crime. By police forces using social media there is a clear increased risk of data protection breaches, there is also the risk of officers not upholding the code of ethics and standards expected of them whilst they use their personal media accounts all which can be seen by members of the public causing a mistrust in the police by members of public. However social media does allow police forces to interact with members of the public making them appear more personal instead of just ‘police officers’, it also assists with police investigations in location suspects and is a chance for police to show members of the public what they are doing to keep them safe such as photos of weapons and drugs seized from the streets. 
South Wales Police currently use the following social media platforms face-book, Instagram and twitter they use these for these a number of reasons (South Wales Police, 2021). Over the last number of years social media has become more and more popular with people of all ages. Brian Dean (2021) states that “In 2021, there are 4.48 billion people actively using social media in the world, and this is an increase of 13.13% year-on-year from 3.69 billion in 2020. Back in 2015, there were only 2.07 billion users – that’s an overall increase in users of 115.59% in just six years”. This shows how many people are active on social media and how South Wales Police can interact with members of the public via social media. Robert Cruz, (2020) states that “social media has become a powerful tool for law enforcement agencies. Texts, posts and tweets offer direct ways to engage with communities by sharing critical updates and receiving candid feedback about local concerns”.
Simon Badman, (2019) posted a blog recently stating that “Some of the most successful forces on social have trained and empowered their colleagues to tweet, post, blog and create videos. The local public gets to know their officers on the beat and are informed directly on issues that arise in their local communities, from road closures, appeals for witnesses or missing people. “Social media is particularly useful during critical incidents, such as disorder, demonstrations and protests. One notable example of this was the summer riots of 2011, when police forces and neighbourhood officers used the tool to calm the public and refute ill-founded rumours of disorderly incidents” (Police use of social media, 2014).
 Steve White chairman of the Police Federation of England and Wales, commented “Social media is an incredibly useful tool for engaging with local communities and gathering intelligence” (Police officers investigated for social media breaches, 2014). 

An incident that I attended that social media played a part in was a high risk missing person. The person had a verbal argument with his partner at his home address and then said to her that he was going to ‘end it all’ and walked out of the address, turned off his mobile phone and nobody was able to contact the male. I attended the home address and spoke to his partner who informed the male had suicidal tendencies and stated that he told her she would never see him again and he was going to kill his self. The initial enquires were completed to locate the male with no leads as to where the male had potentially gone. This information was then passed by myself to the bronze inspector on duty who placed the male on the missing person white board as a high risk missing person due to the comments that the male had made. Due to this I spoke to the partner of the male and asked her would she be happy for South Wales Police to post a social media appeal on their platforms to which she informed me she was happy to. 
“The main purpose of this strategy is to communicate or receive information which assists investigators to progress their enquiries. This can be achieved through internal communications by using colleagues and partners within the criminal justice system and through external communications by using partner agencies and community networks” (Communications strategy, 2021).
I then asked the control room to post a social media appeal across the social platforms, with a photo of this male attached and reporting him as a missing person. This was then posted across South Wales Police social media platforms and as a result a number of members of the public contacted South Wales Police reporting sightings of the male. Along with the post of the male, due to the male being classed as a high risk missing person official intelligence officers working for South Wales Police monitored the males social media accounts for any intelligence that would lead us to the male or his whereabouts. They searched his social media looking for associates he had been in contact with recently, when he was last active and any locations that the male had ‘checked’ into recently. Through the social media appeals and the intelligence officer using the males’ social media to track the male’s recent locations and members of the public reporting seeing the male this allowed officers to locate the male and provide him the support needed. On this occasion this clearly indicates the benefit of social media in policing as it reached a large audience of the members of the public who helped officers locate the male before any harm come to him. 

There are a number of risks to police services using social media. Data protection breach is a massive risk when using social media, the smallest comment, post or photo posted by mistake can be saved and re-posted thousands of times across social media platforms potentially resulting in a massive data protection breach and the police service being held accountable. Each police officer has to be individually accountable for their own personal social media accounts and the content they post on them. College of policing take a serious stance on police officers using personal social media accounts and warn that disciplinary action or in more serious cases criminal cases could be taken against police officers who have found to breach professional standards. 
The college of policing’s code of ethics provides guidance on use of social media and sets out that officers must do the following:
“Use social media responsibly and safely; Ensure that nothing you publish online can reasonably be perceived by the public or your policing colleagues to be discriminatory, abusive, oppressive, harassing, bullying, victimising, offensive or otherwise incompatible with policing principle; and not publish online or elsewhere, or offer for publication, any material that might undermine your own reputation or that of the policing profession or might run the risk of damaging public confidence in the police service” (Thompson, 2021). 
There has been a number of cases across police forces in the UK where officers have breached force policies on social media. “Greater Manchester Police reported the most investigations, with 88 over the period in question. West Midlands was second highest with 74, while the Metropolitan Police recorded 69” (Police officers investigated for social media breaches, 2014). An example of this is “A Gwent Police officer who was given a written warning after he "inappropriately" asked a female member of the public to be his friend on Facebook during a house visit. Another PC from the force who received the same punishment for using Facebook to send an "abusive" message to a member of the public” (Police officers investigated for social media breaches, 2014).

However if used correctly using social media in Policing has a number of benefits. It allows officers to share real time information, such as if police are dealing with an ongoing traffic incident where a road may be closed. Officers can release a social media message which can be seen by thousands instantly making officers jobs easier and safer. Social media is used by police forces to appeal for the public’s help. “Agencies are also using the amplification power of their followers to distribute sketches of suspects, security camera footage of accidents and details about missing children and elderly. The chances of reaching someone who recognizes the person law enforcement is looking for increases with every retweet and shared post” (Macgillivray, 2018).
Social media assists officers in the search for missing people and suspects, social media leaves a digital foot print. When someone posts photos, locations or checks in at different spots on their social media it allows officers to locate the whereabouts of that person or provide them evidence for cases or assists them with building intelligence on the activities and associates of suspects or persons of interest. By police forces using social media it allows for inspiration and innovation, an example of this is “The first Global Tweet-a-thon brought together over 230 participants spanning 10+ countries, almost all of whom were law enforcement agencies. The overall goal was to bring awareness to policing” (Macgillivray, 2018). 
Another benefit is police forces using social media to demonstrate to the public their ‘wins’ or what they have done to tackle crime. South Wales Police will often post on their social media showing the drugs and weapons they have taken off the street or subjects that they have arrested in recent months and the sentences they received whilst ensuring they stick to strict data protection rules. A simple benefit of police using social media can be simply to spread ‘a good feeling’ throughout the community and make police officers more human. An example of this is “On Instagram, the Reykjavik, Iceland police department has drawn thousands of followers for its no-translation-needed posts of officers eating ice cream, pretending to write speeding tickets for toddlers on rides in the mall and playing with Snapchat. It’s a way to humanize officers and increase community engagement” (Macgillivray, 2018).
Social media is used on a large basis by local neighbourhood policing teams in South Wales Police, these teams often have their own twitter accounts for their area such as ‘Rhondda Cynon Taff NPT Police’. These teams often use the social media to reach out to members of the community and often share initiatives and on-going operations. Operations such as ‘operation bang’ “Operation Bang (Be A Nice Guy) is an operation which has been run by officers for several years - and aims to make sure that Bonfire night is safe for everyone. During the busy Halloween and Bonfire night period, officers work closely with partners, including local authorities, shops, the fire service, community groups, cadets, schools and youth services to help keep the number of anti-social behaviour incidents to a minimum” (Rose, 2017).

In conclusion social media is clearly a part of modern policing and continues to grow as does social media. Social media allows police officers to engage with members of the community on a larger scale and more conveniently for members of the public. It allows police forces to post updates that reach members of the public immediately helping to keep police officers and members of the public safe, it allows police forces to show police officers as people and makes them more approachable. 
However using social media both for a policing purpose and off duty for personal use requires that officers up hold the code of ethics that is expected of them on a daily basis. Failure to do this can lead to data protection breach or leading to mistrust in the police or affective the reputation of a police force. Failure to up hold the code of ethics and standards of a police officer on social media can lead to disciplinary action being taken against the person or in worst case scenarios criminal proceedings all which can affect the public’s perception of the police as a whole. 
Overall it is clear to see that when used correctly social media can be a great tool for police and is something that is required to be used by police forces in modern policing as social media becomes ever more popular in society. Despite there being benefits to social media these are often due to officers own decision not to follow the code of ethics and standards expected from them as police officers and is a minority of police officers. Therefor I believe that social media is a useful tool that should be utilised by all police forces. 
Word count - 2252

Task 3

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


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

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

During this essay I will be speaking about leadership styles and critically evaluating and evidencing my flexibility in leadership style. I will critically analyse leadership strategies that you have developed to manage a range of operational situations. 
Gerald A. Cole and Phil Kelly (2011), jointly define “Leadership as the process of influencing others to understand and agree about what needs to be done and how to do it, and the process of facilitating individual and collective efforts to accomplish shared objectives”.
Leadership is a vital part of any job but more so modern day policing where team work and leadership is vital in successful policing. Leadership in policing can take a number of forms, policing has a rank structure which manage and lead. “The rank structure is made up as the following: 
· Chief constable 
· Deputy Chief Constable 
· Assistance Chief constable 
· Chief Superintendent
· Superintendent 
· Chief Inspector 
· Inspector 
· Sergeant 
· Constable” 
(UK Policing Ranks from PC to Chief Constable, 2019).
However leadership is different to management and people from all ranks can be show leadership. During this essay I will be referring to the following leadership modules, Kurt Lewins leadership module, Tannenbaum and Shmidts’ leadership module, Hersey and Blanchards leadership module and John Adair’s leadership module. Each leadership module can be used for leadership in modern day policing bring both positives and negatives during this essay I will also be referring to an incident where I demonstrated leadership qualities which were continually changing as the incident progressed. 

Modern day policing uses a number of different leadership models. Ross Grace and Mark Maguire, 2019 state that “In 1939, a group of researchers led by psychologist Kurt Lewin set out to identify different styles of leadership. While further research has identified more distinct types of leadership, this early study was very influential and established three major leadership styles that have provided a springboard for more defined leadership theories”. The leadership styles that Kurt Lewin identified were:
· Authoritarian Leadership (Autocratic)
· Participative leadership (Democratic)
· Delegate leadership (Laissez-faire) 

The autocratic style of leadership is said by James Scouller and Alan Chapman, 2018 to be “Where leaders spell out the goals, deadlines and methods while making decisions on their own with little consultation with others. The participative leadership is where the leader expresses his or her priorities and values in setting goals and making decisions, but also takes part in the group’s work and accepts advice and suggestions from colleagues. The Laissez – faire leadership also known as the delegative style means the leader hands over responsibility for results to the group”. 
This leadership model clearly has its benefits whilst being used in modern day policing, this leadership model allows three different styles of leadership to be implemented depending on the persons lead and the nature of the incident. 
The authoritarian leadership allows the leader to give goals and deadlines of what they need from persons they are leading and is a decisive way of making decisions. 
There are negatives to using this model, it does mean that the leader is putting trust in the person they are leading to get the tasks completed on time and to the standard required which then takes it out of the leaders hands. 
The participative leadership style brings the benefits of having a group discussion where the leader can express their priorities and the goals required but then pass it to the persons they are leading to assist and provide advice and their opinions before making the final decision their selves. This brings the positives of bring ideas and more creative problem solving ideas to the leader but allows them to make the final decision. However this can bring more problems for the leader as it may arise problems that they would not have thought of if they had not asked for a group opinion, this can lead to the leader struggling to make a decision and doubting the decision they have made.
The final leadership style of Lewin’s model is delegative leadership, this is where the leader will pass responsibility to the persons they are leading, they will assign the group and allow them to make the decision and will not get involved in this. This brings positives of freeing up time for the leader allowing them to concentrate on other tasks. This does however mean that the decision has then been taking out of their control and they are no longer leading this particular part which could mean that the decision that has been made is different to the decision they would have made. 
All three leadership styles are clearly beneficial to a modern day police officer if used correctly the situation, one leadership style could be used or it could be a mixture of all three during a particular incident to have the ensure that the best outcome is achieved. 

A further leadership style often used in modern day policing is a leadership style created by Robert Tannenbaum and Warren Schmidt called Tannenbaum and Schimdt continuum. James Scouller and Alan Chapman (2018) state that “Tannenbaum and Schmidt's Continuum is a highly significant body of work in the field of management and leadership. Tannenbaum and Schmidt explained the choices that leaders have in decision-making, and the pressures arising from these options”. Tannenbaum and Schmidt suggest that a leader has seven decision-making options when leading a group the seven options are the following: 
· Manager makes and announces decisions 
· Manger sells the decision
· Manager presents ideas: invites questions
· Manager presents tentative decision; subject to change
· Manager presents problem; takes suggestions 
· Manager defines limits; asks the group to make a decision 
· Employees allowed to function with no defined limits
Scouller and Chapman, 2018 further go onto state that “Tannenbaum and Schmidt further explained that when leaders choose decision-making options they should consider especially three sets of pressures, 
1. Situational pressures 
2. The leaders inner pressures 
3. Pressures coming from subordinates”
This method of leadership would be clearly beneficial in policing as it allows the leader to delegate tasks whilst overseeing the whole project and allows them to take immediate action if need be which is often required in policing in ever changing situations. However for this method of leadership to work it does require an in depth knowledge of the project that the leadership model is required for and does require the leader continually knowing where the project is at and what each person he is leading is doing. This then requires a team that work well and understand what is required of them, which in policing is not always available due to different persons working with a number of different officers across different shifts and departments which would lead to it being difficult to apply leadership to. 


The incident I attended refers to an imported incident from South Wales Fire and Rescue Service where a flat in a block of high rise flats had caught fire and the fire was spreading. The block of flats were occupied by a number of people. During this incident I was required to use a number of different leadership styles in a continually changing situation to lead a number of different persons from different emergency services including South Wales Fire and Rescue Service and the NHS Ambulance service. 
The initial leadership style that I used in this situation was ‘John Adair’s Action-Centred Leadership model’. As stated by Matthew Channell, 2021, “John Adair’s three-tiered model of action-centred leadership was developed in the 1960s to dispel the myth surrounding the concept of born leaders. It defines leadership in the context of three distinct but overlapping spheres: the individual, the task, and the team”. John Adair’s action – centred leadership model uses three spheres, “Achieve the task, the task is a mission that requires strategic guidance, and a joint effort from all team members as it cannot be accomplished by just one individual. Build and maintain the team, Adair’s model for optimising the team engagement and efficiency hinges on an understanding of individual motivations. The final sphere is Develop the individual, the need of individuals within any team are made of physical needs (eg conducive workspace, wages) and psychological needs (eg a sense of purpose and recognition)”. 
[bookmark: _GoBack]I implemented this leadership model for this particular incident as this leadership style allowed me to adjust the balances across all three spheres to suit the situation I was in. I attended the location where there were a number of persons in the flats above the flat that was on fire, therefor all occupants had to be evacuated from the flats in the block to a place of safety. I instantly had to implement the centre leadership model I initially needed to think of the task needs which in this situation was to evacuate all persons in the flat and create a cordon. Once I understood the task that was needed, I then needed to develop myself and realise my strengths in this situation which was to having a strong local knowledge of the block of flats and knowing which ones were occupied and which ones were vacant. I then had to build the team this played a smaller part in the leadership model I was provided tasks by the sergeant present and then provided leadership to other persons around me. I provided support to the persons who were being vacated from the flats and provided vocal instructions on where they were to vacate to and to only get essential items and leave the area. I then informed colleagues around me to clear a level of flats each ensuring all the flats they knocked were noted and updated on the incident log on whether there were persons present and whether they had been evacuated or not. I then fed this back to my sergeant for him to add the information to his leadership module. 
However through-out this incident I had to change my leadership style on a number of occasions because of the scale of the situation often implementing to different leadership styles at the same time. I also implemented the ‘Hersey-Blanchard Model and Leadership Styles. Will Kenton, 2020 states that “The Hersey-Blanchard Model suggests no single leadership style is better than another. Instead of focusing on workplace factors, the model suggests leaders adjust their styles to those they lead and their abilities. Hersey and Blanchard developed four types of leadership styles based on the task and relationships that leaders experience in the workplace. According to the model, the following are styles of leadership managers can use:
· Delegating style
· Participating style
· Selling style
· Telling style “
I used this leadership model to delegate a number of tasks to my colleagues and other emergency services. Due to the size of the incident I had to pass a number of tasks to the fire service and ambulance service asking them to assess persons who had been in the flats medically and asked them to assist in crowd management which they assisted with. 
There were a number of positives in this incident due to the leadership styles I implemented, all persons were evacuated from the block of flats safely, and an inner and outer cordon was completed by colleagues who I asked to complete this. By using these two different leadership styles that I had to use during this incident evidences my flexibility in leadership and how quickly I can adapt my leadership style to different incidents. However the ‘Hersey-Blanchard Model and Leadership Style’ put a lot of pressure on myself to ensure that I delegated the right tasks to the right persons and required for me to gather a lot of information to pass onto my sergeant. This led to me struggling to take all the information on board and ensure I delegated the tasks to the right people. 
However there were negatives to me using these leadership modules, this was a large on-going incident where there were a number of persons at risk I had to provide a number of persons including persons I have not worked with previously tasks and trust them to understand the task I assigned and to be able to complete the task. Due to the on-going situation and changing circumstances the persons who I had assigned tasks to were then often asked to complete other tasks asked by other persons meaning that tasks were not completed and miscommunication between different persons meant that the leadership module was then failing. 

To conclude leadership is different to management and leadership can be implemented by any person in any role at any type of incident and often leadership styles continually have to be adapted to suit the situation. It is clear that in modern day policing a leadership style is required. There are a number of different leadership models that can be utilised including Kurt Lewins model, Tannenbaum and Shmidts model, Hersey and Branchards model and John Adairs model. All models come with their positive and negative aspects when being used in modern day policing. When leadership modules are applied to police incidents where leadership is required it is often that more than one leadership model is required and they can often overlap and are required to change as the incident their applied to continue to change. This is evidenced in the incident that I attended where I required to use both Hersey and Blanchard and John Adair’s leadership modules to provide leadership at the incident I attended. The incident I attended overall was successful due to the leadership I provided by using both Hersey and Blanchard and John Adairs leadership modules which came with both positive and negatives due to the continually changing situation. 
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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?
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ANSWER:

During my three year probation I have benefited from both mentoring and coaching, which has assisted me in meeting personal, professional and organisational goals. This has allowed me to aid learn, develop and perform in the workplace. Throughout this essay I will be referring to how mentoring and coaching have both benefited me and how they are different to each other. I will be referring to personal, professional and organisational goals that support from coaching and mentoring has allowed me to meet and how it has aided me to learn, develop and perform in the work place. 
I will be referring to a number of different mentoring theories currently used in policing. Work based learning (WBL) is one theory that is used in modern day policing to assist with coaching and development. 

It is important to understand that mentoring and coaching are different to each other.
S Samoszuk, 2020 defines coaching as “training or development that helps a learner achieve a goal”. 
Whereas mentoring is defined by Eric Parsole, 2020 as “Mentoring is to support and encourage people to manage their own learning in order that they may maximise their potential, develop their skills, improve their performance and become the person they want to be”. 

The above definitions define what both coaching and mentoring are, but there is a difference between coaching and mentoring. Johnson and Sheridan, 2021 have detailed the differences in mentoring and coaching in their online article as 
· “Mentoring is often longer-term with some mentoring relationships lasting 6+ months and in several cases mentoring can last years or even decades. In fact, some famous mentors and mentees cite lifelong mentoring relationships.

· No qualifications are required for mentoring, which means that it is easy for organisations to start mentoring programmes quickly. Yes, mentoring training is often recommended but it certainly isn’t required and in fact there are very few mentoring qualifications offered, compared with that of coaching qualifications.

· As mentioned, mentoring is a lot more directive. It is about the mentor sharing their knowledge, experience and skills, telling the mentee and guiding them through direction.

· Typically, mentoring is less structured than coaching and whilst having a mentoring meeting agenda and goals is recommended, it will be up to the mentee to put this together, compared with coaching which typically follows a more rigorous structure.

· Finally, mentoring is mainly development driven and looks to the mentee to decide what they wish to achieve and which goals they have for their mentoring relationships.

Now the key differences for coaching are:

· Coaching is often shorter-term and may be as short as a quick 10- or 15-minute conversation. That said, some coaching relationships can be longer-term too.

· There is training in coaching skills and a lot of coaching qualifications are available, and almost always necessary and certainly recommended, to be a truly effective coach.

· Unlike mentoring, coaching is non-directive which means that it is about posing the right questions, providing the space, trust and confidence for the individual being coached to consider how they can achieve more, reach their objectives and find capabilities within themselves.

· Typically, coaching is structured by line-managers or sponsors, so organisations will often sponsor an individual to be coached or a line-manager will send an employee to be coached for certain skills.

· Coaching is performance driven and encourages the individual or individuals being coached to perform in their day-to-day roles”.

It is clear to see that there are a number of differences between coaching and mentoring, coaching is short term whereas mentoring is long term. Mentoring has experience in that area you are requesting mentoring for.
Throughout my three year probation period I have benefited from both mentoring and coaching. At the start of my career where I was in a 12 week ‘tutorship’ period I benefitted from mentorship, I was assigned a tutor during this 12 week period who tutored me on a one to one basis. During this time each shift myself and my tutor teamed up together, and he would mentor me throughout each call. This relationship was a mentorship as they provided me with first-hand experience as a response officer and completed a tutor course to support me. We would have regular ‘mentorship’ meetings to discuss, how the period is going and general welfare of myself as well as encouraging, motivating and inspiring me to improve throughout the period of mentorship. By my tutor providing me this mentorship for a period of 12 weeks it allowed me to meet one of my personal and professional goals of passing my tutorship period and allowing me to progress into the probationary period where I would be allowed to work single crewed and attend incidents and other various things single crewed or with other members of my team.

I have also benefited from coaching throughout my initial three year probation, I completed a number of ‘attachments’ to different departments within South Wales Police. One department was the ‘hub’, this is a department within South Wales Police where they investigate crimes ranging from ‘domestic violence, drug offences to road offences. I was on an attachment to this department for three months in which time I benefited from coaching from a Sergeant and ‘tutor’ who works full time in the hub. This coaching assisted me in reaching personal development goals whilst on my attachment to the hub such as developing ‘interview skills and casefile building skills’. Both skills are an extremely important part of being a response officer’s job. 
College of policing, 2020 state that “Investigation is a core duty of policing. Interviewing victims, witnesses and suspects is central to the success of an investigation and the highest standards need to be upheld.
Forces need to develop and maintain the valuable resource of a skilled interviewer. Interviews that are conducted professionally and quality assured realise several benefits. In particular, they can direct an investigation and gather material, which in turn can lead to a prosecution or early release of an innocent person support the prosecution case, thereby saving time, money and resources increase public confidence in the police service, particularly with witnesses and victims of crimes who come into direct contact with the police. Without the accounts of those who played a central role in the crime, or those who have witnessed an important aspect of the commission of a crime, other sources of material such as CCTV images, fingerprints and forensic material, although extremely important, may have little value. Conducting investigative interviews is, therefore, a crucial element of the process of investigation”. 
The coaching was completed on a ‘one to one’ basis with a tutor this was short term over three months, each day whilst on duty I was assigned a prisoner where I would have to conduct the investigation, interview and then complete the relevant paper work such as send to the Crown Prosecution Service or police make a charging decision or no further action. The coaching was beneficial to me it allowed me to learn new skills, become competent in interviewing suspects and conducting investigations. The coaching during my time on this attachment in this department was completed on a work based learning theory and more specifically the experimental learning cycle. 
Saul Mcleod, 2017 states that “David Kolb published his learning styles model in 1984 from which he developed his learning style inventory. Kolb's experiential learning style theory is typically represented by a four-stage learning cycle in which the learner 'touches all the bases'. 
1. Concrete Experience - a new experience or situation is encountered, or a reinterpretation of existing experience.

2. Reflective Observation of the New Experience - of particular importance are any inconsistencies between experience and understanding.

3. Abstract Conceptualization reflection gives rise to a new idea, or a modification of an existing abstract concept (the person has learned from their experience).

4. Active Experimentation - the learner applies their idea(s) to the world around them to see what happens”.

Kolbs theory was used whilst I was being coached in the hub because it was new experiences every different prisoner I dealt with due to them all being different offences each time which is step one of Kolbs theory. Step two is reflective observation of the new experience and understanding. During this step in my hub attachment I would look at the interview and the investigation I conducted and reflect upon it and ensure I understand the experience and the understandings I took from it. Step three would then be reflecting on the investigation as a whole and my findings and learn from the experience and take away positives and negatives which I would talk through with the person coaching me. Finally step four is where I apply the new ideas that I have learnt from the previous investigations and first three steps and apply them to future investigations. 

Mentoring and coaching has been continuous throughout my three year probation period and is something that I believe I will continue to benefit from throughout my policing career. During my three year probation period I have had to complete an ‘occupational period report (OCP)’. The OCP is a report that evidences skills and competencies that I have achieved each year of my three year probationary period the skills required vary from conducting investigations to relevant searches and each has to be evidenced with a corresponding crime occurrence number from when I attended the incident. To complete this OCP successfully each year, I have benefited from mentoring during this period from other PC’s and the Sergeant on shift who have assisted me in learning how to complete each competency such as searches successfully. Whilst completing the OCP I am then assigned an assisting training officer (ATO) this is a PC who works with the learning and development unit of South Wales Police, I submit my OCP to the ATO who then reviews the OCP and marks it. The ATO then provides feedback and advice on how to improve the OCP and advice on how to improve it, this is another form of coaching. This coaching is over a three year period with a smaller amount of contact but feedback provided each time.  The coaching from my ATO has allowed me to prove that I am competent in each area of the occupant list, hitting each skill set. This has allowed me to see where my skills are strong and the skills that I need to improve allowing me to improve myself overall with a tracked record and support of coaching from an ATO with the qualifications provided by the training department of South Wales Police. 

Throughout my coaching and mentoring in my three year probationary period I provided feedback and received feedback in numerous different ways. My feedback was provided by the ATO from training school in quarterly meetings, via online meetings because of covid-19 I then provided my feedback regarding my development during this time via written reviews where I reflected on my performance on that quarter. During my period with my tutor feedback was relied back to me during informal conversations after each incident where he would ask me what I thought went well, where I could improve and then he would provide me with his opinion and support on how to improve. I took feedback off each style, but felt that the informal regular conversations with my tutor worked better for myself as they were often and I knew how to improve each situation often and regular whereas the quarterly feedback meetings were too far apart for me to learn. I also found that by providing my feedback orally on a regular basis suited me, it allowed me to explain how I felt about my performance and explain my self-better. I found that writing down what I said on a quarterly basis was too long in between periods for me to remember everything I needed support with. 

To conclude throughout my three year probationary period I have benefited from both coaching and mentoring from a number of persons for a number of different reasons. I benefited from mentoring on a short term basis and long term basis both from my tutor over a three month period and from colleagues and supervisors over my three year probationary period. Both coaching and mentoring has supported me and assisting me in becoming a more confident police officer, it has allowed me to learn and develop a number of skills including investigation skills that are a vital part of policing. 
It has also allowed me to meet personal and organisational goals by being coached by the ATO and completing the OCP which has allowed me to tick of competencies and become competent in a number of different areas whilst being supported by a trained officer who coached me through the process. This is both a personal goal regarding my personal development and an organisational goal that is required by South Wales Police for all student officers.  The coaching and mentoring has allowed me to continually improve throughout my three year probationary period, helping me to pass my tutorship phase and move into a probationary period PC which has allowed me to develop new skills such as investigation skills where I received further coaching and build confidence in dealing with general incidents. 
Whilst receiving the mentoring and coaching, feedback was provided to me in a number of different ways. The way that I found most beneficial was to receive feedback continually and in person and to provide my feedback on a regular basis as this allowed me to provide my feedback when I could remember all the details and provide feedback verbally which allowed me to explain myself better.
Overall coaching and mentoring is something that I have benefited from over my three year probationary period from a number of different persons which has allowed me to develop and learn throughout my probationary period.
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