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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:

The College of Policing are a professional body that play an extremely important role in the police service within the UK, and it is their role to set ‘high professional standards to help forces cut crime and protect the public.’ It is their role to ensure that police officers across the UK have the training and skills they need to fulfil their roles to the best of their ability (The College of Policing, 2023a). This training is something that is maintained throughout a police officers’ career and especially includes progressing an officer throughout their probationary period to ensure they are well rounded enough to be substantiated in their role. As time changes, different priorities are brought forth by the home secretary within their ‘strategic policing requirement’, and the college of policing must ensure that officers have the resources to cope with these changes, whilst also trying to fulfil the goals set out in the ’Policing Vision 2025’ and they do this using ‘The College of Policing’s Corporate Strategy 2022-2026’. This essay will focus on exploring how a modern professional police officer fulfils their role and the changes needed to do this, specifically by focusing on an incident involving a prominent major focus area which is the prevention of ‘violence against women and girls’. 

Since the 3rd of March 2021 when the case of the murder of Sarah Everard was brought to the worlds’ attention, there has been a public outcry regarding dealing with violence against women and girls in the correct way. It has been described as a pandemic that is not new, with most women experiencing some form of harassment, assault or fearing something will happen to them on a day-to-day basis (O’Conner, 2021). The Sarah Everard case in particular raised questions about police culture, putting a major strain on the relationship between the public and the police, and therefore making it much more difficult for new in-service officers to work, without making significant adaptations in how they work (The College of Policing, 2022). This type of violence is a major focus area in the ‘strategic policing requirement’ which is a document brought out annually by the home office to help tackle issues at the forefront of public domain. It explains that the term ‘violence against women and girls refers to acts of violence or abuse that disproportionately affect women and girls’ and that the most common crimes covered by this act are ‘rape and other sexual offences, domestic abuse, stalking, honour-based abuse’.  According to this report, immediate reviews should be taking place by police forces across the country, and capabilities of police in dealing with the perpetrators of these crimes need to be improved as a priority (The Home Office, 2023).

An incident I have dealt with that falls into this criterion was one that was extremely difficult to deal with, it involved a female being located during the night in a field. The female had been severely beaten, had significant head injuries and had her clothing ripped from her body, which signified the likelihood of a sexual offence being involved in the attack. The female had no identification on her person and was unable to speak due to her injuries, making the situation much more difficult to deal with. As the only officer on scene who was a ‘sexual offences first responder’ it meant that I would be playing a vital role in ensuring the victims’ safety and risk assessing any dangers posed to them and initiate the investigation by preserving the scene and preventing any evidence from being lost. This is done by following a specific process created for dealing with these types of cases in the first instance (The College of Policing, 2023b). Since 2022, South Wales Police have began training all new officers on how to manage these types of incidents, whereas previously it was the case that officers had to voluntarily take the course to become qualified. Although I was one of the officers who made the decision to become upskilled in this area, by phasing all officers into having the training, it is demonstrating an improvement in dealing with violence against women and girls, as per the home office’s plan. 

This case was more complex than previous sexual offence cases I had dealt with before, and required a lot of adaptation, especially with obtaining evidence from the victim. The main reasoning for this was due to the victim being unable to speak; this meant that the full facts were not ascertainable, and therefore it could not be confirmed if she had been sexually assaulted or not. Additionally, this meant that the victim was unable to provide any form of consent to us with regards to obtaining time sensitive urine and blood samples, which would help provide evidence of any potential suspects in the incident. However, although evidence is vital in securing suspects and conviction, it is not the most important part of dealing with these types of incidents. Police forces have created new policies since 2021 with guidance on how to deal with these incidents correctly, which explain that the most important immediate action is to provide victim care prior to gaining an account from them. When considering this situation, it was vital that the victim got immediate treatment from paramedics and in hospital, and the risk to their life outweighed the need to obtain evidence or an account from them (Metropolitan Police, 2021).


As the police are under scrutiny for methods previously used in dealing with these cases, it is increasingly important to ensure that this was dealt with appropriately and in line with the new procedures. Recently more than 1,500 police officers had accusations made against them regarding violence against women and girls, with just over half of these complaints being made by colleagues, and the remaining being made by members of the public. These sorts of statistics reinforce the need for urgent change within policing to rebuild trust from the public and communities, and one of the methods of adapting this change is that the NPCC and the College of Policing will be publishing annual assessment of police performance in this area (Hall, 2023). The UK government have produced the ‘Beating Crime Plan’ which was put into place in 2021, which although has multiple focus areas, features plans in how these sort of crimes will be dealt with by police forces, such as the ‘Violence against women and girls strategy’, the ‘victims bill’ and the ‘rape review action plan’ (UK Government, 2021). 

When considering these types of changes in procedures and protocols that have been put in place by professional bodies such as the College of Policing and the Home Office, there are obviously significant adaptations that must be made for an officer in the last year of their probation. All officers must follow the new ideology put into place to reduce incidents such as the one discussed, to make sure the victim is looked after, but in addition to protect themselves from further scrutiny. An incident such as this, with such a large scene location and large emergency services presence, was likely to draw attention from the press, which is something that newer officers often do not have to deal with. In this situation, however it was my role to ensure the victim remained protected from that intrusion, ensuring that I rode in the ambulance with the victim to the hospital, remaining with them until an officer within the relevant team could take over the case. However, it is also important to note that even though the police should be as victim focused in these situations as possible, there are often limited police officers to deal with the other elements of the incident, resulting in less police officers having more roles to play. 

Although there are multiple agencies and policies that have been previously discussed who have been setting goals for officers, and ultimately changing what they do in their roles for the better, it is important to note that without sufficient training, this would not be successful. This is why it is important that the College of Policing - who are the professional body that set the standards, codes, and practices within policing (Police Federation, No Date) - also have a strategy in place to manufacture these changes. This policy if known as the ‘Corporate Strategy 2022-2026’ and provided a fundamental review on how the College of Policing work with other departments, and what changes needed to occur so that all police officers, no matter what level of service, would feel comfortable in implementing any changes enforced. It is explained that the strategy will work alongside the ‘beating crime plan’ already mentioned by setting standards that will strengthen the bonds with communities, help enforce good leadership and provide core training (such as the sexual offence first response courses), so that this plan can be achieved successfully (The College of Policing, 2022). 

Additionally, the College of Policing not only have their own strategy in place, but it is also their role to work with agencies such as the NPCC, and this is no different than with the ‘Policing Vision 2025’. As with all other similar strategies and plans that have been put in place, which sets out expectations for policing, this operates a similar set of expectations. The difference between this report and others, is that it gives more specific and condensed methods on ‘how’ the strategies will be implemented and why they will work. There is a clear explanation on the need to be collaborative with partner agencies, that there are issues with police knowing when and where to refer to them, and why they are necessary in dealing with public services. In addition, the report evidences gaps in the proactivity of officers when dealing with situations, as well as the limited proactivity in dealing and preventing vulnerable situations from occurring (NPCC, 2016).

Ultimately, when considering all the elements discussed regarding policing it could be stated that there is a lot of increased responsibility for an officer in the last year of their probation than there was previously. Due to a fragile amount of trust from the public due to previous events, and the need to recuperate this trust through schemes such as the Policing Vision 2025, the beating crime plan and the strategic requirement plan, there is an everchanging need for these officers to act in ways that were not necessarily seen previously. When reviewing this, and evaluating the incident demonstrated, it is obvious that these schemes do improve outcomes and trust with the victims, as the cases are dealt with in the right manner. However, these methods can put a strain on officers who are still in the process of learning the role that they are in, and therefore the College of Policing’s efforts and role plays a necessary part in this growth. Without their guidance, and the role they play, there would not be the necessary training and guidance to implement these methods and without them, officers would potentially still be falling behind in making the necessary improvements.
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

The public have always played a vital role within conducting investigations and the police seeking information from them through public appeals with news reports, advertisements, meetings, and articles, was a regular method of doing this (Qvist, 2016). However, since the internet has been a common phenomenon, one of the ever-growing methods in investigations within policing is the use of social media to reach members of the public. This method is often utilised to inform members of the public about ongoing incidents that may impact them, ask for assistance in ongoing investigations such as identifying perpetrators of crimes or locating missing persons, and additionally engaging with the public to bridge the gap between them and the police. Throughout this essay, the experience of using social media within policing will be critically assessed by evaluating an incident where social media was used to resolve an investigation. In addition to this, it will also assess the current policies that in place specifically within South Wales Police regarding social media, as well as the benefits and risks utilising social media can have.

Much of the population across the world are users of social media in some form, and according to Smith (2023) as of January 2023 ‘there were 57.10 million social media users in the United Kingdom’ which is approximately 84.4% of the total population of the United Kingdom. Facebook is deemed to be one of the most popular platforms used by residents of the United Kingdom; with 70.7% of internet users using the platform monthly, Instagram has a percentage of 56.4%, Twitter a percentage of 42.8% and one of the newer and ‘fasting growing’ platforms; TikTok having a percentage of 38.0%. As well as this, not only is there an extremely high percentage of social media users, but Smith (2023) also states that these users use social media for an average of one hour and fifty-six minutes daily. When considering these statistics, it is no surprise that UK police forces across the country utilise various social media platforms to extend their reach across the population.

Much like other police forces within the UK, South Wales Police (2023a) utilise various social media platforms to engage with the public, including but not limited to, Facebook, Twitter, Instagram and TikTok. Two of the most common platforms to provide messages to the public used by South Wales Police are Facebook and Twitter, and according to their website they provide ‘the latest information, advice, appeals, community engagement and updates from across South Wales’. To use these methods, South Wales Police enforces a social media policy (South Wales Communications Team, 2023) to make sure that social media is used in a safe and professional manner. The policy applies to all police officers and staff that are users of social media in both a professional and personal capacity, especially when representing South Wales Police. One of the restrictions placed on officers is that only specified members of staff are allowed to post on these platforms, although requests can be made by officers to the teams that manage the platforms to make posts on their behalf. The idea behind this is that by having specific staff members manage the use of social media platforms, the Code of Ethics (College of Policing, 2014) are followed correctly and appropriately; especially when considering the ethics of ‘Authority, Respect and Courtesy’, ‘Duties and Responsibilities’, ‘Confidentiality’ and ‘Conduct’.

One of the most common types of appeals the police use social media for, is for assistance in locating missing persons. South Wales Police (2023b) evidence this by stating that due to social media allowing them to reach many people very quickly, and the followers of the platforms often providing useful information regarding sightings of the missing persons, they deem this method to be a successful method in multiple cases. The success rates in previous cases were one of the reasons I made the decision to utilise social media in one of the missing person cases I was investigating. A male had been reported as missing by his family members as he had not been seen or heard from in over three weeks, although this behaviour was quite common for the male, concerns were increased as the male did not normally refrain from making contact for this length of time. The issue with this case was that the male’s family did not know a lot of information relating to places he frequented, friends he had or any other information about him such as financial history. Due to this lack of knowledge, it left limited methods and tools to try and locate the missing male, especially considering we had very few people to contact to gain information regarding him. Additionally, the risk level for this missing male was ever increasing due to concerns from an ex-partner who believed him to have suicidal tendencies, and banking information confirmed that the male had not used his bank account in over two weeks. Therefore, as there were no further leads in the investigation, in this case it was vital to utilise social media to gain as big of a reach as possible with the public and in doing so, I felt that there would be possibilities of contacting potential friends of the male or even the male himself. This led to me posting an appeal for the male on both Facebook and Twitter, which included his name, when and where he was last seen, a recent photo of him, and any areas he may have potential links to. 

In general, there are many benefits to utilising social media within policing. Social media provide sources of criminal information, provides the police with a voice, it allows police to provide information to the public, as well as showing a more human and positive side of the police which engages with the community (Government Technology, 2023). In this case, the benefits are specifically in relation to a missing person case, and not one of a criminal nature. According to The Metropolitan Police (No Date), these types of cases “can often benefit from publicity appeals originating within the control of the investigating force. Wide reaching and instant engagement with communities and the sharing of an image to prompt a sighting can progress a case and offer great comfort to families and loved ones of a missing person.” This statement clearly supports the ideology that not only does the appeal on social media potentially retrieve information the police may not necessarily have initially, but also supports the idea of engaging with the community due to the family receiving comfort from the posts and the community feeling part of the investigation. This is also reciprocated in this case as when the family were consulted on the idea of putting the appeal out on social media, they responded in an extremely positive way; providing myself with their most recent photograph of the male and being hopeful that this would result in him being located. In addition, the appeal received a lot of positive leads and updates from the public on the males’ whereabouts, as well as the male himself getting in contact with the police to advise he was not aware he was missing and was happy to be sighted by police. 

Although there are multiple benefits to social media being used within policing, this is not always the case and ultimately as with any tool in policing, there are risks that need to be assessed. Scholes-Fogg (2012) explored both the benefits and the risks of the police utilising social media and explained that although there have been many effective uses by police, such as when Greater Manchester Police gave brief accounts of all 999 calls that were dealt with in a 24-hour period -titling this GMP24- which was extremely popular with the public, there are also multiple risks. When a post is made online, this could have been viewed by numerous amounts of people within seconds, meaning that if there were any errors in the post, numerous people could have been provided with incorrect information that they would not have been aware of if the post was not made. There are also considerations to be made with regards to the data protection of any personal information in the posts, which is why in this case, although I could not seek the permission of the missing male himself, I sought the permission of the family instead and included as little personal information of his as possible. 

When utilising social media to post pictures of persons for investigation or location, such as in this case, one of the risks that must be addressed is the public themselves. On most occasions these posts have an open comment section to gain the information from the public, however this leaves the post open to ‘internet trolls’ who comment on posts online for the sole purpose of causing discord. This means they may post inappropriate or offensive comments, or comments which may be bullying in nature towards the person in the post. In more serious cases, these trolls may deliberately provide incorrect information to disrupt the investigation or spread false information about the person in the post, which puts the case in jeopardy or slows down progress (Missing People, 2023). Therefore, it is important to assess this as a risk and if the post made about the missing male was subject to these types of comments, the measures put in place from the social media policy would be utilised to protect those involved. This means that the designated staff members who manage the social media channels would remove offensive comments and put measures in place to limit comments made on these channels. Additionally South Wales Police (2023c) have ‘house rules’ available to the public for any person who comments or shares posts made by South Wales Police. These rules explain that any person who comments on these posts may be criminally liable if their interactions have committed any criminal offences, and therefore would be dealt with appropriately.

When considering all that has been discussed, it is an obvious outcome that as public involvement in investigations is potentially a key component in a successful outcome. As previously stated, public involvement is something that has always been utilised, but only recently due to the popularity of social media, has this been the more preferred method of reaching communities and wider ranges of groups. The incident evaluated confirmed a positive outcome with the missing person being located, communities feel more involved with the investigations bridging the gap between them and the police, and there are many more successful outcomes from appealing via social media than without. The only issue with using social media is that ultimately the poster does not always know who is going to be viewing the post, which could result in people viewing this who shouldn’t, or ‘internet trolls’ causing issues with investigations and upsetting people involved in the process. However, there is an obvious view that the benefits outweigh these risks, and that these risks can be reduced by using the policies enforced by South Wales Police, and therefore should continue to be used with care by police forces when necessary. 
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Task 3

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


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

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




ANSWER:

Leadership can be defined as ‘a process of social influence, which maximizes the efforts of others, towards the achievement of a goal’ (Kruse, 2013). As with any company or job role, there are always designated leadership positions that need to be filled. These leadership roles differ and each person who fills these roles will utilise different models and methods to succeed. According to IMD (2023) leadership style ‘determines how leaders develop their strategy, implement plans and response to changes’. Throughout this essay, the ideology of different leadership models and styles will be explored, and how effective these models are specifically within policing. It will explore the some of the most common leadership styles which include ‘transformational leadership’, ‘delegative leadership’, ‘authoritative leadership’, ‘participative leadership’ and ‘servant leadership’. In addition to this, it will also critically analyse leadership strategies that I have imposed into a policing incident where I have played a critical role in leading the incident, it will also investigate and evaluate how these leadership skills were adapted as the incident changed and developed over time. 


Within policing all officers must assume a leadership role as part of their duties, this is because they are deemed to be representing the people and part of their role is to influence and motivate others, as well as enforcing law over others. This is because they are consistently in situations where they must make decisions regarding the welfare and safeguarding of the public and other officers. In addition to this, they must act in an ethical manner which instils confidence from the public and colleagues who are working with them (Ortmeier and Meese, 2010). The way an officer uses their leadership skills can have detrimental effects if not done correctly. It can impact morale within the teams they operate in, resulting in colleagues not feeling connected with them or working to the best of their ability, and therefore not achieving the objective wished for. Furthermore, if these goals are not achieved, or the officer in the leadership role lacks the professionalism expected by the public, the communities and public will lack confidence in them, potentially causing a divide between the police and the public (Lewis, 2022). This demonstrates how important it is to ensure the correct leadership models are used when dealing with policing incidents, and how important it is to adapt those models over time. 

Although it is often the case that multiple officers attend a policing incident at any one time, it is also important that there is normally one officer who is taking point at the incident and is the designated officer in the case. One incident where I played this vital role was at a report from ambulance of a male who had been allegedly hit in the head with a hammer and was in immediate danger. Although the force incident manager, who oversees the management of these high-level incidents from the control room, was managing the initial risk levels of this incident, I was the first on scene to deal with the victim and assess the risks to officers and the public also there. Upon attendance, it was clear this could be a high-risk situation and should be managed as such; the victim was in his home with significant injuries after fleeing the suspects’ address, the suspects’ address was only several doors away from the victims, and the suspect was potentially still armed and dangerous. At the time, I was in attendance with another officer, there were two other response officers on route to the scene, one of which was taser trained, the other a student officer, firearms officers were on route, as were other officers if needed.

To take the lead in a critical incident such as this, it is vital that the person leading it is trusted by the persons they are leading. Without this level of trust, the leader would not have ‘the ability to motivate people to want to grow, change and be led’, which is a key method of ‘transformational leadership’. This is done by ensuring that the leader not only encourages the people they are leading, but also demonstrate that they are a role model for them, demonstrating the values they want the other team members to portray (Jack, 2023). Considerations can be made on how to adapt this within a policing role, and although it is a vital method that can be used with officers of all lengths of service, it is especially important when considering officers who are younger in service and are often reliant on the example set for them by persons in leadership roles. When considering this situation, where a student officer was present at the call, it was ideal to utilise this method of leadership to set an example and inspire them to deal with situations such as these in the correct manner in the future. 

In this case, as the situation was complex and there were multiple factors and addresses involved, it was deemed most appropriate for officers to split up into groups and attempt to deal with both the victim and the location of the suspect separately. To do this it was decided that the student officer would work with the firearms officers and taser carrier to assist in locating the suspect and I would work with another officer in dealing with the victim. As ‘transformational leadership is a management theory that emphasises motivation, encouragement, inspiration and guidance’ (Indeed, 2022), it was vital that the student officer felt confident in how to deal with the situation successfully, and to do this they had to feel encouraged and inspired. To ensure this was done, I spoke with the officer before hand asking them what they believed should be done to guarantee they were acting appropriately and to the best of their ability when dealing with the incident at hand. This allowed me to gain an understanding of what the officer already knew, but also help them bridge the gap with what they were unsure on, therefore working to the same goal of locating the suspect safely and successfully. It could also be considered that even though this is partially formed by the transformational approach, that it also includes elements of ‘participative leadership’ which is a format that allows employees and team members a main participating role in the decision making (IMD, 2022). By utilising both methods it allowed them to trust the advice they were being given, but also feel heard due to them having an input in the decision-making process.

It is often the case that leaders use a ‘one-size fits all’ approach to leading their teams, where there is very little room to adapt the process when the situational and contextual factors change. This method of leadership is known as the ‘transactional’ approach, and although it can help with setting clear boundaries, and team members feel they are being treated in a fairer manner, there are multiple negatives to it which make it inappropriate for most policing situations. It can often reduce the creativity of team members as they are less likely to be able to make their own decisions, and therefore improve themselves. Additionally, it is an approach that focuses on rewards and punishments for getting a job done successfully, which when considering there are a lot of officers, such as the student officer in this situation, who are new in service, may result in them getting unfairly punished for getting something wrong that they should not be expected to know. Finally, within policing situations such as this one, they often have an element of risk and danger to them, and this level of risk is ever changing. This means that a more trust focused approach is vital where colleagues trust each other and their leaders, and therefore requires a relationship or bond to be built between the leader and the team. A transactional approach does not focus on this but instead on the outcome of a job (McCandless, 2022).

A stated, it is important to note that in this situation it would not be appropriate to use the same methods of leadership with all persons involved. A lot of the officers in attendance were experienced officers with the same or more amount of tenure as me within policing. Additionally, some of the officers carried a different skill sets to me, such as the ability to carry a taser or other type of firearm, meaning that although I could potentially provide advice on the next steps required at scene, they did not necessarily require my supervision in the matter. In a situation like this, it was more appropriate to utilise ‘delegative leadership’, otherwise known as ‘laissez-faire leadership’ and can be defined as ‘a style in which you give your employees a lot of autonomy and trust them to make decisions on their own’ (Fermin, 2022). In utilising this method, it helps divide tasks out fairly amongst team members, reducing the burden on the leader, therefore reducing tiredness across the team, improving effectivity, and reducing the time taken to complete the task. It also ensures that the skills of the team members are used successfully, improving morale across the team due to feeling trusted to make their own decisions (Sharma, 2023).

Employing a delegative approach when dealing with more experienced officers, as well as officers with specific skills, such as the ability to carry taser or another firearm, was deemed to be a much more appropriate approach than to follow an ‘authoritative approach’. If this had been engaged instead it would have reduced the satisfaction felt by those who were working with me, this is because this type of leadership enforces an ideology that the leader does not have to share their decision-making processes or seek any advice from other members of the team, which therefore would have reduced the trust in me as a leader (Online Learning College, 2022). It was not necessary in this case to tell these officers what to do, or how to do this, but just where I needed them to be to succeed in dealing with the incident. By simply requesting that these officers deal with the search for the potentially dangerous suspect and providing them with regular updates that were being received from the victim, it meant that they were act appropriately with me having little involvement in their decision-making processes. 

It could be stated that the methods chosen and utilised within this scenario also fall into another category of leadership which appears to be a much more fluid method of leadership and includes multiple factors from the ‘transformational’, ‘participative’ and ‘delegative’ leadership models. The foundation of this method is the idea that the leader will ‘treat others as they wish to be treated and lead with trust’, enforcing the idea that they should be encouraging to other members of staff, listen to feedback, as well as mentor members of staff who need help. It is also stated that a person who portrays servant leadership qualities should wish for others to be successful, and not just want to make positive changes for themselves (Herrick, 2023). It is stated that servant leaders should ‘love feedback’ and that it should be looked at ‘as a gift’, this is because their main goal should be the gain the opinions of their team, improve and do better for them (Blanchard, 2022). So, when considering this method of leadership, the decision was made to have a feedback session in a briefing on the following shift to determine how the incident was handled, if this could have been handled better and if the team were ultimately happy with the way it was ran. 

When evaluating all methods used within this leadership incident, it is clearly seen that more successful approaches of good leaders involve gaining the trust of team members and not methods which rely on punishment when they have got the answer wrong. Additionally, it is obvious that by including team members in the decision-making process, that team members feel valued, included, and are therefore more likely to succeed, instead of authoritative decisions which can exclude employees from the process altogether. This is why approaches such as the delegative, transformational, participative and servant styles, appear to have more positive outcomes overall. Although these processes are mostly positive, it is important to note that there are downsides to utilising certain leadership styles, even if they have positive results in most cases and should only be used if certain criteria are met. For instance, in this case, it was appropriate to use a delegative approach with more senior and experienced officers, however in the case of the student officer, the transformational approach was more appropriate as they would have likely felt overwhelmed by having that much responsibility placed upon them (Fermin, 2022). 
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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:

Within any job role, it should always be ensured that an employee is suitably coached and mentored so that they can succeed to the best of their ability, this is no different in policing. It is also important to consider whether there should be different methods in the mentoring provided towards male and female members within the police force, and how the different genders respond to this coaching and mentoring. According to Sutton (2020) there are commonly four different coaching styles that are often used which are ‘Positive Psychology Coaching’, ‘Narrative Coaching’, ‘Existential Coaching’ and ‘Solution-Focused Coaching’. Throughout this essay these different coaching methods will be evaluated and explored by revisiting the previous methods used within my three-year probationary period. It will be discussed how these methods, along with the actions from mentors impacted my growth as a female officer within a male dominated environment, and how these methods have helped or hindered me to achieve the relevant professional and organisational goals in line with the policing Code of Ethics.

When asking the question ‘What does coaching mean in the workplace?’, it can be stated that ‘workplace coaching is a process where a more experience or skilled individual (the coach) helps another individual (the coachee) to develop their skills, knowledge, and abilities to improve their performance and achieve their professional goals’ (Hone, 2023). A similar definition can be found when considering what a mentor is, and Cambridge English Dictionary (No Date) defines the true meaning of the word mentor as ‘to help and give advice to a younger or less experience person, especially in a job or at school’. In policing, there are multiple persons who can act as mentors or coaches to officers who are less experience. Most commonly these officers who act as mentors are those of a slightly higher rank such as sergeants and inspectors, this is because they are often more time experience but still work on a close basis with the constables who work underneath them. However, some of the best mentors within a job often are peer coaches who work alongside you, this is because they can observe the work being done, understand the context the other person is working in, and provide two-way insightful advice on how to improve first hand, due to their own previous experiences (Cooks- Campbell, 2022).

Within the three-year probationary period, there are multiple people in various different roles and rankings that play an important role in the development and coaching of probationers. 
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