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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:

This essay is a critical reflection of a policing incident where I saw my role as a police officer change from a student officer requiring coaching and mentoring to taking charge of a complex investigation with extensive lines of enquiry. This essay highlights how the College of Police and other professional bodies have a strategic role in professionalising policing. Furthermore, this essays evaluates how the professional bodies help evidence what work I am conducting working towards fulfilling the framework of a modern professional police officer. This essay critical evaluates policing documentation such as the Strategic Policing Requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.

‘The College of Policing is the successor of the National Policing Improvement Agency with wider responsibilities’. The College of Policing’s focal aim to set, monitor and improve standards for the police services across the United Kingdom on training, development, skills and qualifications. (G. Gooch, M. Williams, 2015). The College of Policing (November 2014) does not inspect standards or investigate failure to meet standards where these aspects are left to the partner professional bodies such as Her Majesty’s Inspectorate of Constabulary or the Independent Police Complains Commission. The College of Policing’s vision (November 2014) is to be a world-class professional body, equipping its members with the skills and knowledge to prevent crime, protect public and secure public trust.

The latest innovation of the College of Policing (November 2020) in its strategic role of professionalising policing is the implementation of the ‘Police Education Qualification Framework’ (PEQF). The PEQF comes following recommendations by the National Police Chief’s Council (November 2016) in the Policing Vision 2025. A section of the Policing Vision 2025 is that ‘policing will be a profession with a more representative workforce that will align the right skills, powers and experience to meet challenging requirements’. Furthermore the PEQF is meant to provide representative recognition for police officers and staff.

In theory awarding police officers with higher education qualifications is a significant step in the right direction to recognising the work, dedication and professionalism that is required for modern day policing. What is yet to be explored and understood is the impact that stress has on the very framework that builds the PEQF. In the current climate, it has been found stress is one of the most prominent causes of sickness and absence periods with over 13 million working days lost costing the economy over £4 billion (Mark Jackson, 2013). The PEQF qualification encompasses policing with academia which can undoubtedly attribute to a stressful environment. Whilst the framework would not work without one or the other, alongside learning a complex and challenging profession, and often adapting to the demands of shift work, officers are now expected to study to achieve a higher education degree qualification. It is without doubt this can have a negative impact in a student officer’s welfare.

In previous recruitment drives Police Officers would have to complete the Certificate in Knowledge of Policing prior to applying (Pepper, 2015). This meant that officers would have a base knowledge prior to joining as a police officer and could focus on the challenges ahead of developing into the role of policing. With the current framework the focus on developing as a police officer is shrouded by the focus to achieve a higher education qualification. The impact on welfare is being recognised with student police constables having a force agreement of ‘Protected Learning Time (PLT)’. Currently PLT is two allocated days a month where a constable is afforded an opportunity for private study time with no penalties or pay loss to complete their university studies. This time is essential for completing studies in a timely manner. PLT is protected requiring a member of the senior management team to remove or change it. Officers under the program would argue that this is not enough time however it is a step in the right direction of managing officer welfare.

The National Police Chiefs’ Council produced the Workforce Transformation and Pay Reform (2018) and the Policing Vision 2025. Both of these documents share a joint goal of a diverse and representative workforce that is inclusive without prejudice. Both of these documents however set the framework for professionalising the police and recognising the higher level of work completed on a day to day basis. Furthermore the Workforce Transformation and Pay Reform (2018) details how all entry routes now require a higher level qualification, or for a higher level qualification to be obtained during the probationary period. A question that must be considered here is one of whether or not the direction policing is steering towards however going to have a double edged sword effect resulting in a negative or positive effect on work place diversity (Guillaume et al, 2017).

Frontline policing requires individuals with a keen aptitude for problem solving, investigating and engagement with communities. Individuals with skills sets properly adapted for working in communities with complex needs and building bridges to achieve the goal of evidence / intelligence led policing may never have been afforded the opportunity obtain a higher level qualification. Through family commitments or social complexities some individuals may never even get the chance to go university despite the endeavour being a life ambition. If this mind set is reinforced, will demanding a higher level education be a set-back in the drive for recruiting diversity into the police. Furthermore, individuals who maybe struggle academically are more conditioned to the difficult complexities faced by modern day policing.

There are thousands of skilled police constables and detectives constables across the United Kingdom who have never obtained a higher level qualification. These experiences policing colleagues are essential in building the foundation of police forces. Through the new model of professionalising the police force these experienced officers may never have joined the police force have the recruitment process been the same when they applied. On the contrary the new model of professionalising the police has given the opportunity for those wishing to pursue a career in policing to join with the relevant qualification and then obtain a higher level qualification. The Police Constable Degree Apprenticeship allows individuals to obtain a qualification whilst working and obtaining a wage, which arguably is achieving the ‘best of both worlds’.

To critically reflect on the final year of my probation I will utilise the Gibbs Reflective Cycle (1988) developed by Graham Gibbs. The model is cyclical in nature which allows information to be taken or added at any stage and continually process what went well and what could be improved upon. The model follows six stages; Description – of the experience, Feeling – and thoughts about the experience, Evaluation – of the experience, both good and bad, Analysis – make sense of the situation, Conclusion – about what you had learned and what you could of done differently, Action Plan – for how you would deal with similar situation in the future, or general changes you might find appropriate. This model is going to form the stages of the reflection. 

This reflection will focus on evidence based standards set by the College of Policing acting as the professional body in policing. This reflection will analyse how I have I developed into the role for policing and worked towards becoming part of autonomous workforce with enhanced skills as a problem solver, communicator, negotiator and leader (NPCC, 2018). 

A large part of the standards set by professional bodies and the organisation focus around policing becoming a leader, take responsibility for decision and ultimately becoming an independent worker within the wider organisation. This responsibility is entrusted early and even now I whilst still in my probation I am noticing the requirement to take lead, my decision and act early. 

I have found that as I go into my third year of policing my role within the team has changed and progressed. I have developed essential skills such as emergency response driving, becoming an authorised taser carrier and courses such as method of entry and conducting drink drive procedures at custody. This has meant my roles has changed significantly from having to ask colleagues for support and guidance with a large majority of tasks to being able to independently carry out these tasks. The policing incident I was involved in was a road traffic collision where a vehicle was stolen and crashed into a large vehicle with multiple passengers a short time later. I was the officer in charge of this case and was solely responsible for this investigation. The investigation was complex in that there were multiple lines of enquiries ranging from witness statements and CCTV across the forensic evidence. The ultimate goal of the investigation was to put together a comprehensive case file together presenting the evidence fairly and justly allowing the courts to make an informed decision on the suspects sentencing decision and sentence length.

A large part of the investigation I was solely responsible for and made all the decisions, with oversight from a supervisor. I felt this investigation was the first opportunity to really display everything I had learnt in my first two years and truly incorporate everything expected of a modern day police officer. I felt I was independent in my decisions and took a lot of the investigation in my stride as I worked with the multiple witnesses and victims in the investigation. I still made sure I liaised with colleagues and my supervisor however to ensure I was still on the right track. After the investigation I felt I missed a massive opportunity with the forensic submission of the blood work to expeditiously investigation the incident. Ordinarily forensic results on blood work take around 4-6 months which had been delayed to due to the covid-19 pandemic. I could have put in a request to have the blood results expedited as the threat risk and harm is much higher due to the multiple offences relating to my investigation to compare to a simpler drug drive investigation. From this experience, my confidence has improved significantly and I now feel more confident to make decisions based on that experience. If I were to come across a similar incident I would feel a lot more confident in getting the most efficient outcome possible. I am a strong believer that experience is one of the key traits in becoming a more confident individual when making decisions that can sometimes be a daunting task. 

Understanding technology is at the essence of becoming a modern day police officer (CoP, 2019). Critically evaluating what went well in this investigation was the use of technology to present the facts in a clear and concise way. Using CCTV images I was able to track the suspect around the car park to the point he steals the vehicle. I was then able to use dash cam footage of a vehicle approaching the road traffic collision to track the vehicle and show the collision. In that dash cam footage you could also see in the reflection the suspect attempting to leave the scene and readily detained by a member of public. I also tied this in with the large vehicles on board CCTV. Finally, I was able to use the attending officer’s body worn video capture which clearly identifies the suspect.  This meant there was unquestionable continuity of evidence which made it difficult for the suspect to provide reasonable doubt due to the overwhelming evidence. As stated above I felt my time management was poor and could have more been more readily prepared. I had multiple witnesses and victims awaiting updates I could not provide due to forensic delays. These factors have been applied to my own personal action plan which can be reviewed at a regular basis to ensure I learn from that experience and that I receive a positive and personal outcome for this investigation. 

The investigation went well as I utilised everything I had been learning in my last two years through university studies and real world experience. I was fortunate enough to work with several very experienced officers during my probationary period and called on those familiarities when applying myself to this investigation. Everything that is logged with police is recorded on the local and national database and it is possible for individuals to go back in to those incidents to view how certain files and submissions were submitted with a view of either applying the same method or learning from those submissions to better the output on the current.

In conclusion I learned that policing is a complex role and there is a clear necessity for professional bodies such as the College of Policing as well as documented guidance for progression such as the documents produced by the National Police Chiefs Council. My role of a police has changed to coincide with the requirements presented by professional bodies but whilst I feel I am working in the right direction I need to ensure I am always reflecting and conferring back with experienced and specialised colleagues to provide the best possible service to victims of crime. To develop my skills I will spend more time engaging with the content produced by professional bodies as I know have more of an appreciation for the valuable guidance and support that is available. I am going to continue to improve my skills and aim to be independent decision maker but will always take the opportunity to reflect and review situation when applicable. If I was to deal with the same situation again I would need to improve my knowledge of processes outside of traditional policing evidence. Modern day police services utilise technologies not previously available and I will more sure to familiarise myself with these processes to maximise the investigative potential of investigations.

Word Count 2280
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Task 2
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:

This essay is a critical reflection of a series of criminal offences that took place at a police site resulting in social media post required to ascertain the identity of the suspect. The reflection is focused on the benefits and risks of social media identifying what platforms are being used. The essay ties in with social media policy by the police and the effect it has on the ability of a police service and its employees to use such platforms. The essay critically evaluates the type of engagement between the public and the police that it facilitates.

The College of Policing (2021) defines social media as ‘any online technology that allows people to publish, converse and share content on line’. Social media is now at the forefront of communication between police and the public with more traditional methods of getting a police message out to the public being less impactful and reaching fewer people. This had led to a realisation for police forces across the United Kingdom requirement to use digital and social media to aid in communication and engagement (College of Policing, 2021).

Social media has it benefits, one of which being a massive audience easily accessible with the rise the technology, affordable broadband and growing trend of mobile phone usage being a part of everyday life but is there a likelihood of risk associated with the platforms. In 2018, the BBC reported on the negative impacts of social media on people such as stress, anxiety, depression and addiction all a result of a social media. Whilst all of these findings are related to social media in general they show a clear scope into the potential risks of not only police use of social media but reporting on police controversy by the media and public. Police incidents are more often than not recorded and shared on social media with a lack of detail leaving the viewer wanting more information. Some video clips leave the police in vulnerable position leading to debate and argument often being shown in a negative light.

Contrary to the current stance from UK Police Forces, there is a growing trend in the United States of America were police forces to release footage including officer body camera to the public on social media to aid in engagement and communication. An article from the Independent (Sept 2021) highlights an American Police force releasing body camera footage of an emerging highly publicised investigation of a social media personality, Gabby Pettito, who had been reported missing following a road trip and deceased body located who at the time was presumed to be Gabby Pettito. There is a lot of speculation around this case, the facts and rumours that fellow social media personality and fiancé, Brian Laundrie, that there is foul play involved. Releasing the footage has apparent risk of how the footage is perceived but shows the true facts of that specific incident. Releasing the footage limits the speculation and allows for an informed argument. Social Media allows this footage to be readily accessible by anyone who searched and likely spread throughout the internet through likes and shares highlighting positive use of social media.

The UK police association do not share a similar stance and begs the questions if police reform needs to be considered. Another article from the Independent release around the same time (Sept 2021) details a plea from a Police Federation to release body cam footage showing an arrest of a black pensioner. The call for the release of the footage came after the pensioner’s daughter shared images of injuries the pensioner sustained during the arrest on social media stating he had received a broken nose and fractures. In the current climate with limited information there is always going to be media back lash with the aggravating factors of the person involved the police confrontation being in an ethnic minority group and a pensioner. The article uses these facts to steer the attention of the reader but does not provide much information in relation to the wider scope of the incident. The police force has not released the footage which ultimately shifts the public into surmising that this footage is damning and going to show the police in a negative. The questions is going to be asked in the age of social media why this footage is not available. With that observation in mind, the police federation supporting the officer, are calling for the footage to be released so there is likely some element of transparency that would shift public opinion. Furthermore, as discussed in a statement from the Independent Police Complaints Commission (2016) members of public become suspicious that body worn video was not utilised at all. The article shows the presence of social media allow has inherent risks and failing to act appropriately with social media can have dire consequences. 

Police use a varied range of social media accounts which Facebook and Twitter being the most popular. Nottinghamshire Police for example, as of September 2021 boast over 70 individual social media profiles covering various operational aspect of the force and profiles relating to specific communities. The police share a lot and request a massive amount of information through social media so special care needs to be taken in what is shared where. Linking back into the BBC (2018) maintaining the view attention is key and too flood a single page with all the information would likely hindered the social media abilities of police. Losing engagement with public results in a loss of confidence and legitimacy, withdrawal from the public and unrealistic public expectations regarding police services (College of Policing, 2021). 

Police use Social Media to gather intelligence, disseminate local information where appropriate and engage with local communities (Social Element, 2012). Social media works both ways with police providing information or requests and viewing public social media to develop information. Whilst the police use social media positively evidence suggests there is room for important in relation to pro-active and spontaneous use of social media. Her Majesties Inspectorate for Constabulary (2011) released a review of mass disorder following a fatal police incident sparking speculation resulting in millions of pounds of costs. The review shows that social media in the first incident helped fuel the disorder with articles and posts building upon speculation. A key finding of the review and critical development for the police was the lack of social media investigation to combat the mass disorder. Social media was being used by groups to co-ordinate the attacks, with even historically rival groups coming together to cause disorder. Social Media posts were not being viewed and ratified expeditiously resulting in delays of police resources responding to attacks. The mass disorder was unlike any other with disorder occurring a various spots around a large geographical area. Pre-emptive measures could have been taken however the disorder saw more of the coined term ‘firefighter’ policing were by resources were deployed in response to on-going or post disorder. 

With social media being such an integrated part of people’s life, it boosts the likelihood a social media post or initiative being seen however social media poses a significant risk not only a police organisation but those who are employed. In the mass 2011 disorder a man was target as a group of youths perceived him to be a police officer. This risk is managed by strict guidelines such as the Ministry of Defence Policing guidance in corroboration with the Association of Chief Police Officers for safe internet usage (2013). Social Media Policy highlights risk such as unauthorised disclosure of personal data, revealing personal information and bringing discredit on the police service – where on or off duty. Some policy facts include police officer and staff not reveal their position on any social media including posts relating to policing. There is a careful balance that needs to be managed whilst engaging with social media and managing the risk posed.

Throughout this essay literature argues how social media and technology is transforming the current landscape of policing. Bullock (2018) offers the viewpoint that social media is not effecting engagement with the public and possibly having a negative effect. Bullock also found that social media engagement with the police is one-sided failing to facilitate interaction between constabularies and citizens. More traditional methods of police engagement receive a far more interactive response and ultimately policing is in the most part a low-technology occupation. This is supported by the College of Policing (2021) on engagement boasting the operational requirement and necessity for specific departments such a Neighbour Hood Policing team who are out in communities speaking with the public face to face. Bullock (2018) accepts the transformational possibilities of social media but does not shy away from the requirement on constabularies to implement strict policy to protect the integrity of policing.

The National Police Chiefs Council (2019) accept this requirement for policy and sets targets for social media engagement. The social media vision is that the public will have the choice and confidence to engage, report and interact with their local police using digital channels that most suits their needs. The National Police Chiefs Council (2019) recognise the limitations currently met with social media interaction and aim to bridge them such as fully understanding the economic benefits of social media interaction. 

To critically reflect on the final year of my probation I will utilise the Gibbs Reflective Cycle (1988) developed by Graham Gibbs. The model is cyclical in nature which allows information to be taken or added at any stage and continually process what went well and what could be improved upon. The model follows six stages; Description – of the experience, Feeling – and thoughts about the experience, Evaluation – of the experience, both good and bad, Analysis – make sense of the situation, Conclusion – about what you had learned and what you could of done differently, Action Plan – for how you would deal with similar situation in the future, or general changes you might find appropriate. This model is going to form the stages of the reflection. 

A policing incident I was involved in relation to a matter of various offences involving one suspect at a policing site. All of the evidence was available relating to the matter however the suspect was not known within the policing organisation. Due to the nature of the investigation a requirement was met for the offender to be promptly identified. This meant that there was an operational requirement under current police policy to request engagement from the public for assistance in identifying the offender through a social media post. The post was shared showing screenshots of the offender requesting if anyone knew who the suspect they were to get into contact with police. The nature of the investigation also meant that only limited information could be shared in line with current policy as not to breach any conduct principles. 

I was optimistic that an identification of the suspect would be made, however was realistic that the CCTV may not have been of the best quality. The social media engagement highlighted what had been previously discussed within this writing of the way in which a social media post is perceived. The comments from members of the public sparked debate and controversy around the post. It was my opinion that providing more information would limit the controversy however the release of information was not relevant to the operational contingency so I was unable to do so.

A critical overview of the social media engagement highlighted how careful the police have to be in its use. The post offered potential suspects however all were ruled out and the suspect was not identified. The negative feedback from the post was a learning point in relation to carefully evaluating how a post is a perceived prior to sharing it. I consulted with the Media Officer, who submitted the post on my behalf, using their expertise to promote positive engagement.

The post sparked debate due to two main factors, the quality of the CCTV and the limits on the information that could be included within the post. The CCTV is something that is not easily changed and is a matter as part of the investigation. To improve a social media on the next occasion I will need to engage more with current policy and real world examples. I will utilise resources such as the Police Digital Services (2021) to maximise the engagement of posts. 

In conclusion this incident has made me more aware of complexities presented by social media as a tool for engaging with the public. The incident has provided me with invaluable first-hand experience of a how social media can prove to be a critical asset and still pose a risk on public confidence. To continue to promote positive interaction through social media I must engage with social media policy whilst continually reflecting on past experience. Engagement with the public is at the core of policing and whilst social media is useful, recognising social media is a supplemental tool is key. Traditional methods should be utilised for communities with face to face contact prioritised but social media tools allow for mass engagement. Recognising where and when social media should be used is the biggest benefit to the platform. When considering another social media post I will make sure all benefits and risks of utilising the platform are fully considered. As with this incident identification were brought forwards however the post sparked controversy and discussion from the community. Managing risk versus benefit is essential to maximising engagement with the public.

Word Count 2251










































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:

This essay is a critical reflection of a policing incident whereby an allegation of domestic assault was made involving weapons. Both the suspect and victim were still at the scene requiring the deployment of specialist police units alongside divisional police units such as myself to take command of the incident. This essay evaluates the flexibility in leadership style throughout the incident backed by leadership models commonly utilised in policing. This essay analyses how as the operational contingencies of the policing incident evolved leadership style variance was required to maximise the investigative potential of the incident. 

Leadership styles vary throughout all groups settings and are particularly securitised within business and organisation settings due to the way in which the leader of a particular groups impacts the overall productivity and performance of said group (Briker, 2021). Bass (2005) states two leadership styles dominate the current policing approach to leadership being transformational and transactional leadership. Transformational leadership relies on a strong charismatic leader experienced in the field transforming group members into better participants. Transactional leaders reward their followers for their participation and in turn the participants allow the leader to the lead. These leadership styles tend to apply to long term strategies of a leader within an organisation. The fundamentals of the team are built and supported by the leader and various leadership are required to develop a strong working relationship. Whilst leadership styles have strengths and weakness evaluating a strong leader comes from their ability to adopt their leadership in response to the operational contingencies required.

Particularly leader attitudes and styles are likely to shape the way in which a team is developed. Three direct leadership styles are defined as, Autocratic, Democratic and Laissez Faire. 

Laissez Faire is loosely defined as ‘do what you want as long as you get the job done right’ (STU, 2021). This leadership style often places focus on the end goal, a project for example, with no regard to how the project is completed as long it is completed right requiring little to no policy for the person completing the project. Laisse Faire leadership is often regarded as the weakest leadership style and even described as destructive by Stogstad et al (2007). The ‘hands off’ approach of Laisse Faire leadership means that colleagues within a group become involved in conflict resulting in role conflict and role ambiguity (Stogstad et al, 2007). Critically reflecting on differential operational situations hands off leadership is a weak and ineffective leadership style. Policing is policy dominant, with regular reviews and input from policing partnerships such as the College of Policing, Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Service and the Home Office mean that strict procedures are in place. Regular input, review and feedback is required not only within the team but more importantly from the supervisor who has investigative oversight with an often seen as the ‘final-decision’ maker. The risk always lies without input from leadership, the final result may be met, however a steps skipped or conducting poorly through overall result in a complete collapse of the entire project.

Autocratic Leadership is a style that is common within organisations however in the most part not favoured by members within that group. Autocratic Leadership is style of one person making all the strategic decision for team members (STU, 2021). Autocratic Leadership limits the independence of a team of a member in their ability to make a decisions. Chuckwusa (2018) discussed the idea of Autocratic Leadership in which most instances results in staff not exhibiting post work attitude. Furthermore, Chuckwusa (2018) concluded that the use of Autocratic Leadership prevents the use of creative ideas to adaptive problem solving. Linking directly in the current policing model under the college of policing (2021) problem solving is at the heart of policing. Autocratic Leadership is required however for a finale decision to be made but likely to be a far better strategy if linked in with Democratic Leadership.

Democratic Leadership places a significant responsibility not only on the leader but also on the staff they lead. Democratic Leadership requires a mutual respect in collaboration between the participatory leader and people they guide (STU, 2021). Woods (2005) views democratic leadership as a positive way to promote active discussion between a team and its leader to challenge problems. Woods (2005) challenges that whilst democratic leadership looks unite a group as one often, team members find themselves experience a divide. This is due to the fact that whilst all share in the decision making process more often than not the finale decision is made by leader. Combating this divide can be a difficult task requiring further or evolving leadership qualities and techniques.

Prior to evaluating flexibility in leadership approach it is important to understand what qualities are favoured in the policing context. Research conducted by Rowe (2006) found that strong leader is someone who has ‘walked the walked’. Strong leaders were officers that had served time at all the respective ranks prior to their current and were able to perform that role well. This observation rose following a review of the emerging trend of fast track entry into supervisory roles as recommended in the Windsor Reports (2011, 2012). Suspicions arose that officers in supervisory roles have ‘forgotten’ what it is like to serve on the front line. This is an observation key to my evaluation that is still felt within organisations today. Whilst there is less of a divide, teams are feeling pressure of heavy workloads, requiring constant input and support from supervisors to manage their work efficiently and effectively.

To critically evaluate a policing incident evidencing my flexibility in leadership style I will utilise the Gibbs Reflective Cycle (1988) developed by Graham Gibbs. The model is cyclical in nature which allows information to be taken or added at any stage and continually process what went well and what could be improved upon. The model follows six stages; Description – of the experience, Feeling – and thoughts about the experience, Evaluation – of the experience, both good and bad, Analysis – make sense of the situation, Conclusion – about what you had learned and what you could of done differently, Action Plan – for how you would deal with similar situation in the future, or general changes you might find appropriate. This model is going to form the stages of the reflection. 

A policing incident during which I took on a leadership role was a highly charged domestic incident involving weapons whereby the suspect and victim were still at the property and believe to be in close proximity. I found myself taking the investigative lead as a divisional officer whilst working closely with specialist firearms officers to maximise the safety of all officers, the victim and the suspect. I arrived on scene first with other divisional police officers in possession of conductive energy devices commonly known as tasers. Due to the fast paced nature of decision making required to be made I adopted a less favoured autocratic leadership style. I requested two officers remain at the front whilst I and a colleague quickly made our way to the back to secure the property. We were able to converse with the victim through an open window of a room he had locked himself in. Still in an autocratic leadership style I initially wanted to make my way into the property. 

Taking a moment to view the operational contingencies, at this point I knew that the victim was secure in a room and whilst the suspect was still at the property, the suspect was not able to immediately harm the victim. With containment on the property, I was able to adopt a democratic leadership style discussing options and contingencies with the now four colleagues at the rear of the property. Following a discussion we decided as a team to make our way into the property to turn on the lights to develop further information and intelligence whilst awaiting firearms officers who would secure the suspect. We successful turned the lights on as firearms officer arrived at scene with both the victim and suspect secured. Now that the safety of everyone involved was maximised an investigative process begun. I adopted the laissez faire style of leadership requesting two officers, one to speak with the victim and one to speak with the suspect, before reporting back with what had been disclosed. I knew that the officers would obtain comprehensive disclosures so there was no reason for me to be involved in the process whilst I conducted a search for the weapons disclosed to be involved in the incident. Following a review of the evidence an arrest was made and successful safeguarding implemented.

During the initial stages of the investigation it would be fair to conclude I felt under pressure, with the victim shouting for help from the window, potential of weapons being used and fast paced developments occurring, I was finding it difficult to not let the adrenaline take over and was aware of the increasing possibility of making rash decisions. On route to the call I was feeling a sense of nervousness knowing that I would be taking a leading role in the investigation however I was confident in my ability and knowing that everything I had learned and the team dynamics that we would be able to effectively and safely deal with the incident. I felt my adaptive use of leadership styles helped the team progress the incident. I also felt that the coordination between specialist firearm units and divisional officer was key to the safe detention of the suspect. I relayed the on-going developing information to allow the leader of the firearms units to make tactical decision in relation to their aspect and role in the incident.

Evaluating the incident, the end goal was reached, whilst maximising safety and investigative opportunities. Being young in service it was clear other team members were trying to take lead in the incident. Viewing this observation as a positive in my ability to promote transformational leadership with strong charismatic attitude to the situation. Lacking the experience that can only come with time I needed to make sure I still maintained a strong attitude to promote confidence in the decisions being made. Too combat my lack of experience I needed to invoke more transactional leadership qualities by discussing actions and decisions prior to making them, thanking them for their input. Critically analysing my varying leadership styles between transformational and transactional leadership, the two most popular leadership styles in the police, is that when one was ineffective adopting the other allowed myself to main a strong leadership role. When officers with more experience began to take a leadership role I would confer and discuss with them, thanking them for their input, and continuing to maintain the leadership role.

Changing leadership style in line with the operational contingencies was what allowed this incident to run smoothly. Had I not taken the time to slow the incident down where applicable, adopting a new leadership style, through discussion and assistance in making decisions, I may have rushed into a situation that could have resulted in serious injury. Consolation with the team really highlighted the risk of autocratic leadership with one person making all the decisions. Whilst taking a lead role in the incident recognising that there are team members with valuable knowledge and experience to draw upon before making a decisions. A strong leader needs to recognise their own strengths and weaknesses and this incident was critical to that realisation. Reflection back on this incident detailed how I can make decisions based on my experience which worked at the time. Realising colleagues may also experience similar situation which were dealt with differently which may have been just as effective is strong feedback to draw.

The entire incident went well as there was a strong team ethos present with everyone recognising their role allowing for a laissez-faire leadership style in that respect. At certain points I felt I was attempting to make decisions too quickly that were not operationally required as certain safeguarding elements were in place. I will work this into my leadership style development as a positive. I will recognise that is the situation allows time to make sure I use the team not only to assist myself through to the end goal but assist in making critical decisions throughout. I will make sure I am expeditious in my decision making process but thorough in assessing the options and contingencies. 

In conclusion I have learned that policing requires strong leadership not only to achieve the core policing principles to maximise the efficiency but to influence and progress the team dynamics. This critical analyse has allowed me to develop my understanding that leadership is not simply the person in charge of a particular group. A leader requires far more than just making decisions. A leader must influence and develop the team through their own personal experience and promote positive change. Too become a strong leader I need to make sure I continually improve in my own personal development as it is a clear, especially in the policing context, that a good leader is also proficient at the task at hand. Strong enthusiastic leaders who are knowledgeable in the field are more respected by the team. Trust from a team is earned and more trust is placed in a leader who the team know can and will support them. I will continue to develop my leadership skills through working and review with strong leaders picking up core characteristics in their leadership style in line with the operational contingencies.
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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?

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



ANSWER:

This essay is a critical reflection on my 3 year probationary period as I develop my skills and understanding of modern day policing. The essay looks at the differences between coaching and mentoring and how they have helped to aid improving my personal, professional and organisation goals. This essay provides my reflection on how feedback has benefitted me. The aim of this discussion is to provide the reader with a critical reflection of how mentoring and coaching is beneficial to a modern-day police officer. The writer also aims to provide an insight in to how mentoring and coaching has assisted me to meet certain goals that have been set to better enhance the development and experience of the officer.  

Coaching, mentoring and assessment has all been implemented as a result of the principles of Work Based Learning which is quite simply, learning on the job. Brennan (2005) offers the viewpoint that work based learning is driven by specific and immediate work place requirements. Policing is a fast paced environment that is constantly evolving whilst still respecting a history of core policing principles. Work based learning allows offers to learn the core fundamentals of the role whilst following the new principles from the College of Policing (2020) that allows officers to achieve a higher level education qualification recognising their achievement. 

Work based learning is focused on ‘experiential learning’ or ‘learning on the job’ which is often favoured as a learning style. Critically learning on the job requires time and experience for different operational contingencies to arise for a learner to get involved with, experience and overcome. Unfortunately due to the current state of policing in relation to resources reported across many news outlets, there may not always be optimal conditions for student to learn on the job. This may come as result of not being a position to have a tutor or mentor there for support. The fast paced nature of the incident dictates that other people present are required to complete the work. This would push the learner style in the direction of observational learning which is still beneficial but does not hit the core values of Work Based Learning. In the Policing Vision 2016, it is recognised as communities become increasingly diverse and complex, there is more of a specific and immediate requirement on the police ever before. This means that the pros and cons are work based learning are recognised but ultimately working on the job offers a learner as an additional resource that can utilised whilst still developing into the role.

Brennan (2020) suggest that work based learning focuses on learning over teaching through experience in the field and reflecting on the real-world examples a learner would have encountered. Coaching aims to produce optimal performance and improvement at work focusing on specific skills and goals which may also improve a learner’s individual attributes such as social interaction or confidence. Coaching typically lasts a defined period of time on the basis of ongoing organisational requirements (CIPD, 2021). CIPD (2021) accepts there isn’t a defined definition of coaching however it is generally agreed across networks that characteristics include that coaching activities promote organisational and individual goals and can promote developing the individual as a whole although there is still a focus on work place performance.

I will be using Driscoll’s (2007) ‘what’ model of reflection to critically evaluate my experience of coaching. Following a six months class based learning criteria that was focused on developing my initial understanding of policing providing a baseline of process and law I was allocated a tutor (or coach) who would manage my development over the next three months out on live operational duties. The tutor was also a police constable and equal to myself in line with the key coaching principles regardless of having an oversight of my development. Following every incident we would have an open and honest discussion in relation to how we felt that particular incident went and what areas were open for improvement. My tutor would not only assess the incident but myself as a person to give well evidenced and rounded feedback. Whilst during the 3 months of coaching, I conducted regular policing duties, there were key criteria that would be required to hit to move on to the next stage of policing curriculum. 

I learnt that coaching was fundamental in my development into operational requirements for modern day policing. The 6 months class based learning gave a good framework for understanding however when placed in live operational situation it was clear I lacked the understanding to apply such processes. Having an experienced and knowledgeable tutor there to guide my through was the safety net that gave me the confidence to take the lead and progress an incident whilst knowing I always had the support when I needed. The tutor was always assigned to the same calls as myself so we would work in unison continually feeding back to each other on what my thoughts and feelings were. 

Reflecting on the experience of coaching I do not think there is a requirement for much change in the process that I personally experienced. My tutor was experienced in the professional and organisational goals required while continually allowing me to develop my personal attributes towards the operational side of policing I wish to pursue such as roads policing. On the contrary I only think my tutorship went well due to the fact that my tutor was so experienced. Due to the lack of knowledge I had tutoring is an activities that requires a skilled individual delivered by someone trained to do so (CIPD, 2021). I was allowed take my own initiative in incidents so I was not continually directed however if I was struggling or required assistance my tutor could always step in and point me in the right direction.

Mentoring is considerably differently in style compared to coaching whilst having a similar goal of aiding in the learning and development to perform well in the work place. Mentoring tends to describe a relationship between a learner and a more experience colleague that shares their understanding with a more inexperience member of staff. Mentoring requires similar skills to coaching such as questioning, listening clarifying and reframing (CIPD, 2021). The key distinction is that mentoring tends to be over a greater length of time moving beyond the directive approach of one person telling the other how and what to do. Effective mentoring relationships is a learning opportunity for both participants, encouraging sharing and learning between the two parties (CIPD, 2021). 

I will be using Driscoll’s (2007) ‘what’ model reflection to critical reflect on evaluate my time of mentoring. Following my 3 months of tutoring I was moved to another team and had been employed by the police for 9 months. In this 3 months my development moved onto a phase of mentorship on the new team. If operational contingencies allowed I would always be a colleague out of their probation, preferably a more experienced colleague. Mentoring was not governed by strict criteria that was required to be hit to move onto the next stage rather the process followed a more relaxed framework. Mentorship meant that whilst I do not have to evidence my ability to achieve operational goals I would always have a knowledgeable colleague there to support me if I was struggling or needed guidance. There was no requirement for the mentor to complete any paperwork which meant the process was more relaxed in its approach which I found beneficial to my learning.

Mentorship is a process that allowed me to learn in an environment that supported personal and organisational development as again I still knew I had a readily accessible ‘safety-net’ if I ever needed it. The biggest take away from mentorship is that there were several mentors available on the team to work with. Due to the fact that the mentorship was a supportive form of development there was no requirement of hand-one between mentors. Policing involves a broad spectrum of operational requirement which different mentors share varied skills of. During the 3 months on some days I would work with mentors who were highly knowledgably on aspects of investigations for example and I could draw upon their experience for personal development. Other days I would work with mentors skilled in public order and conflict management and utilised my reflection upon incident of this nature to improve how I would deal with a similar situation.

The draw-back of mentorship is that there may not always be a ‘suitable’ mentor available. The operational contingencies of policing may require two less experienced colleague to deal with an incident one being the learner. Whilst the two colleagues would still be able to employ the fundamentals of work based learning it does not fit its core principles. Whilst I would not want to change the process as I found it beneficial, it would be nice to have this factored in. Furthermore not every experienced colleague is proficient mentor. Mentoring does require time and care to support a learner through organisational goals which is not always a virtue in front-line policing. Learners and mentors may be required to work non-stop with no time to reflect and discuss to draw learning points out of incidents. Whilst the learner is still experiencing the incident and its outcome; work based learning fundamentals dictate that this is not enough. Work based learning ideology is that the learner and mentor build a relationship working towards an end goals by sharing information which can only be done through discussion. 

Reflecting upon mentoring versus coaching whilst mentoring tends to last longer however both were allocated 3 months. Whilst mentorship was only allocated I found myself approaching utilising the mentorship framework throughout years two and three. I prefer the mentoring style of learning for long term personal development, however to hit an organisational goal of development I find the coaching method more suitable. 

Assessment throughout my first year has been supported by coaching and mentoring. The College of Policing, PEQF programme, provides a base line curriculum which is a corroboration between forces and universities. The force sets the requirements the officer must be able to evidence to be an operationally competent officer. Officers must be able to evidence the baseline criteria which must be achieve for a student to achieve ‘Full Operational Competency’. In my first year assessment and feedback was conducted through ‘formative assessment’ and ‘summative assessment’.  Formative assessment allows a learner the opportunity to improve performance and to provide understanding to the relevant supervisor to assist in the learning processes (Wiggins 1998).  Summative assessment takes place allow the police to judge performance against set standards in this case the College of Policing baseline (National Research Council, 2001). 

I will be reflecting upon the three years of assessment and feedback using Driscoll’s (2007) ‘what’ model. During my coaching phase of probation I was able to use formative assessment and summative assessment. Following a formative assessment method I would explain to my tutor what my thoughts were of the situation. We would use the 2 positives and 1 developmental point to ensure the feedback and review was critical being able to draw learning from the incident. Following my coaching I was still able to use formative assessment with supervisors and mentors however this was not required under the occupation competency portfolio. I would use formative assessment as a mean for personal development to make sure I am constantly learning from experience drawing out development points. In years 2 and 3 I was still required to independently evidence my ability to hit the occupational competency portfolio through formative assessment. I would provide instance where I have hit certain criteria which would have been signed off by an area training officer.

I have enjoyed the methods of feedback and review to aid in my performance and development in the workplace. I find hitting the occupational portfolio criteria is an informative way to ensure I am developing in all aspects of policing. The criteria forces me to look for different incidents and policing requirements were operational necessary to hit the portfolio. In years 2 and 3 as an operationally independent Police Constable I found myself becoming more comfortable in making decisions as there was no longer a ‘safety-net’ through tutors or mentors. What I found difficult in the experience was during mentorship and tutorship I had allocated support so I found it much easier balancing the operational side of policing with the education university side of the PEQF.

Reflecting on the process there is a massive amount of criteria which needs to be hit which is quite daunting. I would have liked to have spent more time with a mentor rather than coach to progress my development. Despite not having an allocated mentor thought out my year 2 and 3 I have continually implemented the mentorship principles with colleague. I found myself throughout the 2 years trying to hit deadlines as they provides. In reflection I would look at the entire year’s requirement and break that down into smaller segments so that the work based learning requirement was manageable.

In conclusion I found coaching and mentoring as beneficial method to aid in my development as a police officer. I found feedback and review as comprehensive way to make sure I am learning from incidents through open and honest discussion. Whilst during years 2 and 3 there was no requirement for specific mentoring I still found the process beneficial. I have met organisational requirements and evidenced this through my occupation competency portfolio. I am still in the process however currently on track with my university studies to hit all the frameworks.
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