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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 term strategy has been associated with the process of planning (Fisher et al. 2020). University of Cambridge (2016) take this further as a 5P strategy of: plan, ploy, pattern, position, and perspective. This essay explores the Workforce Transformation 2018 strategy to provide the framework to promote the quality of the people in its employment (National Police Chiefs Council, 2018). Professionalisation has been described a means to publicly recognise occupations; specifically, with a degree in the field of employment (Hoyle, 2001). A review of this strategy is carried out when compared to historic failing of the police that could be deemed through the lack of professionalism. It will be demonstrated that through the strategic direction to professionalise the police through academic endeavours and the concept of critical thinking, as a probationer in my final year, I am developing as an officer, meeting the strategic role of the College of Police. It will be evidenced that my professional conduct may be questioned by the public by virtue of wearing the uniform; however, the manner in which I engage with the public meets the ethical and professional standards espoused by the College of Policing.

The College of Policing, which replaced the National Policing Improvement Agency, has a broad range of duties including providing the requirements for the police services education, professional growth, and skill set (Williams and Gooch, 2015). By using its understanding of "what works", it seeks to become the professional body for policing and apply the knowledge gained to improve standards, reduce crime, and safeguard the public (Williams and Gooch, 2015 and College of Policing, 2023). Furthermore, the College of Policing are accountable for establishing the standards to which policing in England and Wales must adhere to (HMICRFS, 2018) and oversee complex decision-making made each day within professional policing (College of Policing, 2014). In addition, the College of Policing state the values, beliefs, attitudes, and information define a person’s ethical behaviour (College of Policing, 2014) and identified the exemplary standards of behaviour for everyone who works in policing; The Code of Ethics (College of Policing, 2014). This suggests that at the strategic level of policing, policy is established to professionalise the officer in their duties. Moreover, that a professional force also acts in an ethical manner. 

However, the College of Policing have been falling short and not reaching its maximum potential (Herbert and Marsh, 2022) with an "alarming lack of consistency across forces" (Home Affairs Committee, 2016). Furthermore, Home Affairs Committee, (2016) concur with HMICFRS that it is unacceptable that police forces in England and Wales are failing to implement the College of Policing's Code of Ethics. Macpherson (1999) states that Sir Paul Crondon, Commissioner of the Metropolitan Police at the time, denied institutional racism was a part of the metropolitan Police, instead claiming it was “individual officers” who displayed racist tendencies by stereotyping. The Policing Vision 2015 and the College of Policing’s 5 Year Strategy states the Chief Constable of a force provide leadership and are to be held accountable for officers within the force who fall below what is expected of them (National Police Chiefs Council, 2015). Additionally, the Chief Constable should demonstrate a personal example of the Code of Ethics (College of Policing, 2014). In 2015, Commissioner of the Metropolitan Police Sir Paul Crondon, caused controversy by claiming that most black people were muggers (Mills and Wards, 2015); Sir Paul Crondon remained Commissioner of the Metropolitan Police until 2000 (Perkins, 2001). This suggests that even in more recent times, racism has existed within the police. Sir Paul Crondon remained in his post for a further five years after making such a brazen and racist remark against black people within the communities he served. It could be argued that even at the strategic level, policy for vetting of officers is not conducted properly and /or are not being held accountable for their racist conduct. The Independent Office for Police Conduct (2021) claims they will hold forces accountable for any instances of racial discrimination and inequality in policing in England and Wales. However, The Independent Office for Police Conduct (2021) claim in 2019/20, during an investigation into allegations of discrimination only 2% were upheld. This could infer that the strategic targets for professionalism are not being met at all levels; however, that where they are not being met, they are being challenged publicly which could drive professionalism forward in a positive manner. 

The College of Policing (2014) instruct that officers have a duty to challenge, report, or take appropriate action when they have recognised unethical behaviour from a colleague with the Home Affairs Committee (2016) adding that ethical behaviour should be “instilled in the DNA of serving officers” and “embraced by Chief Constables and serving officers so that it becomes rooted in police culture, throughout the ranks”. Police culture is described as "the complex of shared values, beliefs, attitudes, expectations, and standards among police officers that can affect their professional practises and approach to policing" (Atkinson, 2017). The core values of the Code of Ethics are accountability, integrity, openness, fairness, leadership, respect, honesty, objectivity, and selflessness (College of Policing, 2014). A challenge I face on a regular basis is members of the community challenging my personal ethics because of the uniform I wear. Honestly and integrity is an important value to policing (College of Policing, 2014) that reminds me that I must be open and truthful to the people that accuse me, or the police as a whole, of failing them or being racist. In these moments, I am open with them and explain that police officers before me may have harboured negative and unethical traits; however, I remind them that this is the first time that they have met me and I can only speak for myself when I say, that I personally do uphold the Code of Ethics as a core value and I will treat them with respect, protect them and that I will do my duty to the best of my ability. But I also request that respect is mutual with an aim or finding some common ground so that offender and/or victim, will begin to build a level of trust with me and help to provide them with a positive experience from the police service. 

A wide range of coordinated national projects supporting the reform of the policing workforce, were formed by the College of Policing in collaboration with the National Police Chiefs' Council, creating the Workforce Transformation 2018 (College of Policing and National Police Chiefs’ Council, 2018). The Workforce Transformation 2018’s objective is to implement a range of specialised tactics to recruit first-rate new employees in the current competitive employment market which will aid in the fulfilment of the Policing Vision 2025 (Collage of Policing and the National Police Chiefs’ Council, 2018). In conjunction with the Workforce Transformation, the Policing Vison 2025 supports the professional development of police officers (Association of Police and Crime Commissioners and National Police Chiefs’ Council, 2015). 2018 saw the establishment of a brand-new degree apprenticeship entry route for newly recruited police officers who will be required to complete the Policing Education Qualifications Framework (PEQF) (Collage of Policing and the National Police Chiefs’ Council, 2018) which includes the Police Constable Degree Apprenticeship (PCDA) (College of Policing, 2020). This could suggest that a means of measuring professionalism is by academic ability or level of academic study. It is argued however, that an academic level of achievement may not have direct corelation to hands on day-to-day policing.
However, for newly appointed officers, the PCDA is a foundation for professional training and academics. It is built on a contemporary curriculum that combines sound academic education with dynamic operational training (College of Policing, 2020). Completing the degree, officers will gain understanding of the subject and may promote development in the related fields (Patterson, 2022). Earning a degree involves more than just mastering a single field of study; critical thinking is a key part of studying a degree as it allows them to gain transferable skills to for the workplace, such as: solving issues, making plans, and innovate in the workplace (University of the Potomac, 2019). Critical thinking involves more than simply summarising what you've read or heard in lectures (University of Edinburgh, 2021). Burns and Sinfield (2016) define critical thinking as “the art of making clear, reasoned judgements based on interpreting, understanding, applying and synthesising evidence gathered from observation, reading and experimentation”. Professionalism is frequently seen as a desirable attribute among employees and managers (Sah, 2022). The two most important skills that businesses look for when hiring are critical thinking and professionalism (Larsen, 2022). The expectation of professionalism in policing, is in part, a key factor that promotes police authority as well as trust and respect towards police officers (Vespucci, 2022). Previously, degree level educations have proven to be a requirement for entering several particularly intellectual job markets (Oxbridge, 2020). This resonates with my professional development through my probation, now that near my third and final year of probation. I have found that my academic writing and critical thinking has improved as I have progressed through the PCDA. This has been a skill that has been extremely useful when dealing with victims and offenders. My academic writing has received praise from Sergeants, Inspectors and Detective Inspectors for the quality of my statements; in one incident, I wrote a victim statement where a victim was assaulted by her partner who was a High-Risk Domestic Abuse aggressor. The offender was ultimately sentenced to 6 years imprisonment and received a restraining order to further safeguard the victim. My critical thinking has assisted me during live incidents when faced with conflicting accounts and when incidents can change within a few seconds. In addition, critical thinking has largely helped me during suspect interviews as I am able to analyse and evaluate suspect accounts and challenge them on any discrepancies that I discover. This will often highlight a lack of truth telling which can lead the offender into tripping themselves up. It also allowed me to identify when someone is giving an honest account whether that be they are guilty of the offence they are being interview for or not. Moreover, it has helped me develop a questioning stance to the difference between opinions offered and facts presented.

To conclude, Williams and Gooch (2015) infer that the College of Police provide the framework for professional growth, and the College of Policing (2023) strive to improve standards in the interest of the public.  Therefore, suggesting there is defined strategy to establish a professional framework. However, Herbert and Marsh (2022) suggest that the College of Policing are falling short of their strategic objective. Supported by the Home Affairs Committee (2016) that forces are not implementing the College of policing professionalising strategy.  However, it was argued that by measuring the effectiveness of the development of strategic professionalism publicly, forces are held accountable; therefore, striving to meet the strategic goals. 
As a member of the degree apprenticeship, I have embarked on journey that was deemed a route to professionalising the police force (College of Policing and the National Police Chiefs’ Council, 2018). Upon reflection, my professional written work has developed as a direct result of this strategic goal and evidenced by positive feedback from my line managers. Moreover, academic critical thinking has transitioned in my professional capacity, presenting as a more professional officer. Additionally, by studying the strategic goals and historic failures of the police I understand the public perception and confront it from a personal perspective; therefore, working to fulfil the role of a modern professional police officer.
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1

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


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

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


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




ANSWER:

At the rudimentary level of understanding, social media is “a collection of websites and applications designed to build and enhance online communities” (Osborne‐Gowey, J, 2014), revolutionising how communities engage (Baccarella et al. 2018). Community has a sense of identity (Centre for Public Impact, 2023). This essay is bounded by the community of Gwent in which I serve, an area of 600 square miles (Gwent Police, 2023). Informing has been described as a one-way method of communication where engagement is a two-way activity (London Borough of Hounslow, 2012). It will be demonstrated that as a national there is no overarching social media informing or engagement policy; however, Gwent police have developed a bespoke social media desk utilising Instagram, Twitter and Facebook (Chown, 2019). I give a personal account of the use of social media in locating a missing child who is becoming embroiled in a crime network.  Furthermore, benefitting from the intelligence garnered from social media to engage with the public to find him and to appropriately sign post him to outside support agencies. It is also demonstrated that there are risks associated with the use of social media in terms of fake intelligence and negative public engagement. 

Boyd and Ellison (2007) define social media as a platform that enables people to build profiles inside a closed online network that can be either public or semi-public, compile a list of users with whom they have connections, and follow activities or personal topics of interests. Hart (2010) states growing at a rapid rate, social networking sites were among the most frequently accessed websites in 2008. Morrow (2014) claims Facebook paved the way for social media by means of fundamentally altering how people communicated online. Furthermore, Marrow (2014) adds users can share information with many people on Facebook which has transformed how quickly people around the world share vital news. Due the increased use of social media, emergency services could not overlook the benefits social media could offer (Cabinet Office, 2012) and the potential when considering community engagement (College of Policing, 2013).
Akhgar, Bayerl, & Leventakis (2019) indicates to improve crime rate and build better relationships with the communities they serve, police forces across the globe are using social media sites such as: Facebook, Twitter and YouTube and other such sites. Additionally, Akhgar, Bayerl, & Leventakis (2019) infer modern policing is supported by intelligence and when social media is processed and analysed, it could provide a rich source of data that can be turned into “actionable intelligence”. This suggests that intelligence gathering through social media platforms could be beneficial to many aspects of modern-day policing. The College of Policing (2022) explain how intelligence received is graded by the 3x5x2 process to evaluate the credibility of the source, reliability of the information and the sharing conditions. Walsh and O’Conner (2019) state “social media are indispensable tools of surveillance and intelligence gathering”. Miller et al. (2016) argue that people providing information can do so from fake profiles. This could suggest that when considering the reliability of the source, a fake profile/identity could leave valuable intelligence as less credible. Arguably it could be suggested that the intelligence received could be type of such which could leave the informants personal safety at risk therefore, the informant will feel that a fake profile will ensure their identity is unknown and with no risk to their personal safety. In addition, less credible intelligence gathered via social media could present a risk of hindering police investigations and/or be inaccurate intelligence which could negatively affect the life of wrongly accused individuals. In addition to intelligence gathering, social media is especially pertinent for addressing the under-researched issues and can aid in the detection of criminal or antisocial activity (Fortin, Donne and Knop, 2021) and for providing the police with additional ways to interact with the public and receive and share information in addition to “appealing for witnesses or information or looking for missing persons” (The Police Federation, 2014). However, The Police Federation (2014) explain that there is “no national strategy on police use of social media and every force is left to develop its own approach”. It could be argued that to limit a national strategy permits innovative social media use driven by the demographics of individual forces. 
Gwent Police have developed a force policy that will guide employees to utilise the use of social media insuring “social media works for us and not against and is used in a way that best represents our force, its values and commitment to public service” (Noyes, 2022). Furthermore, Noyes (2022) claims the force policy has been reviewed to ensure it does not violate the Human Rights Act 1988 and will aid in the development of a receptive audience for occasions when Gwent Police must disseminate or request crucial information. Moreover, Noyes (2022) continues when unitised wisely, social media can be greatly beneficial when engaging with communities. However, Noyes (2022) warns members of Gwent Police against any form of interaction with any person(s) who make “aggressive and abusive” posts and encourages employees to report any misuse of personal and use of the force social media. However, Innes et al. (2023) state that some forces found it difficult to keep up with new technical developments and that interactions between the public and the police are typically rare (Fernandez et al. 2017).
When a person goes missing, a police officer will be allocated to take an initial missing person report in order to understand the level of risk posed to the person who is missing (Gwent Police, 2023a). As part of the missing person enquires, Gwent Police (2023b) suggest that the person who has reported the individual missing, consider making an appeal for information on social media.
Throughout my probation period as a Police Constable, my colleagues and I have regularly dealt with a particular child who is reported as missing on a regular basis; as a result, I have come to know the child and his family on a professional level. The child is 12 years old and has grown up in a home whereby his stepfather is linked to drugs and is a domestic abuse aggressor towards the child’s mother. Furthermore, his stepfather was eventually sentenced to prison for being involved in the supply of class A drugs and the child had been witnessing many incidents including the cultivation and sale of drugs from within the family home. Walsh, et al. (2019) defines Adverse Childhood Experiences (ACEs) as various childhood experiences and exposure to events such as family death, a parent going to prison, domestic violence, and drugs. Monnat and Chandler (2015) suggest household dysfunction are also a contributing factor for ACEs whereas Mersky, Topitzes and Reynolds (2013) explain ACEs to have a negative impact on adult life and is at risk to falling into criminal behaviour. When considering the regular missing child, it could be suggested that he has experienced multiple Adverse Childhood Experiences (ACEs) and as a result, could now be displaying criminal behaviour himself. 
Each time the child has been reported missing, I have located him on many occasions, and I have utilised this time to try and find out why he runs away and to gain any relevant intelligence to assist with future incidents. At times when I have located him, he has run away and refused to engage with the police; especially when in company of others who are known to police for various reasons including drugs. Usually, if there is no intelligence on police systems suggesting the child is linked to these people, I will submit intelligence to assist with future investigations and safeguarding. On occasions he has been alone or with other children not known to the police, he has happily come with me, and I have returned him to his home address to the care of his mother. It could be suggested that as he runs away when with people who are known to police, the child himself is succumbing to peer pressure and engaging in criminal behaviour. When returning the child to family, I will always ask a series of questions to ascertain the reasons as to why the child has gone missing, locations visited and to ask if he has come to any harm or if there is anything he wishes to tell us. I will also ask these questions with an aim of gaining any further information and intelligence. However, the child will never disclose any specific details and he will never disclose where he has been or who he has been with. Due to information and intelligence that the force has previously received, I am aware that the child is linked to an Organised Crime Gang and is directly involved in running drugs and due to the conversations with the child and his mother, I have been able to submit my own intelligence from the little information that the child has provided to me; such as his recent actions of carrying a weapon for protection. 
Due to vulnerabilities such as age (Gwent Police, 2023c) and links too drugs (Gwent Police, 2023d) the risk will typically be graded as high (Gwent Police, 2023c) which generates as immediate consideration to issue a social media appeal to generate information and awareness with the hopes of locating the child quickly (Gwent Police, 2023b). As suggested, social media can be a source of vital information when a person has been reported as missing (Gwent Police, 2023b) and in my use of police social media platforms when looking for the child, I have gained a wealth of information which as assisted in locating him and provided vital information in relations to his associates. In addition, the information and intelligence received on social media has assisted with arrests for various drug related offences. Furthermore, information received has assisted in safeguarding the child and making relevant referrals to partner agencies to support the child going forward. Each time the child has gone missing, which could be several times a week, the family have typically agreed to a social media appeal and whilst vital information has been received during social media appeals, the public began to criticise the family and the police due to the number of times he would go missing. To protect the identity of the child, it is not appropriate for me to refer to comments made on social media threads by members of the public; however, the common denominator suggested poor treatment by family and police not doing enough to stop him from going missing. Coles and West (2016) describes the term "trolling" a specific kind of malicious online behaviour meant to sabotage interactions, enrage conversation partners, and provoke them into pointless arguments. Therefore, it could be suggested any person(s) commenting negatively on social media appeals, does so with an intention of spreading hate with an incentive if inciting others, causing upset to the family and discrediting the police. 

To conclude, social media was defined as a platform where profiles are built and are in the public domain (Boyd and Ellison, 2017). Hart (2010) indicated that social network sites are the most frequently accessed where Facebook paved the way for modern means for online communication. The Cabinet Office (2012) signalled the benefits for forces to engage with social media. Social media sites such as: Facebook, Twitter and YouTube are being used by police forces across the globe and can provide a rich source of intelligence (Akhgar, Bayerl, and Leventakis, 2019). Arguably, a benefit for intelligence gathering but a risk where fake profiles could provide false intelligence (Miller et al. 2016). The Police Federation (2014) infer the lack of national social media strategy suggesting individual forces are free to establish their own.
Gwent Police utilise: Facebook, Instagram and Twitter for information and engagement purposes. I have used social media directly to find a missing person, a policy set by Gwent Police (2023b). I located a missing child and was able to draw other intelligence and his links to further crimes via peer pressure. Furthermore, used this intelligence to refer him to partner agencies.  However, noting that trolling Coles and West (2016) at times hampers intelligence and is a risk, but the benefits of social media use within police is having a benefit.
Word count 2033













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:

Furnell and Finlay (2022) define flexibility as “adaptation depending on need and situation”. Good and Sharma (2010) explain leader flexibility has been acknowledged by academics and professionals as a factor in determining a leader's emergence and effectiveness. A strategic leader is someone who can respond strategically to changes in the environment while remaining firm in the face of adversity (Schoemaker, Frupp and Howland, 2021). Leadership styles within policing are described in two forms: transactional and transformational (Burns, 1978). This essay explores the roles of transactional and transformational leadership within policing, the negatives, and positives and where they can be employed. The leadership and leadership strategies discussed are bounded by academic review rather than direct police policy.  The models compared are linked to direct experiences that evidence a change in leadership approach with changing circumstances. However, it is caveated that as a police constable, leadership is by virtue of position and uniform in the eyes of the public in a given scenario.  The scenarios discussed highlight this perception and how leadership, and flexibility of leadership is required of a police officer at the lowest levels to reflect changing circumstances. 
	
Fachrunnisa et al. (2020) suggests for an organisation to accomplish its set goals, it must be able to adapt to changes in the dynamic environment. Benzel (2021) infers “Leadership is the art of causing others to deliberately create a result that otherwise would not have happened”. Furthermore, Weinbach (1994) defines leadership as “managerial activities that influence subordinates to strive willingly to attain the goals of the organization”. Chartered Management Institute (2023) defines strategy as: “the direction an organisation takes with the aim of achieving future business success”. In addition, Watkins (2007) explains a strategy will outline how individuals throughout an organisation should make decisions and use resources to achieve critical goals. However, Watkins (2007) states he has found in many leaders within organisations can struggle with strategy. Samimi et al. (2022) definition of strategic leadership is the performance of tasks by people at the top of an organisation, which encourage strategic outcomes for the company. Moreover, Samimi et al. (2022) describes there are several elements to strategic leadership: making strategic decisions, interacting with outside stakeholders, managing human resources, inspiring and persuading others, managing information, monitoring operations and administration, managing social and ethical issues, and handling competing demands. Reynolds (2022) explains that managers that exercise strategic leadership assist team members and an organisation in achieving long-term objectives by utilising their innovative problem-solving techniques and strategic vision. 
Vito, Higgins and Denney (2014) state it is crucial for police supervisors to exercise leadership within their role. Furthermore, Vito, Higgins and Denney (2014) claim it is useful to consider leadership in terms of a number of roles. Burns (1978) proposed two methods that police managers can use to exercise leadership: transactional leadership and transformational leadership.
Transactional leadership prioritises “structure, order, and goal-oriented planning” which sees managers frequently use a system of incentives to inspire their staff by setting clear guidelines to guide staff and to help determine effectiveness (Martins, 2022). Cherry (2022) explains when guidelines are followed and goals achieved, staff are rewarded; however, if staff do not achieve the goal set out, punishment possible. Martins (2022) adds that there are positives and negatives when using the transactional leadership model. Teams tend to be goal-focused with an aim of increasing motivation and productivity; however, to be attainable, the goals set tend to be short term and supervisors need to understand that not everyone is motivated in the same way (Martin, 2022). Moreover, Cherry (2022) infers transactional leaders are only concerned with “maintain the status quo” and direct staff by instruction. It could be suggested that to achieve set goals using the transactional leadership model, supervisors will need to constantly creative incentives, which could then further suggest the staff are incentive driven and not driven by the success of the organisation nor inspired to do more than instructed.  What’s more, it could also be suggested transactional leadership is merely focused on day today box ticking and not the overall success of the organisation. 
Transformational leadership as a leadership style which can be tailored to suit needs which “empowers people to accomplish positive change through big vision, inspiration, and a call to action” (Baker, 2023). Transformational leaders will have frequently had an optimistic outlook, share and encourage their goals and vision with followers (Cherry, 20202). Transformational leaders establish an environment within their organisations that promotes worker engagement, development of knowledge and transfer, and a desire to innovate in ways that increase the likelihood of achieving the goals (Stazyk and Davis, 2020). Transformational leaders put a strong emphasis on encouraging group members to support one another and provide the encouragement, direction, and motivation they need to put in a lot of effort, deliver quality work, and remain devoted to the group (Cherry, 2023) and influences employee voice through leaders (Duan et al. 2017). Furthermore, Cherry (2023) explains the main objectives of transformational leadership are to encourage group members' growth, foster loyalty, and build confidence in them. The main objectives of transformational leadership are to encourage group members' growth and loyalty in addition to building confidence in themselves (Cherry, 2023) and increases staff members' sense of personal connection to the leader (Duan et al., 2017). When comparing transactional and transformational leadership with a policing prospective in mind, it could be suggested transformational leadership would be more favourable as policing could benefit more from long term results, but transactional leadership may offer short term results where required.
Strategic leaders use “problem-solving skills and strategic vision to help team members and an organization achieve long-term goals” (Reynolds, 2022). As a Police Constable, the lowest rank within the police force, it could be implied that I would not be expected to be responsible for strategic leadership. However, The College of Policing (2014), state all those working within policing, adhere to the code of ethics to which ‘leadership’ is one of the nine principles. Moreover, it could be suggested that police officers face adversity daily and that they would require the ability to be flexible in their decision making and leadership style. Now I am in my third year of response policing, I have attended a wide range of operational situations which have required flexibility and quick thinking in quite often, hostile incidents. Throughout my three years on response, I have attended several sudden deaths whereby the family are on scene and look to me for guidance in what to do once their loved one has passed. Quite often it can be daunting to have police officers in attendance, and many are concerned as to why. I explain that we ate there to act on behalf of the coroner and that we are there to support them. I explain the process as to why I am there, what I need to do, and I can also advise them on what to do as many family members are unsure what happens when someone dies. However, when considering an incident which places me in a position of flexibility and changing circumstances, I reflect on an incident of a dog attack. I attended an incident of a dog attack whereby two people were injured. Initial reports stated that an 89-year-old female, female one, had sustained injuries to her leg and was bleeding heavily; in addition, a second victim, female two, had deep lacerations to her foot. A male had locked the dog, a Pitbull Staffordshire bull terrier cross, outside of the house and in the front garden which was not gated. This now paced members of the public at risk as well as attending officers. As I was allocated the incident first, I requested that firearms officers attend so that if the dog presented an immediate risk, consideration for the immediate destruction of the dog could be covered. Furthermore, I requested that the ambulance service attend due to the level of injury disclosed. I recognised that with firearms in attendance, they would initially lead the incident until the dog was no longer a risk. This would then allow me and other attending officers to gain entry to the address to provide aide to the victims inside as the ambulance service had refused to attend until the dog was no longer a risk and the level of injury had been passed to them. On attendance, I scanned the area for members of the public and was pleased that nobody was in the area. The dog was in the front garden barking at the front door before running around the garden and then outside.  The male inside the address began to shout out of the window as he passed us information about the injures to the victims. Upon hearing the commotion and seeing police in attendance, neighbours came out of their houses and members of the public came on to the street to see what was happening. Firearms officers were not on scene so I understood that these people would now look to me for leadership and direction. I shouted for the people watching to get back inside the house and as I had now raised my voice, the dog came running towards me and my colleague; I considered using my taser to immobilise the dog and/or cause pain. A taser deploys an electrical current that momentarily interferes with the body's neuromuscular system and causes a sensation of acute pain, it is a less lethal weapon system intended to briefly incapacitate a person (College of Policing, 2013a). I also considered using my PAVA spray which is an “irritant spray evaluated and approved for use by the police service” (College of Policing, 2013b). I decided that my force issue baton as I had hoped that if I hit the dog, I would knock it unconscious or I could use it to hold in its mouth if it bites me or any other person. I was aware now that children were in the street watching. The dog has then run at me so I swung my baton as a warning to the dog. The dog has then made way back to the garden as firearms have arrived. Conscious of public perception, I shouted for people to go back inside so that if the dog was shot, they would not see the traumatic scene. As firearms officers had arrived, I remained between the dog and members of the public until the dog was placed in the cage of my police van. As soon as it was clear to do so, I ran into the address to administer aid to the victims. Female one had a portion of her leg missing, I asked her several questions about her heath, and she told me she had recently completed chemotherapy; other officers tended to female two. Female one was panicking and told me she thought she was going to die; she looked to me for help and reassurance; the ambulance service stated that there was an 8 hour wait. Due to female one’s age, injuries, and ailments, I requested the fire service attend with stretcher and with the considerations of them conveying the female to hospital. More firearms officers who were also medics attended and I stood back and let them stabilise the female so that she could be safely conveyed by the fire service. I then went to deal with the dog that was responsible for the injuries, I informed the male the address that I would be seizing the dog whilst the incident was investigated. 

In summary, adapting to changing situations is considered a definition of flexibility (Fachrunnisa et al. 2020), where flexibility in leadership determines the effectiveness of a leader (Sharma, 2010). Schoemaker, Frupp and Howland (2021) argued that to be strategic leader, a level of responsiveness to an evolving environment is required. Strategy was argued as achieving success by organisational direction (Chartered Management Institute, 2023) allied with influence via leadership achieves set goals (Weinbach, 1994). Direct police leadership models were not evaluated; however, Burns (1984) describes transactional and transformational leadership as models that should be adopted by police. It was described that transactional leadership is via rewards (Cherry, 2022) and transformational encourages team involvement (Duan et al. 2017). It has been my experience that flexibility in my leadership approach to situations is essential, but a transactional style is more suited to a police constable.  This is due to my leadership being evidenced by working directly with the public as a police constable has little leadership responsibility among peers. Engagement with an emerging situation such as a dog attack displayed my ability to adapt to controlling the scene, strategically thinking of the next steps of recovery of the victims, preventing further harm but also when to relinquish leadership when firearms officers arrive as the circumstances change.
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

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



ANSWER:

In an attempt to professionalise the police, a three-year Degree in professional Policing Practice programme was developed (North Wales Police, 2020). The Police Constable Degree Apprenticeship (PCDA) entry route determines applicants as a probation officer from day one but must complete the degree to transition out of the probationary period (POLICE Be the Difference, 2023). Miller (2020) concludes that mentoring and coaching are distinct. However, Stokes, Fatien Diochon, and Otter, (2021) purport that it can be “problematic” to differentiate between the two as they are concepts that are distinct but also intwined for a collective goal. Houston, (2019) suggests that goals are the basis for a plan to success. Coursera (2023) describe professional goals as a means of furthering a career and organisational strategy is key (Díaz, 2021). This essay describes the negative effects that the coronavirus had on my development through lack of sufficient coaching and personal challenges with a mentor that lacked the enthusiasm to a probationer. However, there is evidence to describe how mentoring was key to my personal goals through direct engagement with my line manager and team that has been pivotal in my three-year probationary period.

Jacobs (2022) defines mentoring as a process where individuals can realise their potential through mentoring, which is a safe relationship that encourages learning and experimenting. Furthermore, Jacobs (2022) explains when both the mentor and the mentee acknowledge the importance of personal growth, a mentoring relationship is formed. Personalised learning is possible through mentoring for career advancement (Doyle, Lachter and Jacobs, 2019) and for a successful mentorship, trust and confidentiality is paramount (Jacobs, 2022). Without the supervision of a mentor, there is a risk that the mentee would either develop more slowly or not at all (Kowalski, 2019). Doyle, Lachter and Jacobs (2019) state mentoring will “positively affect behaviour, attitude, motivation, job performance, organisational commitment, and career productivity and success”. 
Stokes, Fatien Diochon and Otter (2021) argue that coaching is completely different and separate from mentoring. Coaching as a one-to-one process whereby behaviour can be adjusted based on reflection and feedback provided which will continue until the desired results are achieved (Champathes, 2006 and Smithers, 2011). Coaching is a useful technique for professional development (Kowalski, 2020) which improves overall organisational results (Jones, Woods, and Guillaume, 2016).
When I completed my initial classroom police training, I was posted to the Professional Development Unit (PPU) and allocated a tutor to coach me through 10 weeks of practical training whereby I could apply what I had learnt whist continuing to learns and develop. Learning and development is defined as a systematic process used to improve an employee's skills, knowledge, and competencies for better performance at work (Vulpen, 2023). Furthermore, Vulpen (2023) explains learning is primarily focused on the development of knowledge, skills, and attitudes; understanding is expanded and deepened in accordance with one's development objectives.
During my time in the PDU, I would also be expected to be graded as competent on pre-set multiple areas of policing, receive feedback, reflect in order to prepare for other such circumstances and consider other outcomes and eventualities. Furthermore, incidents I attended required evidence in order to be signed off, this would include: bodyworn footage, question and answer sessions with the tutor and completion of necessary paperwork on police systems. As Champathes (2006) and Smithers (2011) inferred, coaching is better suited as on-to-one coaching; however, I was placed with another student officer and coached on a two-to-one basis. I joined the police service at the height of the coronavirus, so this meant that there were restrictions in my training and my time I the PDU. To reduce the risk of infection, we were informed that that three officers could not be in the car at the same time for the entire 10 weeks coaching. This meant that the other student officer and I would have to take turns in going out in the car and attending incidents with the tutor. As there is no guarantee how long a police incident can take, one of us would often be left in the station for long periods of time and sometimes not leave the station for the entire day. Upon reflection, I believe that my time in the PDU was not filled to its full potential and potentially left me unready to join my shift as an independent officer. It could be suggested that due to the restrictions the coronavirus had on my time in the PDU meant that I was not trained to the full potential as the officers before me and officers that have joined after me. Furthermore, it could be suggested that due to my lack of coaching, exposure and experience, I may not have been able to perform to the best of my ability which could be detrimental to victims of crime and my peers as I joined my shift. 
At the time I joined my shift as an independent officer, I spoke to my direct line manager, my Sergeant, and expressed concerns that I had not been to many incidents and that I was a nervous going out in a police vehicle and attending incidents alone. My Sergeant told me that typically when a person leaves the PDU, they are allocated a mentor on shift to guide them through the first initial weeks. A colleague was allocated as a mentor, and we discussed areas of policing I did not feel confident and areas where I did feel confident. I disclosed that I was confident at things such as sudden deaths and conflict but wanted more experience with domestic abuse as I had interests in specialising within my force domestic violence team. For the first few days with my mentor, we attended a handful of various incidents; however, I soon realised that my mentor was not the proactive officer I wanted to be and found myself station bound just like I was in the PDU. As I am the kind of person who tends to take positive action when I am not satisfied with a situation, I adopted a new mentor myself and began to crew with him instead and after a few weeks, I soon gained the confidence to go out alone. When I consider my time being mentored, I recall initially feeling deflated and let down that I had been allocated an officer that, for whatever reasons, did not want to leave the station. I had concerns that it would take me longer to become a satisfactory officer and be able to hold my own against my peers. I am happy that I changed mentor as I believe it gave me the confidence to move forward as an independent officer within my force. 
Shortly after those initial weeks being mentored by my chosen colleague, he moved on to another department within the police force, so he was no longer in a position to mentor me. Typically, the mentorship period lasts a few weeks; however, I work with a good shift, and we all guide and help each other. Since my mentorship period ended nearly three years ago, there has been no further professional mentoring available to me. Typically, within the probation period, officers usually have the opportunity to have attachments with different departments within the force this can include the departments such as: domestic abuse, traffic, child protection and drugs. However, due to the coronavirus, all attachments were cancelled. The attachments have since resumed, but unfortunately, there is too much of a back log of officers wanting to go on the attachments and it is usually officers recently out of the PDU that get them. Reflecting on my three-year probationary period it is evident that I have not had the full experience that my peers before me or after me have had or will have. I have often considered my position within the police especially when contemplating specialising in different departments, I find that I want to stay as a response officer and have little interest in spending time with different teams due to lack of confidence to do so. It could be suggested that my reduced coaching in the PPU, lack of mentoring, and the coronavirus effecting the opportunity to broaden my view of the possibilities within the police, I am content to remain a response officer thus not reaching my full potential despite me discussing my interests early on with my mentor.  
Although my professional coaching and mentoring has been restricted, I have experienced exemplary personal mentoring from my Sergeant regarding my mental health and supporting me through times I have found difficult. We have discussed challenges I have faced in my life along with traumatic incidents that I have attended as a police officer. Together, we have recognised that I struggle to ask for help or admit that I am in a low place so we have set personal goals which we have worked towards to help me with communication. This will include weekly catch ups and giving me the opportunity to work next to him on days I feel are particularly hard.  This may not seem particularly helpful to some, it is somethings that I have found that it has helped me feel comfortable, build trust, and feel supported.  

In summary, mentoring can realise the potential of a person (Jacobs, 2022) where career advancement can be achieved through mentoring (Doyle, Lachter and Jacobs, 2019). Stokes, Fatien-Diochon and Otter (2021) argued that mentoring and coaching are distinctly different. Coaching enables adjustment of behaviours through one-to-one interaction (Champathes, 2006 and Smithers, 2011) and is a technique for development (Kowalski, 2020) and can assist in organisational goals (Jones, Woods, and Guillaume, 2016). Police coaching consists of a 10-week period post initial classroom work through a set programme of evidence-based competency and formally signed off. Feedback was mainly through face-to-face interaction and written confirmation of meeting the standard. However, my coaching was arguably hampered by the coronavirus and not having one-to-one coaching. Moreover, a coach that was possibly less driven than me made it difficult to gain the experience I required. Through initiative and engagement, I found a mentor that I could trust and that would help me develop as an officer. I believe that I did not receive the full complement of coaching, but good mentorship made up for this and is a developing picture where I communicate with my sergeant often and give him feedback on my feelings and receive feedback to develop.
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