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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 will begin by identifying the role of a police officer and highlighting the role of the College of Policing. Furthermore, I will also summarise the Strategic Policing Requirement, Policing Vision 2025 and the Workforce Transformation 2018. I will then summarise and reflect on an incident, through the use of Schon’s Reflective on Action Model 1983, which evidences how I am carrying out the role of a police officer. I will further then reflect upon how my role has changed over the last 2.5 years. A conclusion will then be provided.

The role of a response officer is summarised by the College of Policing as being officers that respond to a variety of incidents and often deal with challenging and complex issues. (College of Policing, 2018) Moreover, the purpose of the police is to prevent crime, uphold the law, bring offenders to justice, keep the peace, reassure, help and protect the community in which it serves. (Bryant and Bryant, 2019, pp.74-75) 

Sir Robert Peel established the London Metropolitan Police Force in 1829 and he identified 9 principles that depict the purpose of the police and the role of a police officer. These include; prevent crime and disorder, public approval is required to carry out the policing role, to maintain the respect of the public requires cooperation of the public, the amount of public cooperation is dependent upon police use of force, complete impartial service given to the law, police force is only to be used when necessary, to ensure there is a good relationship with the public, to never abuse any police powers, in order to be effective, crime must be reduced.(Boyd and Skelton, 2020, p.7.)

The College of Policing was established in 2012 to help improve the standards and knowledge of police officers and to ensure the organisation remains professional. In 2014 the College of Policing produced the Code of Ethics which sets out the 10 standards of behaviour required of all police officers these include; honesty and integrity, authority and respect, equality and diversity, use of force, orders and instructions, duties and responsibilities, confidentiality, fitness for work, conduct, challenging and reporting poor conduct.  The Code of Ethics also works alongside the 9 Policing principles introduced by the College of Policing that depict how an officer should always act these include; fairness, objectivity, openness, leadership, selflessness, honesty, accountability, integrity and respect. (College of Policing, 2014) The College has also introduced several entry routes into the police via the Policing Education Qualifications Framework (PEQF), with the aim to improve the professional training and recruitment stages. (House of Commons, 2016, pp.3-27) Improving diversity within the police is a continuous aim, and the College highlighted that the introduction of the PEQF programme, may encourage those from an ethnic minority to join the police. As a result of higher numbers of those from an ethnic minority attending university, in comparison to the general population.  (House of Commons, 2016, pp.3-27) Moreover, the House of Commons (2016, pp.3-27) state that some progress has been made by the College of Policing, this includes the introduction of the Code of Ethics, and the professionalism improvements with the establishment of the PEQF programme. However, there is still inconsistencies regarding the training of personnel, and also different forces use of police powers such as stop and search under Section 1 of the Police and Criminal Evidence Act 1984, and Section 23 Misuse of Drugs Act 1971. However, the demands placed on student officers through the PEQF programme I believe is not only too much, but it is detrimental to their wellbeing as student officers are over working. As student officers are expected to undertake the stressful job role alongside a full degree, officers are spending their own down time doing university work. Hence, I believe this needs to be addressed and either the university adjust their expectations, or officers are given more time to conduct their university work. This appears to show a lack of communication and coordination between the College of Policing, relevant universities and the relevant police forces. Kuroda and Yamamoto (2018, pp.1519-1538) state that those that work excessive hours will damage their mental health. 

The Strategic Policing Requirement (SPR) was first introduced in 2012 to allow for the Home Secretary to highlight what threats the United Kingdom face on a national level and identify what response would be required by the police to combat these threats nationally. Moreover, a number of issues the police face, are dealt with by local police services, but the most serious offences such as terrorism and organised crime may require a joint response on a national level. The SPR also allows for the local Police Crime Commissioners and Police Chief Constables to plan for the threats identified, and to ensure that they combat any issues that may arise effectively. (Home Office, 2015, pp.1-15) The SPR is required to be updated by the Home Office under Section 77 of the Police Reform and Social Responsibility Act 2011 when deemed necessary. (Brown, 2021, pp.1-10)

The Policing Vision 2025 sets out the forecasted challenges facing police, and the improvements that are to be made, to ensure that the police become a more effective organisation. Technology advancements can provide the police with the opportunity to make processes, easier and quicker. However, in a world that is becoming ever more digital there has been a rise in crimes online such as fraud, and it could be argued that these crimes are becoming more complex to investigate. Moreover, the vision highlights the need for partnership working especially with social services, national health service especially regarding incidents involving mental health. (National Police Chiefs' Council, 2016) Crime Statistics collected by the Crime Survey for England and Wales, show that for the year ending September 21 compared to September 19 there has been a 47% increase in fraud crimes and computer misuse. (Office for National Statistics, 2022) 

The Workforce Transformation 2018 was also introduced to help achieve one of the visions set out in the Policing Vision 2025, which is to transform a workforce to become more professional, and so that it has the skills and knowledge to respond effectively to the demand the police face. Moreover, this transformation has led to the development of entry routes into the police such as the Police Constable Degree Apprenticeship, which I am currently undertaking. The aim is that the new recruitment policy will allow for the strongest candidates to be attracted to the job, to ensure that the workforce will be effective going forwards. (National Police Chiefs' Council, 2018) However, I believe that the new entry routes, and the requirement to undertake such a large amount of university work, could discourage candidates who potentially could be very good at the job, especially those older in age with high levels of life experience. Findings by the Police Federation imply that the university work, along with a low salary could potentially act as a significant deterrent to those older, who may have mortgages and children and may not be able to commit to the role. Moreover, studying around the job will have an impact upon people’s personal life. (Police Federation, 2019)

Since starting in the police 2.5 years ago the biggest change I have noticed is the increased demand placed on the police. Part of this demand I believe is down to the COVID- 19 global pandemic affecting policing staff levels and that of partner agencies. One of the factors identified within the Policing Vision 2025, is the necessity for partnership working, especially regarding mental health. However, the National Health Service Wales has seen unprecedented demand during this time, partly down to staffing issues, increased demand due to COVID, and this has resulted in record high waiting times for the ambulance service and those waiting to be seen in Accident and Emergency. Statistics published by Welsh Government, show that in July 21 the Welsh ambulance service received its highest number of calls since the pandemic began in 2020. (Welsh Government, 2021, pp.1-14) This also being the third highest number of calls since 2015. Moreover, data also shows that the number of people waiting more than 12 hours in Welsh emergency departments stood at around 500 people in April 2020, however this has risen to over 7000 people in July 2021. (Welsh Government, 2021, pp.1-14) A report produced by Her Majesty’s Inspectorate of Constabulary and Fire and Rescue Services highlighted that the police are being increasingly used to respond to mental health calls. Moreover, in a survey conducted it also found that only 2% of people believed that the police should be responding to mental health calls.  (Her Majesty’s Inspectorate of Constabulary and Fire and Rescue Services, 2018) The Guardian states that the number of mental health calls the police respond to has risen by 41% in England over the past 5 years, due to a failing mental health system. (Campbell, 2020) The police are also suffering from ongoing budget cuts which is also impacting upon the demand placed upon officers. The Police Federation state that cuts to police budgets has resulted in a 15% reduction in officers dedicated to roads policing since 2016. As a result, I have also noticed that as a response officer I am now attending more roads policing incidents, due to the lack of specifically trained roads policing officers. (Police Federation, 2022) This lack of funding is therefore clearly impacting upon not just a single dedicated police unit, but this lack of resources has knock on effects for all levels of police staffing.  The Crown Prosecution Service are also continually requesting more detailed information from the police regarding on going case files. This requires the police to spend more time, compiling more documents to provide to the Crown Prosecution Service, which is again increasing the workload of officers. This has been identified by The College of Policing as a requirement to make the process of case file progression to the Crown Prosecution Service as efficient as possible. (College of Policing, 2021) To summarise, the increased demand upon officers from a lack of resources, officers having more complex cases to manage, and the failure of partner agencies is having a detrimental impact upon the effectiveness of the police. I now believe that policing is becoming more reactive, as opposed to proactive due to this increased demand. Proactive policing can be defined as strategies implemented by the police to stop crimes occurring before they happen. These strategies can come in 4 types such as targeting a location through hot spot policing, targeting a person such as the use of stop and search, using problem orientated policing to understand the route cause of a crime, and broken windows policing involves targeting specific areas that have high volume crime rates.  (Haskins, 2019, pp.1-9) Proactive policing methods have been shown to be effective in reducing crime.  Braga, Turchan, Papachristos and Hureau (2019, pp.1-7) state that results into hot spot policing found that of 62 of the 78 locations that were targeted by hot spot policing, showed noticeable reductions in crime and disorder therefore highlighting how effective proactive policing is. Moreover, with officers having a higher workload and being less proactive out in the streets, this not only has a negative impact upon crime, but also on public perceptions and public confidence as people don’t see as many visible officers. This is something that I have noticed, with the public quite often telling me that they don’t see the police out patrolling anymore, indicating they have lost confidence within the police, and hence making the job harder and less rewarding as it feels like you are continually criticised. Yesberg, Brunton-Smith and Bradford (2021, pp.1-26) state that findings show that in areas where police showed a visible presence, it generally resulted in higher levels of trust found in the police. 

Using Schon’s Reflective on Action Model 1983 l will now reflect upon a domestic incident I attended, which will depict how I am trying to fulfil the role of a modern-day officer. The details of the incident were a male had assaulted his ex-partner at their home address. Positive action was taken, and the male was hence arrested by myself. However, the victim did not want to make a complaint and there were no witnesses to the incident, hence the outcome of the interview was no further police action. The victim was then provided support via myself through a Domestic Abuse Stalking and Harassment Form. I also made safeguarding arrangements with the female seeking refuge at Women’s Aid, and submitted a Public Protection Notice to get her more support for the domestic element of the call and her mental health, as I had identified her as being vulnerable. Upon reflection of this incident, as the outcome was no further police action, the victim would have been eligible for a Domestic Violence Protection Notice (DVPN). At the time of dealing with this incident I was not fully aware of how to complete the paperwork of a DVPN, and the process of it being issued by a Superintendent. (Home Office, 2020) I since have received information from my superiors that DVPN’s are to be encouraged in such circumstances. Gwent Police state that in 2019-20 the number of DVPN’s issued had fallen by half when compared to the previous year, therefore indicating the requirement to improve this statistic. (Gwent Police, 2020) If I am in a similar situation again, I will request a Domestic Violence Protection Notice through the Superintendent, to help further safeguard the victim and reassure the community. 

To conclude, I believe that the College of Policing have been effective in introducing the Code of Ethics and the PEQF programme, however I do not think the PEQF programme is as effective as it could be. 2.5 years into my probation period as an officer I have seen the demands of the job increase, and my workload have significantly increased, this along with the demands from university, I believe this has resulted in me over working, which has been to the detriment of myself. In order to improve this, I believe there needs to be better communication between the College of Policing, the relevant universities and police forces, otherwise it may result in more staff leaving the job.

Word count: 2272  





















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?


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




ANSWER:


This essay will begin by defining social media and community engagement within the policing world. I will consider Gwent Police’ policy in terms of using social media and review how they use social media themselves. Moreover, the risks and benefits of social media will also be evaluated, before finally reflecting upon my experience of using social media to engage with the public by using Schon’s Reflective Model on Action 1991. A conclusion will then be provided. 

The Balance Small Business define social media as being a digital aid that allows users to quickly share information and data with the public. (Hudson, 2020)

Community engagement in policing terms is defined as being a two-way communication process between the public and the police, that allows for information to be shared between both parties to help identify problems faced within the community, and for strategies to be introduced to combat those problems. The National Policing Improvement Agency found that reviews of community engagement show there is positive evidence highlighting that the public feel safer when there are good levels of community engagement, it can also help reduce anti-social behaviour and improves community perception and relationships. (Myhill, 2012, pp.1-7)

The Office of the Police and Crime Commissioner for Gwent states that Gwent Police are currently using Twitter, Facebook and Instagram to help engage with the public and to send out information quickly to update them. (Latham, 2020, pp1-5) Moreover, since 2019 Gwent Police have been using a 24/7 social media desk to allow the public to report less urgent crimes. Gwent Police followed this up with a Facebook post detailing the benefits of the social media desk, within this post a sergeant within Gwent Police Force Communications Suite stated that there is an increase in the number of people who would rather report a crime via social media. A study within this post completed by Gwent Police found that 96% of people would use the social media service again and 94% would recommend it. (Gwent Police, 2019) These significant statistics depict that the use of social media clearly has an important role to play for the police, with the public likely appreciating the ease and quicker turn around to report an incident. However, whilst these statistics are very positive, the study may have a slight weakness in that it only captures data from those who have already used the social media service, and those who were evidently willing to try it. These statistics would not capture those not on social media and those who oppose of the idea, hence there maybe some bias in the data. Moreover, Boateng (2016, pp.2891-2916) states that people who have a positive view of the police are more likely to report crimes than those who have a negative opinion of the police. This is therefore another clear indicator of further issues to do with the reporting of crimes to police. Gwent Police have also recently introduced a new online system with victims of lower level crime offered the opportunity to speak to a police officer via a virtual meeting. Superintendent Matthew Williams stated that this new system will make the reporting process more adaptable and flexible for victims of crime. (Gwent Police, 2021) This latest technological advancement further shows Gwent Police aims to make the reporting process more efficient and ensuring that the police keep up to speed with an ever changing and advancing digital world. Therefore, aligning with the National Police Chiefs Council Policing Vision 2025 to ensure that digital policing is used to ensure the public can contact the police wherever they are, and to improve communication with those who are spending more of their time online. (National Police Chiefs' Council, 2016) Gwent Police Crime Commissioner Jeff Cuthbert must ensure that the Policing Vision 2025 is adhered to as best as possible. Hence, one of the most recent objectives being to proactively engage with the public, to help build confidence and to invest in technology advancements to help the police achieve their targets. (Cuthbert, 2021) 

Information that is publicised by the Police via social media or any other means must be carefully thought out to ensure that laws and codes detailing disclosure of information are followed. These include the Data Protection Act 2018, Common Law, Article 8 of the Human Rights Act 1998 which is the right for a private family and personal life. Consideration must also be given to the Management of Police Information (MOPI) which sets out the principles for which the police can disclose information. These include; the reason for disclosure must be justified and necessary with a policing purpose, it must be accurate and relevant, and it must be shared lawfully and ethically. (Bryant and Bryant, 2019,pp.92-93) Following the correct procedures for the disclosure of information is essential for several reasons; firstly, to ensure that evidence is not lost in court, officers may also be disciplined if the wrong information is disclosed, resulting in a fall of public confidence. However, under Section 29 of the Data Protection Act 2018, Schedule 2 and 3 of the Data Protection Act 2018 and Common Law, it allows for information to be disclosed in order to detect and prevent crime, to protect people if they are at risk and if there is significant public interest. (Save Lives, 2014, pp.1-4) Having reviewed Gwent Police Facebook page, they most commonly share information to try identify and locate suspects, locate missing persons, recruitment details and provide information regarding significant days of the year such as St David’s Day, provide updates of court results, and give urgent updates regarding live situations such as traffic updates. (Gwent Police, n.d.)

Several police forces are becoming more heavily reliant upon their use of social media, this is likely to have been driven by the significant increase in people not only using social media, but also in a change in attitudes with many preferring to speak to police via social media, rather than waiting to speak to a call handler via the phone. Evidence shows that the popularity of social media is continuing to increase, with statistics showing that since 2017 a further 9 million people in the United Kingdom use social media. (Statista Research Department, 2022) Furthermore, Dr. K .R. Subramanian states that social media has now become the preferred option in regards to communication, with the digital world creating a situation where face to face communication has reduced. (Dr. K .R. Subramanian, 2017, pp.70-75) Furthermore, Edwards (2015) implies that many people have lost their social skills as a result of their reliance upon conversating through social media. Moreover, the Police Foundation states that social media allows for another way for the police to connect with the public, and this is important as public engagement with the police allows for improved public confidence which in turn can provide the police with more intelligence and information. (The Police Foundation, 2014, pp.1-12)

Social media has several benefits that can assist the police to help them become a more effective organisation. Firstly, essential information can be quickly shared to the masses via posts and appeals on social media. This is significant as it can help protect those people at risk especially when the need to locate them is high, this being especially relevant with the sharing of photographs online of high-risk missing people. Location data used within these social media apps is also beneficial, as it can accurately give a person’s location if they have location service data turned on, hence making the finding of people easier.  Solymosi, Petcu and Wilkinson (2020, pp.798-821) state that one benefit of the use of social media to locate missing persons is the ease of sharing an appeal. Social media also allows for greater community engagement, which brings about several benefits such as increased public confidence which in turn can result in more intelligence being provided to the police. However, further evidence is required to identify what style of post provides the greatest amount of community engagement. Moreover, social media can also be effective in helping locate and identify wanted persons, these people may pose a risk to the public and may commit further offences whilst they are at large. Locating these people quickly not only has benefits to the public as locating and arresting them protects and reassures the public, but also reduces the demand on the police. As the repeat offenders who commit multiple crimes place a high demand upon the policing, meaning more resources, time and money is spent on dealing with them. The social media desk can also reduce the demand upon control room staff having to answer a phone call, this should hopefully free up time for the 999 and 101 system to be used more effectively for emergencies and higher risk reports. 

However, there are also a number of disadvantages of social media when used by the police. Firstly, a lot of apps such as Instagram and Facebook require a person to be following that individual profile. If a person does not follow that profile, then they will not receive any important updates made via social media. Therefore, a significant proportion of the public may not engage with the process, this presenting a real challenge to the police’s use of social media. It could be argued this is especially prevalent with the older generation who may not use social media at all. Pew Research Center state that in the United States 84% of 18-29-year olds use social media, however only 45% of 65 plus year olds use social media. (Pew Research Center, 2021) Furthermore, police officers and control room staff are trained in order to get a victim to open up as much as possible and divulge as much information about their situation, it could be argued this is easier done over the phone or in person, as more direct communication allows for rapport building. However, this personal connection maybe missed with incidents being reported over the social media desk, and especially with those victims of domestic abuse, who may not have identified that they themselves are victims. Hine, Bates and Wallace, (2020, pp.1-32) state that stereotypes suggesting that men are too strong to be victims and don’t want to be seen as weak, or not in control of their emotions. Hence, this presents a real challenge in the reporting of male domestic abuse, and males may not even see themselves as victims. I believe that in such situations the social media reporting desk may present more of a problem to crime reporting as it does not allow for direct communication with the victim. Therefore, thorough consideration needs to be given to what crimes are allowed to be reported via social media, to ensure that victims of crime get the best service they can get. Moreover, it is also regularly seen that the comments feature on social media applications allow for trolling, where people post negative and abusive comments without necessarily having a pertinent or relevant point of view. This can create a domino effect of people then abusing the police force, and these comments are then visible for all to see, these comments could then result in a fall in public confidence and engagement. Anand and Eswari (2019, pp.974-977) state that social media has allowed for people to connect with the masses, however it has also become a place where people can easily display hateful and abusive messages. Furthermore, social media has also allowed for crimes such as revenge porn to become easier to commit and it can also pose a threat to criminal investigations with the media sharing of photographs of accused people before a trial. (The Conversation, 2016)

However, a review undertaken on 33 of police forces use of Twitter, found that out of the 33 forces, 30 had one or more replies to a post. The findings by Crump (2011, pp.1-27) state that social media is successful in delivery messages, but not as a way of engaging and communicating with the public. Crump also suggests that the type of platform used is an important factor in the type of message posted by police with Crump implying that Twitter is better served as posting updates that do not require two-way communication with the public. 

I will now reflect upon a missing person incident through the use of Schon’s Reflective Model on Action 1991. I recently attended a child missing person report where the child had been missing for a number of days, as a result of this the police had to ask the family if they would consent to and support a missing persons appeal on social media. The family agreed to this, and the post on social media was widely shared amongst the following of Gwent Police and other nearby police forces. This social media appeal helped to quickly spread the message about the missing child and eventually the child was located. Upon reflection, I think that without the social media appeal the child would have been missing for a longer period of time. In order to help locate the child quicker I believe that the media appeal should have been shared quicker, and if I am in a similar situation again, I will look to ensure this happens as soon as possible.  

To conclude, I do believe that social media has a place in the world of policing, especially due to the number of people currently using social media and the potential that some people prefer to speak over text than via a phone call or in person. However there appears to be a gap in literature that can identify what sort of social media posts work well as a method of engaging with the public. The sharing of missing persons and wanted person appeals has its benefits as these social media posts can quickly reach out to a number of people. But it does rely on people actively following the police account in the first place. The police will need to continue to adapt its use of social media to keep touch with an ever-changing digital world. 

Word count: 2272









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 will begin by defining leadership and identifying the ten leadership models more commonly used in policing today, I will also depict a further 2 models used within the workplace. Using Gibbs Reflective Cycle Model 1988 I will then reflect upon an incident where I displayed different styles of leadership and identify what I could have done differently to become a more effective leader. A conclusion will then be provided. 

Forbes a global media company specialising in leadership, define leadership as being someone who can influence others to optimise their efforts towards achieving a target.  (Kruse, 2013)

I will now identify the ten leadership models that are used within policing today, studies have been completed on leadership models within policing and the findings have been summarised by Campbell and Kodz (2011). Firstly, the limitations of the evidence model; this model suggests that there is little evidence to suggest what is the most effective form of leadership, and that any results will be based purely on what people think of their leader. (Campbell and Kodz, 2011, pp.1-4) Secondly, the transformational leadership model; this model states that an effective leader can have a positive impact upon a colleague’s commitment and their effort level. Moreover, leaders that contribute themselves, and engage with their colleague’s values and motivations are also shown to be more effective leaders. (Campbell and Kodz, 2011, pp.1-4) Thirdly, the transactional leadership model; this model suggests that leaders that  rely on reacting to an action with either a reward or a punishment, will not have a positive impact on those that follow them. However, transactional leadership is effective on occasions where there are poor performance issues. Also, those people who have less motivation or experience, those that prefer a leader taking control, may also prefer a transactional style of leadership. (Campbell and Kodz, 2011, pp.1-4)  Fourthly, the mixed style leadership model; this model states there is evidence to show that leaders who display both transactional and transformational styles of leadership, will be more effective than those that show just one of those two characteristics. (Campbell and Kodz, 2011, pp.1-4) Fifthly, active leadership and role modelling; this model implies that leaders that act as role models, by working out in the field alongside their colleagues, may be more effective leaders than those who rely on peoples individual motivation and rewards to carry out their job role. (Campbell and Kodz, 2011, pp.1-4) Sixthly, the situational leadership model; this model implies that leaders who can change their leadership style to suit certain personnel and situations may become effective leaders. (Campbell and Kodz, 2011, pp.1-4) Seventhly, the participation leadership model; this model suggests that leaders that engage with their colleagues and allow for all parties to engage in decision making may result in better job satisfaction and greater levels of commitment from staff. (Campbell and Kodz, 2011, pp.1-4) Eighthly, the laissez faire leadership model; this model states that evidence shows that leaders who take a back seat and do not actively lead are shown to be ineffective leaders. Moreover, it can even result in staff putting in less effort and not fully committing to the job role.  (Campbell and Kodz, 2011, pp.1-4) Ninthly, the variation leadership model; this model implies that leadership styles within policing are very different when compared to other organisations, therefore identifying correlations between leadership styles with different industries may prove difficult. (Campbell and Kodz, 2011, pp.1-4) Finally, the emotional intelligence leadership model; this model suggests that those leaders who can understand and manager their own emotions and the emotions of their colleagues may prove to be effective leaders. However, it can have negative implications if leaders that have high levels of emotional intelligence are also coupled with egotism and vanity personality traits. (Campbell and Kodz, 2011, pp.1-4)

Forbes identifies another 2 styles of leadership models that are seen throughout the workplace today.  Authoritarian leaders take complete control and tell those that follow them what to do, and this maybe effective when under time pressures and when the leader is well respected. However, the negative of this style is that it doesn’t consider the ideas of others in that group and people could become disengaged by this. (Carlin, 2019) Democratic leaders listen to other members in the group and allow for decisions to be made collectively, and this may bring about a positive outcome and a better work environment. (Carlin, 2019)


Campbell and Kodz (2011, p.20) state that a less authoritarian leader is required in policing today, and authoritarian leaders were more prevalent in policing 30 years ago. Moreover, a transformational leader appears to be the most effective style of leadership however it still may require being able to adapt this style to displaying more active and direct leadership when needed.   Furthermore, the College of Policing has identified that the attitudes of new recruits has changed, with many of the new recruits falling into the millennial bracket aged between 18 and 26, and these people appear to have a scepticism regarding authority. This maybe suggest why policing appears to have moved away from a more authoritarian style of leadership, as this could potentially clash with the attitudes of new staff. (College of Policing, 2015, pp.1-20)

Using Gibbs’ Reflective Cycle 1988 I will now reflect upon an incident in which I displayed different styles of leadership. I attended a high value burglary in company with a probationer who had not achieved independent patrol, hence they were relying on me for advice and for any final decision making. There were several enquires that needed to be completed including a CCTV trawl of the surrounding area, crime scene opportunities with footprints having been noted at the location, and a damaged lock that had been broken, in order to gain entry, also potential automatic number plate recognition opportunities with the subjects having left in a vehicle. At the time of the incident I remember feeling stressed, in not only having to deal with a distressed victim, but trying to manage the mentoring and guiding of my colleague, and trying to complete the outstanding enquiries in a tight time frame as there were numerous logs on the system that needed allocating. There was also pressure from the control room to deal with this call quickly, in order so that I could then attend the other calls that were outstanding on the system. However, I do believe that the victim was very happy with the empathy and service they received from us, and the effort we made to complete all the enquiries. However, it did take us a significant amount of time to complete the CCTV trawl, and this may have been at the detriment of my other colleagues who had to respond to numerous calls whilst we dealt with this one. The biggest issue we faced was trying to identify what vehicle the subjects had left the scene in and where potentially they may have gone. To conclude, I have identified that I should not put so much pressure on myself to deal with things quickly, so that I can go and assist my colleague with other calls. Next time I will try alleviate some of this pressure off myself and instead take my time to do things effectively and to thoroughly coach my colleague through the situation. Moreover, I could have requested assistance from another unit earlier on, so that the enquiries were completed quicker in order to become more effective and efficient. The University of Edinburgh states there are 6 stages to Gibbs Reflective Cycle 1988 and these are; the description of the incident, feelings and thoughts about it, an evaluation of the positives and negatives, what has actually gone on, identify what you have learnt and would do different, and plan for how you will deal with it differently next time. (The University of Edinburgh, 2020)

During this incident I displayed elements of several leadership strategies to both try coach my colleague and to deal with the call effectively and support the victim. Firstly, we were the only two people dispatched to the call, so I was actively responding to it and I tried to set a good example as a role model, to help train my inexperienced colleague. Secondly, I showed elements of transformational leadership as I asked what my colleagues’ opinion was and what enquiries they thought we should do, so that they could engage in decision making and make a positive contribution towards dealing with the call. I also knew that they had wanted to take on a more active role in decision making and they felt that this was important to their development, so I tried to allow this to happen as much as possible. Therefore, I also showed participative leadership as I encouraged my colleague to put forward their ideas and to play a part in assisting with the enquiries.  However, when speaking with the victim I did not want to ask my colleague questions about what they would do, because during that moment the victim was very distressed about their loss so I thought it more professional for me to engage with the victim. Therefore, at this point I changed my leadership style to become more situational and role modelling in order to deal with the distressed victim and to provide them with the best support that I could do. In order to complete all the outstanding enquires I also had to delegate different roles for other more specialised personnel, I requested assistance from Crime Scene Investigators to conduct forensic enquiries, also from community support officers to help with the substantial CCTV enquiries. This became apparent when I had identified that the number of CCTV opportunities were too much for us to investigate on our own and also that I did not have the necessary training to undertake the forensic enquiries. 

I believe that to be a good leader it is necessary to display different leadership strategies to different situations. Sethuraman and Suresh (2014, pp.165-171) state that the leadership should not only depend on the situation but also the personality of the leader. Upon reflection, I believe that due to my personality traits and my experience level I show mostly active and participative leadership with elements of transformational leadership. I prefer to be out in the field with my colleagues and I think that in order to be a good team player it is necessary to engage with other people in decision making. Therefore, I think I display active and participative leadership at almost every call I attend as I think it is something that comes naturally to me. Moreover, I would consider myself to be hard working, a good team player, and someone that actively puts themself forwards to undertake tasks. I believe that those personality traits should help me become an effective leader. However, Andersen (2006, pp. 1078-1091) states that there is insufficient evidence to understand how personality traits are linked to leadership styles. Whilst this journal states there is a lack of conclusive evidence regarding the correlation between leadership and personality traits, I still believe that theoretically these personality traits will guide me in good stead as a leader. Moreover, I think with more time and experience, and by developing a better relationship with the colleagues on my shift it will allow me to further improve my transformational leadership. I have identified that my inexperienced colleague who has recently joined the shift will look to me as a potential leader and someone who has more experience. Therefore, by spending more time with them and learning about them as a person will help me understand their values and hence allow me to show more transformational leadership. Furthermore, if I do wish to progress in my career and move higher up the ranks, this essay has allowed me to understand that in order to do that, it would be beneficial to develop other styles of leadership. Whilst I show elements of some of what I believe are the important leadership styles, I do not think I show any transactional leadership currently. This is partly down to my personality traits and my experience level. However, I think that being able to display this sort of leadership would be effective during times of personnel poor performance and with colleagues that are very inexperienced. Whittington et al., (2009, pp.1860-1866) states that transactional leadership can result in achieving the leader’s goals and to capture the interest of the leader’s colleagues. To ensure that I continue to develop as a police officer and a leader, I think it is important to reflect upon my performance and receive more feedback from superiors about how I can improve. The College of Policing states in their leadership review that if reflection and development are going to continue to be prevalent in policing, then there needs to be greater levels of feedback given. (College of Policing, 2015, pp.1-20) Furthermore, Hattie and Timperley (2007, pp.81-112) states that feedback can have a significant impact upon development and learning. Leadership development appears to be an important factor in making the police a more effective organisation, with the College of Policing providing regular reviews about how progression is being made in terms of leadership. (College of Policing, 2018, pp.1-15) Furthermore, Her Majesty's Inspectorate of Constabulary (2016, pp.1-14) states that effective leadership is essential in improving performance and ensuring that the organisation is efficient as it can be. 

To conclude, whilst I am able to show elements of different styles of leadership in different situations, I think I need more time and experience to not only further develop these strategies but also to develop new ones. I believe I regularly display active and participative leadership as this is something that comes naturally to me. However, further development in other leadership strategies will be especially important for me if I wish to move higher up the ranks and also to improve as a leader on my shift. I am someone who likes to receive regular feedback on my performance, and by reflecting on my own performance along with more regular guidance from my superiors, it should allow me to not only improve as a police officer but as a leader as well. By identifying areas of improvement, I can then continue to set goals to improve my leadership abilities and it may allow for me to take on extra training in this area of policing.   
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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 will begin by defining mentoring, coaching, feedback and goals before looking at the different mentoring theories used in policing, and identifying how I receive feedback and also provide it. I will reflect upon how the training I have received as helped me try achieve both my personal goals, and the goals expected from me from the job. Moreover, using Schon’s Model of Reflection 1991 I will reflect upon how the training and guidance I have received, has enabled me to improve and learn as a police officer. 

The Chartered Institute of Personnel and Development (CIPD), define coaching as being the process of developing and improving a person’s skills to improve their performance. The coaching process generally lasts a specific length of time, and may be necessary to target a person’s individual skills and goals, or the goals of the organisation, and improvement in such skills may result in other positive factors such as increased confidence. (Chartered Institute of Personnel and Development, 2021)  

The Chartered Institute of Personnel and Development (CIPD), define mentoring as being the process where an experienced colleague works alongside a less experienced person to help them develop. Mentoring is generally a longer-term process than coaching, and is effective when the relationship is more approachable and works both ways, with both parties learning from each other. (Chartered Institute of Personnel and Development, 2021)  

LEO Learning who have won numerous awards in the training industry define feedback as being the process of giving information after an incident has occurred. Effective feedback can give the learner essential information into how they can improve their performance, and it can come in both positive and negative forms. (LEO Learning, 2016) Feedback can also be provided in many forms, New South Wales Government (2021) state that feedback can be provided written or orally, it can be provided by peers or by yourself, formally or informally, and it can also be descriptive feedback, in which a good amount of detail is provided on improvements, or evaluative which is via grades and basic comments. 

Goals can be defined as targets that are set to help keep you motivated to ensure that you succeed and to track your progress. They can be either short term or long term, and can come in the form of personal goals, or organisational and workplace goals. To ensure that the goals are achieved the acronym SMART is widely used to help accomplish this. Firstly, the goal must be specific to your needs, it must be measurable to help keep track of your progress, it must be achievable, relevant to what you are doing, and a time frame must be established. (Eatough, 2022)


Having reflected upon my own experience of the training process within Gwent Police, through the use of Schon’s Model of Reflection on Action 1991, it has allowed me to write down how I felt during the training process. I have identified that the first 9 months of the training requires structured coaching, and a more autocratic style of leadership is shown. This style of leadership being necessary as upon joining the job your knowledge base is generally very low, and thorough training is needed to develop a person’s knowledge in both the law and policing practices. Martinuzzi (2019) states that autocratic leadership is best used when your employees are inexperienced, allow the leader to take full control of decision making.  However, once the knowledge base is at an appropriate level after those 9 months, you then begin to learn the different processes and systems in order to deal with certain crimes. Upon joining my shift, after the 9 months I was assigned a mentor for two weeks, I then attended calls with my mentor and having a good and approachable relationship with them, meant that I was more guided through those 2 weeks, rather than being coached. My mentor showed a more laissez faire style of leadership, and I believe I benefitted well from being left to try work out what to do, rather than be told what to do. From past experiences such as playing sport etc, I know I am someone who learns better from doing it myself, rather than watching others. Malvik (2020) states that kinaesthetic learners learn by experiences and often do well at sports, these types of learners need to do things in order to learn. Hence, those 2 weeks of mentoring I found very productive as my mentor’s leadership style, matched well with how I learn best myself. Upon achieving independent patrol and not requiring a mentor, the laissez faire style of leadership has continued where I now check in with my sergeant and police assessor where necessary, and if I need advice on certain aspects of the job. Martinuzzi (2019) states that laissez faire leadership involves the least amount of leader oversight and can be beneficial as it allows employees to complete their own workload. I believe that both the initial coaching and mentoring I have received from Gwent Police has been very effective. Especially considering that I entered the job having no experience of the policing world, and now feel confident dealing with the day to day job and the demands placed upon me. However, during my career at Gwent Police I have had several different supervisors, these supervisors have all been very different in terms their knowledge base, and in how they have helped guide me. With the changing of supervisors and experienced colleagues so regularly, I believe I have suffered from this, as there has been a lack of guidance and consistency from supervisors and those I would look to for advice. Schindler and Thomas (1993, pp.563-573) state that consistency, trust, competence and openness are some of the most import traits that people look for in colleagues and supervisors. Overall, I do believe I have benefited from the training given to me by Gwent Police, as I would not be in the position I am in today without the coaching and mentoring I have received. However, in regards to the university work I do think that the expectations placed upon student officers is far too high, especially when the job of being a police officer is so demanding. There is very little time given to student officers to conduct their university work and because of the shift pattern it is very awkward to make time to meet with university staff. Student officers give up so much of their spare time to conduct this university work on their own, and the expectation is that they will just book in to meet with university staff. Therefore, I do not think the platform currently in place to support student officers by the university is good enough. A study completed by Prasad and Thakur on the impacts of overworking (2019, pp.1-5) found that those working 49-59 hours a week had a 48% probability of a decrease in their mental health. Moreover, the study into the physical effects of overworking also found a correlation between those working long hours and those who drank alcohol, smoking, weight gain and also heart problems. (Prasad and Thakur, 2019, pp.1-5)
I have used goal setting through the use of the SMART method to help me achieve both my personal and workplace goals. Achieving independent patrol and passing year 1 and year 2 of the university work, and the police evidence matrix were all personal and workplace goals. These goals were relatively easy to achieve, as the SMART goal setting method was used very well. The goals all had set dates that I had to complete the work by, and in regards to the police evidence matrix I also had regular meetings with my assessor to ensure I was keeping on track. Moreover, within the first year of the job the coaching and mentoring was at its highest level because I was so inexperienced, naturally I have significantly benefited from this, as I have learnt a lot and passed all requirements set out by the job.  Furthermore, upon joining the job I did set myself a personal goal of achieving a 1st class honours degree, within the first year my results were on track to achieve this. However, at the time of setting this goal, I did not fully comprehend the sheer volume of university work that would be required in years 2 and 3. To achieve this goal I believe that I would have had to sacrifice so much of my social life, which is already massively impacted by the shift work. Moreover, I do not believe it is healthy to dedicate your life to completely incorporate both the university and shift work, hence I have now adjusted this goal to achieving a 2.2 honours degree. My initial goal I do believe was achievable, however at that time I did not fully take into consideration the amount of time required to do so. Overall, I do believe I am at a place where I am achieving my personal and workplace goals. Passing my probation is the ultimate goal for me at the moment, and going forwards beyond this I would like to achieve extra police training in terms of using a taser, and techniques such as method and entry. These goals would again align with the workplace goals, as then I have a higher skill set that can be used to benefit Gwent Police. 

There are currently two routes into joining the Police; one is via the Constable Degree Apprenticeship (PCDA) programme, which I am currently undertaking and also the degree holder entry programme. These programmes have been initiated by the Policing Vision 2025 stating that roles within the police need the necessary knowledge which is backed up by professional qualifications. (College of Policing, 2020) Moreover, as I continue through my programme and hopefully pass my probationary period, then I will then have to follow the continued professional development and updating a professional development review form. This will allow for meetings with supervisors to ensure that I continue to progress in my career and to ensure that I can continue to provide a good service as a police officer. Moreover, it also allows for gaps in your knowledge to be identified, and allows for further training in areas of the job you are particularly interested in, to ensure goals are continued to be set.  (College of Policing, 2020)

I will now reflect upon an incident where I had to provide feedback to one of my colleagues. Over the past 9 months my shift has lost several experienced officers and gained a number of inexperienced people, who are currently working through the same process that I have been through. The losses have been so significant that even though I am only 2.5 years through my policing career, I am now one of the more experienced people on the shift. Hence a few my colleagues now look to me for advice and I have also had to take probationers who have just joined the shift, out crewed with me. I recently attended a call with someone who was very new to the shift, the details of the call were that a male had assaulted another female whilst inside an address. Upon arrival the male was very aggressive, and it was apparent he was also heavily intoxicated, this male was arrested however upon his arrest he was trying to throw his head against mine. One of the new probationers stood in front of him to try stop him headbutting me and tried to engage with him, we then escorted the male to custody. After the incident my colleague appeared concerned about how they dealt with the subject as they asked me what I thought. I was able to provide them with oral feedback using Gibbs Reflective Cycle 1988. I asked them what their thoughts were about the situation, what went well and not so well, and what they could have done differently next time. (Mulder, 2018) I gave both positive and negative feedback orally, as I had identified that I felt it was good they had not backed down, as it was the first time they had dealt with conflict and also in that their communication was good. However, I felt they were putting themselves at risk by standing directly in front of someone who was trying to headbutt us. Following on from this, my colleague was very appreciative of the feedback saying that they felt better, as they felt more confident by my responses as initially, they had been very apprehensive about their performance. Furthermore, another benefit of using open questions from the Gibbs Reflective Cycle 1988 is that is allowed my colleague to analyse their own performance and they produced some of the same answers that I agreed with.  Farrell (2016) states that open ended questions allow for people to disclose more information to you, and you can get a better insight into what they truly think. Therefore, this being a better learning method rather than telling them what I thought myself. 

Upon reflection, I have already identified that as I am a kinaesthetic learner, hence I benefit best from receiving negative feedback on my own work, by doing the same actions again, but being taught how to do it properly. Positive feedback I find effective when it is given either orally or by doing the action again and being directed through how I can improve. However, in the police most of the feedback given by peers and superiors comes in the form of oral or written feedback. Whilst in university all the feedback comes through written feedback. In terms of my learning style I believe that I am at a disadvantage regarding the university work, because written feedback is the format I most struggle with. Moussa, N., (2014, pp.19-27) states that kinaesthetic learners may not process information that well when it comes in the format of written and orally. Moreover, I am quite a driven person who enjoys receiving both negative and positive feedback, as I want to continue to improve my performance in my current role. 

To conclude, upon reflection of the last 2.5 years of my policing career I believe that the policing coaching and mentoring provided as been very effective in getting me into the position I am today, as an independent patrol officer who hopefully will soon finish my probationary period. However, I do believe that the demands from university is too much and the support network is not functioning properly. These demands have had an impact on my personal goals which has resulted in me adjusting my targets to ensure that they are achievable. As I come towards the end of my probationary period, I will continue to need feedback and use SMART goal setting to ensure that I remain motivated and continue to progress in my career. 
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