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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:

This essay will focus on three key areas. Initially it will discuss the role of the College of Policing (CoP) in professionalising policing in the UK. It will then seek to evidence how, within my final year of probation, I am working towards fulfilling the role of a professional police officer. Using the Driscoll Model of Reflection, I will reflect upon how my final year of probation has seen my role change. 

Driscoll’s Model of Reflection was developed in the late 1990s and has since been updated by the original author, with the latest update occurring in 2007. This model was developed for clinical professionals however is applicable in other forms of reflective practice. It is a simplified model that asks the reflector to consider the following three stages: What? What has happened. So What? What does this mean, what are implications. What Now? How will you proceed, will you change or adapt anything (Driscoll, 2006).

In 2010, the coalition government set out to reform policing in the U.K, and an independent review into training and leadership was commissioned by the home secretary Theresa May. Chief Constable Peter Neyroud QPM was charged with conducting this review and made several recommendations to the government. The main focus of Neyrouds recommendations was the foundation of a “Professional Body for Policing” with the aim of transforming the learning culture within the police and centralising police education and moving away from in house training programmes. Neyroud also suggested a new qualification framework be developed and delivered in line with higher education establishments (Neyroud, 2010). Further to the commissioning of this report, Thomas Winsor was also commissioned to conduct a review into Police Officer and staff remuneration and conditions, Winsor also recommended a reform to police officer training, also suggesting that training be implemented that is conducted in line with higher education establishments (Winsor, 2012). 

Following the recommendations made by Neyroud (2010), The College of Policing was formed in 2012 as the professional body for all who work within policing. Its role is to provide police officers and police staff with the necessary skills and knowledge to reduce crime, protect the public and improve public trust in the police (The Home Office, 2016). The CoP, sets the standards of professional behaviour, approved professional practice and the education framework for police officers and staff through a research-based evidence lead approach. It also conducts research into crime reduction and shares the outcomes of this with its members to enable them to enact upon this to fulfil their roles (The College of Policing, 2024). In furtherance of the recommendations put forward by Neyroud (2010) The CoP launched the Police Education Qualification Framework (PEQF) in 2016, with the aim of standardising the curriculum for all ranks in policing, from constable through to chief officers as well as for civilian staff. The PEQF aims to bring policing education in line with education standards in England and Wales (The Police Federation, 2024). The PEQF has made it mandatory that all warranted officers joining the Police hold a degree (or level 6 qualification) to justify their employment as a Police Constable and sets out three routes which joiners can take. These are Pre-Join Professional Policing Degree (PjPP), Degree Holders Entry Programme (DHEP) and Police Constable Degree Apprenticeship (PCDA) (Wood, 2020). The intention of the PEQF is to bring policing in line with other professional careers, such as nursing (Paterson, 2011). It should be noted however that neither Neyroud (2010) or Winsor (2012) suggested that a degree should be a mandatory pre-requisite to joining the Police (Wood, 2020) (Andrews, 2023). While the intent of the PEQF to professionalise policing through tertiary education is admirable, it should be noted that policing has historically rejected the necessity of educational attainment in favour of vocational training, and as such there has been no small amount of push back and discontent from senior officers through to rank and file constables, especially those enrolled on the in the PEQF (Wood, 2020). An independent study conducted in 2022 found that the opportunity to earn a degree was a low motivational factor of joining the police, with only 17% of respondents citing this as their motivation for joining the police, with respondents stating that they were only undertaking the PCDA scheme as it was the only available route into policing, and showed a level of scepticism towards the PCDA as to how the academic element of the course would benefit officers in their policing role (Watkinson-Miley, et al., 2022).


In 2023 the Home Secretary, Suella Braverman, released an updated version of the Strategic Policing Requirement. This updated document set out the core threats faced by society within England and Wales and notably added violence against women and girls as a key threat in this edition. The document advises on best practice in relation to resourcing these threats from a policing and aligned agency approach. Within this document, the CoP is mentioned several times, most frequently with relation to how officers should consult the CoP’s approved professional practice (APP) in relation to the various identified threats (The Home Office, 2023). This requirement placed upon the police by the Home Secretary to consult APP makes it apparent that the CoP plays an important role in meeting the demands of a professional police force with regard to the management of threats to society. It highlights that the CoP has a responsibility to adapt to ensure that it is providing up to date and forward-thinking information to its service users. As such the Chair of the CoP, Lord Herbert, launched the ‘Fundamental review of the College of Policing. In this review the CoP noted that it has an advantageous position in the policing landscape in which it has the power to implement evidence-based guidance and approved practice. It recognises that the position in which it sits should enable the organisation to have a bigger role in the provision of guidance and practice as well as in the area of developing research to provide evidence that its guidance works (The College of Policing, 2022). 

A further area in which the CoP is involved in professionalising policing is that of the Policing Vision 2025. Established in collaboration between the National Police Chiefs Council (NPCC) and the Association of Police and Crime Commissioners (PCC), the Policing Vision 2025 is a ten-year plan that these agencies and all who are represented by them aspire to reform policing by 2025 (NPCC: National Police Chiefs Council, 2016). The CoP’s role within this plan is to ensure that the workforce is trained, upskilled, and provided with the powers necessary to meet the requirements of the plan, and to ensure the workforce is representative of the public it serves. This is set out within the Policing Vision 2025 document which highlights that it will be achieved through creating clear, flexible, and consistent route of entry and re-entry into policing, and through recognising the skills and knowledge of members of the police service through academic accreditation (NPCC: National Police Chiefs Council, 2016). The CoP has worked towards this goal through the introduction of the aforementioned PEQF entry and training programmes. The Policing Vision 2025 has since been revised and in 2023, the Policing Vision 2030 was published, highlighting a continuation of the CoP’s responsibility to ensure that they are recruiting a representative workforce and training them to the highest standards (The College of Policing, 2023).

The modern professional police officer is one who rigorously maintains the standards of professional behaviour, can make autonomous and dynamic decisions in line with the National Decision Model (NDM) and Code of Ethics in order to manage threat, risk and harm whilst dealing with complex and often confrontational scenarios. Police officers are expected to undertake a litany of tasks in fulfilling their role, from initial response, management of public order events, conducting investigations, roads policing and public protection. Police officers are also expected to work to reduce crime and antisocial behaviour through effective inter-agency collaboration. The modern Police officer should also throughout their career work towards continuous professional development (CPD) to enhance their skills and knowledge (The College of Policing, 2024). In order to fulfil this function, I have striven to ensure that I undertake as much additional training as is available to me. For example I have undertaken a 3 week driving course, in which I attained the ability to drive marked police vehicles utilising exemptions as set out in the Road Traffic Regulation Act 1984 (Legislation.gov.uk, 2024), this enables me to attend emergency calls within a shorter time period and gives me a better opportunity to protect the public, and apprehend offenders. It requires me to conduct dynamic risk assessments in line with the NDM to ensure that I am utilising this skill in a safe manner. I have also undertaken additional voluntary first aid training and am now a “MOD 4” first aider, this additional training and skillset allows me to tend to a wider range of injuries and to those of a greater severity. This training means that I am better able to provide a better service to the public and assist my colleagues where needed with advanced first aid. I am looking to improve upon this in the future by undertaking a course to become a Police medic, which will enable me to assist with an even wider range of medical related calls. Undertaking these various additional training courses ensures that I am improving my abilities as a Police Officer and conducting CPD to ensure that I am equipped with the necessary skills to fulfil my role. I also frequently engage with other agencies in order to ensure that service users are adequately safeguarded. For example, I have dealt with an incident of domestic related stalking, whereby the offender had been bombarding the victim with calls and messages as well as attending her home address. I worked with social services and domestic violence charities to ensure the safeguarding of the victim, who was relocated and provided ongoing support from these agencies alongside conducting the investigation into the offences. I have also engaged with local councillors and the Youth Offending Service (YOS) when dealing with concerns of anti-social behaviour (ASB), identifying offenders, and ensuring proportionate redirection means are put into place with a view to reducing crime and disorder in problem areas. 

My role has changed throughout this final year of my probationary period in a variety of ways. For example, at the beginning of my final year, my shift was joined by three probationers who had just completed their initial ten-week training period. Within my shift I am now one of the longest serving officers, and as such I found the new officers looking to me for advice and guidance when they were unsure of things. I found that I would help guide them to the correct course of action through questioning their decisions and helping them to realise that they likely knew the answers to their problems as I discovered that this would assist them in building confidence in their own knowledge. I enjoyed supporting these new colleagues at the outset of their careers and was able to relate to the position they were in as It was not so long ago that I was in a similar situation. I have no formal training or experience in coaching and mentoring and did find this difficult at times. I recognised this to be an area that I would need to work on in my own development. I have since discussed with my Sergeant enrolling in a tutoring course upon the completion of my probation. This will enable me to tutor new constables through their initial ten-week training phase and provide me with the skills to guide them going forwards. Another area in which my role has changed which again relates to me being one of the longer in service members of my shift is that I have on occasion been asked to fill in for Sergeants when they are unavailable in conducting briefings and running the shift. This would consist of briefing other team members and allocating jobs for the day, taking part in the department managers briefing and liaising with Inspectors regarding strength reports, I would also conduct a handover for the next shift coming on. I have enjoyed the occasions where I have had to do this. The shift has been open towards me in regard to taking instruction from me and it has enabled me to gain experience in a managerial position. This experience will aid in my CPD and will be good evidence as I would at some point in the future like to seek promotion to Sergeant. 

(Word Count - 2109)





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:

In this essay I will reflect on my experience of the use of social media within a policing context. I will discuss how social media can be used as a tool for communicating with the public, sharing the work that the Police do and engaging with communities. I will discuss the types of social media platforms that are utilised by the police and how those platforms are used to disseminate information. I will also look at the advantages and the risks of using social media. 

The term social media relates to online applications or websites, often called platforms, that are used by members to share information, personal messages, ideas, and other content such as videos and photographs with other users (Encylopaedia Britannica, 2024). A study conducted in 2024 found that of the 5.44 billion internet users in the world, 5.07 billion of these used social media. This figure equates to 62.6 percent of the total population of the planet (Petrosyan, 2024). This figure demonstrates the impressive reach that can be achieved through the use of social media, and how powerful a tool this can be for organisations to be able to communicate with a target audience. The three most commonly used social media platforms are Facebook, with 3.05 billion global monthly average users (MAU), WhatsApp, with 2.78 billion MAUs and YouTube which has 2.49 billion MAUs. Other popular platforms include Instagram, TikTok, Snapchat and X (formerly Twitter) (Oladipo, 2024). With this kind of global reach, it is easy to see that social media can be a powerful tool for the marketing of products, businesses, and organisations. In 2023 the worldwide expenditure on social media adverts was approximately 269 billion US dollars, with marketers citing the benefits of social media marketing to be an increase in traffic and exposure and an increase in lead generation (Dencheva, 2023). 
The Policing Vision 2025, ten-year plan released in 2016 set out what is expected of policing in an increasingly digital world, the plan mentions that the police must embrace the challenges and opportunities posed by the rise in popularity of digital media and recognises that as more and more people are spending time online, the opportunity to engage with the public through this media should not be overlooked. While at the same time traditional methods of engagement should still be utilised to enable those in the community who are not digitally able to maintain the ability to make contact with and engage with the police service (NPCC: National Police Chiefs Council, 2016). The plan also recognises the opportunity that a digital technology presents in the ability to analyse information about offenders, victims, and locations in order to better distribute finite resources (NPCC: National Police Chiefs Council, 2016). With this responsibility laid upon forces to embrace this new technology, The College of Policing (CoP) has published authorised professional practice (APP) in relation to social media and communication. This APP covers all aspects of communication and has a section specifically aimed at social media and online engagement. The social media engagement section covers the “Principles of online engagement” and bullet points these as; Credible, Consistent, Responsive, An ambassador, Inclusive, Ethical and Personable to guide police users of social media in responsible use. The APP also makes mention to the use of social media monitoring tools in order to track online comments and conversations in order to help the police understand what issues are being discussed online and decide the best means of engaging with communities (The College of Policing, 2020). Individual police forces will have a social media policy that highlights what is expected of its staff in relation to the use of social media. In Gwent that policy covers social media usage both in terms of on duty corporate usage as well as off duty personal usage. The policy reminds staff that they have obligations to ensure that their social media usage is in line with the code of ethics, that all usage adheres to our values and behavioural standards. The policy also highlights that the use of social media is beneficial to Gwent Police in that it allows the organisation to have immediate access to a large audience, enabling communications to be disseminated rapidly. The purpose of Gwent Police’s social media use is to provide visibility of the work that is done by the organisation and to build trust and confidence in the force. The use of social media by staff in a corporate sense should be conducted to achieve an operational purpose, to induce a change in the behaviour of the community for the better and to build trust among our communities (I am unable to reference this document as it is a protected document that is not approved for dissemination).

Gwent’s social media policy refers to accounts that are used by specialist teams to provide insight into their work and produce content that is relevant to them. While anecdotal, I have personal experience in this area as I recently took part in an attachment to our rural crime team, where we undertook a joint operation with Natural Resources Wales (NRW) to target illegal deer poaching in the rural areas of the county called Op Fallow. This operation was conducted with deer management rangers from NRW to identify and locate offenders in the rural areas of the force. Conducted at night, the visibility of the operation minimal to the communities it related to, however through the use of the social media platform “X”, we were able to provide that visibility and reassurance to the rural communities that are often overlooked by the police due to demands in more urban areas. Photographs and a brief overview of the operation were posted to Gwent Police rural crime team account and shared by NRW on their account. The post was viewed by nearly two thousand users and therefore increased the visibility and engagement opportunities of an operation that would have otherwise gone largely unrecognised. A further benefit of this is that after the fact those with access to the account are able to view metrics within the social media platform to analyse the effectiveness of the engagement and how this post has performed. Access to these metrics enables users to provide adapted content to achieve even better reach and engagement potential. 

The police in the United Kingdom have been among the best in Europe at adopting social media usage as a means to engaging with the communities it serves (Dekker, et al., 2020). However, while the guidance mentioned previously has highlighted the ability of social media to be used as a mode of engagement, capable of enhancing the accessibility of the police to the public, studies show that rather than being used as a method of wider engagement with citizens social media is more often used in a policing context as a way of delivering messages to the public (Fernandez, et al., 2017). The most commonly utilized social media platform used by the police in the UK is Twitter or X as it has been rebranded. All home office forces, and the British Transport police now have at least one X account, with over 1.5 million followers on police accounts (The Police Foundation, 2014). X is an example of a micro-blogging platform, it limits its posts to 280 characters which means that users can absorb a lot of information from various posters in a short space of time. X allows users to follow other accounts that they find useful or informative. The user interface acts as a news feed and will show content that has been posted in real time (Gill, 2023). This platform is beneficial to police users as it allows for information to be shared with the public quickly and can be used for sharing information like road closure updates in the event of traffic collisions, wanted or missing persons appeals or appeals for information in relation to ongoing investigations, such as dash cam or cctv appeals. 

I have personally been involved in instances where information has needed to be shared quickly in the interests of a positive outcome. An example of this would be when dealing with a situation where a suicidal male had gone missing, which was graded as a high-risk missing person due to the circumstances. I recognised that there was an opportunity to utilise social media to try and locate the male. Not having access to the forces corporate social media accounts, I have contacted the forces’ social media desk and asked them to circulate the males image and description on Twitter/X, requesting that the public report any sightings via 999 quoting the log number. I identified this as being an appropriate and necessary use of the forces’ social media accounts as it was the best way of reaching as wide an audience of possible in a short frame of time and enabled me to draw on the abilities of the public to act as our eyes and ears, broadening the search parameters for the male. This use of social media paid off and a member of the public reported having seen the male on a foot bridge over a busy dual carriageway a short while later. This enabled me and other resources to be despatched to the vicinity and begin engaging with the male who was threatening to jump from the bridge. The road beneath the bridge was closed and I have further contacted the social media desk to have this information shared on social media in order to prevent disruption and the build-up of traffic on the road network. The male eventually came off of the bridge and was taken to a place of safety for an assessment and to get help with his mental health. In this situation, I was able to effectively utilise social media in order to bring about a positive outcome in a time critical environment, which helped a vulnerable member of the public get the support that he needed and prevented disruption to the public by ensuring that the road network continued to run as smoothly as possible. Upon reflection, I have considered seeking access to social media accounts for myself as this would have potentially enabled me to utilise this more quickly, however as the situation was dynamic, I needed to concentrate on the physical search for the male and using the social media desk enabled me to continue doing this. 

Another social media platform that is popular among police forces is Facebook. Facebook is a networking platform that allows users to post unlimited “statuses”, photographs and videos and connect with other users from around the world. Facebook is popular among organisations as it allows them to directly target information, products, and services to a specified audience (Nations, 2024). Police forces utilise Facebook in order to provide more in-depth information to their communities. This can include advertising open days or force events, recruitment opportunities. It can be used to advertise beat surgeries and face to face community meetings. Further to this it can be utilised to hold online discussions, enabling those that are unable to attend face to face meetings, whether due to disability or locality, to engage with the police.

While the virtues of police use of social media are evident, there are some concerns regarding its use. For example, police communications to the public and media have traditionally been rigorously controlled by management. However enabling officers and staff to access and use these accounts to communicate directly with the public represents a deduction in that control and can be viewed to pose an organisational risk to already fragile corporate reputations (Bullock, 2018). Another area in which there are negative implications arising from the use of social media relates to the personal use of social media by officers and staff where the usage falls short of the standards of professional behaviour and can lead to misconduct proceedings. An example of this would be in Gwent where several officers were investigated by the IOPC after offensive, racist, misogynistic, and homophobic messages were discovered on the WhatsApp account of a deceased officer (IOPC, 2024). This investigation was made public and broadcast by the national media (Lodge & Chain, 2022) and will have caused a considerable amount of damage to the reputation of the force and the trust in which the public have for it. 

In summary, social media is an important tool when it comes to policing. It is useful in achieving the obligations set out in the Policing Vision 2025 and enables forces to engage with its communities more readily than ever before and highlight important work that often goes unrecognised. However careful consideration should be applied by users, both at a corporate and personal level, to ensure that what is being posted and shared among a potentially massive readership is in line with the code of ethics and standards of professional behaviour, to prevent damage to the reputation of the organisation that they represent.

(Word Count – 2153)




















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:

This essay will examine the leadership styles and models that are frequently used in policing and analyse their effectiveness. The essay I will reflect upon incidents that I have dealt with in order to evidence and evaluate my ability to apply a flexible leadership approach to various policing situations, and evidence the strategies that I have developed in order to do so.

There have been many different proposed definitions of leadership, largely due to the complex nature of the subject which researchers have studied extensively (Benmira & Agboola, 2021). However, a commonality that emerges is that leadership is a process of influencing a group of people in order to achieve an objective or outcome (Stogdill, 1950; Kouzes & Posner, 2023). There is a plethora of research that has been conducted into what constitutes an effective leader with researchers and subject experts proposing various character traits that are possessed by effective leaders. The Centre for Creative Leadership (2024) identifies twelve characteristics that a good leader should have, this includes, self-awareness, vision, influence, resilience, and courage. Similarly Lauren Landry (2018) of the Harvard Business School identifies six characteristics of a good leader, including integrity, an ability to influence others, transparency, resilience, and an ability to act decisively. Some of these character traits are examples of emotional intelligence which has been identified as a crucial element of effective leadership (Saha, et al., 2023). The term emotional intelligence was first proposed by academics in the 1990s as a subset of social intelligence and relates to a person’s ability to appraise their emotions as well as those of others, to be capable of discriminating among these emotions and subsequently using that assessment to inform their actions (Mayer & Salovey, 1993). Humphrey (2002) identifies that emotional intelligence is a key aspect of the success of many leadership styles and goes on to suggest that empathy is a significant trait in the emergence of leadership.

The police competency and values framework (CVF) establishes the importance for effective leadership in policing. One of the six competencies is “Supporting and Inspiring” which sets expectations as to how we motivate support and inspire others to achieve organisational and personal goals. This competency highlights areas such as showing support to aid in making people feel safe and valued in terms of raising concerns, helping others to adapt to organisational changes, providing support to ensure people work as best they can and communicating clear directions to a varied range of people to motivate them to work towards organisational goals (The College of Policing, 2024). Effective leadership in policing can not be understated and the importance of effective leadership can be emphasized by the College of Policing’s (CoP) recent initiative to develop a “National Centre for Police Leadership” with the aim to provide a centralized learning and guidance resource in order to develop current and future police leaders (The College of Policing, 2022). 

There are various identified leadership styles and models that are utilized within the context of policing. One of these leadership styles is that of “Transformational Leadership”. Transformational  leadership is a method that allows for autonomy among the workforce to make their own decisions to the benefit of the organisation without the need for micromanagement meaning that this style is a form of participative leadership. Transformational leaders inspire change through setting an example of independence, authenticity, and a positive view of organisational culture. A transformational leader will lead by example and act as a role model for subordinates to inspire others to act in the same manner, they encourage innovation through critical thinking, creativity and problem solving. Transformational leaders induce among their staff a sense of commitment to the goal of the task through motivation, they recognise individuality and tailor their leadership approach to each employee to help them thrive within the organisation (White, 2022). Transformational leadership increases a sense of belonging to the organisation among employees and build the employees commitment to the organisation thereby ensuring among them a desire to strive to work to their best abilities in the achievement of the organisations goals (Bose & Haque, 2021). Bose and Haque (2021) also found that leaders that adopt the transformational style could tend to promote their vison above all else, which at times came at the detriment of their followers. In addition they found that this leadership style allows the leader an almost unlimited opportunities for self-promotion, manipulating their followers which ultimately leads to the followers losing more than they gain from this management style. In a policing context, transformational leadership may have a beneficial impact in terms of an improvement in police culture, as leaders adopting this style tend towards a strong ethical sense of purpose, imparting the same among their followers (Cockcroft, 2014). Improving police organisational culture is inarguably a desirable outcome when one considers the Casey Report in which the police were found to have widespread cultural issues, especially within the Metropolitan Police Service (Casey, 2023). 

Another leadership style that is adopted by police leaders is “Transactional Leadership”. Transactional leadership differs from transformational leadership in that it follows a rewards and punishment method of motivating followers. Transactional leadership looks to create positive outcomes and performance through a focus on structure, organisation, and supervision. Structured goals are set and followers are rewarded if they achieve the desired outcome and reprimanded if they fail to do so (Cherry, 2022). Transactional leadership relies upon the assumption that followers work more effectively under a chain of command (Tavanti, 2008), this is especially relevant in organisations such as the military and the law enforcement where there is a pre-set hierarchical organisation structure. Transactional leaders may take a “management by exception” approach, where the leader will either monitor the subordinates and step in to prevent undesirable outcomes and reprimand the follower or wait until the undesirable outcome has occurred and reprimand the follower after the fact (Tavanti, 2008). Transactional leaders aim to achieve short term goals, following established methods and principles they are unlikely to induce any organisational change. The transactional leadership style does not allow for flexibility or innovation, but does however create a stable, repeatable, and efficient process (Lutkevich & Pratt, n.d.). 

Within transactional and transformational leadership there are leadership behaviours which are adopted within the police, such as “Active Leadership”, which is where the leader sets an example to followers by being out in the field with the followers. Active leaders strive to remove obstacles and help to achieve outcomes by involving followers in the organisations vision and goals in order to breed a shared passion for achieving a positive outcome (Maryville University, 2020). I have worked under several supervisors during my time in the police, and whilst purely anecdotal, I have found that those that lead from the front, attend calls along with their staff and actively engage with them are far more approachable and more likely to have staff that are willing to go the extra mile for them. Another leadership behaviour is that of “Laissez-faire” or “Avoidance” leadership, this leadership behaviour involves practitioners taking an approach that is lacking involvement or responsiveness to the task at hand. Laissez-faire leadership has been identified as being a root cause of stress among employees (Lundmark, et al., 2022). Further to this Laissez-faire leadership has been found to lead to lower employee well-being than constructive leadership models (Robert & Vandenberghe, 2022). Researchers from the Rotterdam School of Management have found that effective leaders utilise a blend of leadership styles and adjust accordingly to the present situation, using both transformational and transactional leadership methods in order to garner follower engagement and therefore positive outcomes. They also found that followers are less concerned with the leadership style used and were more interested in the leader being aware of and acting in relation to the organisations challenges (Dierendonck, et al., 2014).

I have had to utilise and form a leadership style in my role as a police officer over the course of my probationary period, especially as I am becoming more experienced and am finding myself having to lead other officers in certain situations. 
An example of this would be a situation where I was dealing with a situation where a male offender was wanted for stalking his ex-partner. The situation had been graded as high risk through a domestic abuse risk assessment and it was imperative that the male was found and arrested in a timely manner to protect the victim. The male had been eluding police for several days and I found myself tasked with organising arrest enquiries for the male. Due to the male having warning markers for violence and weapon use I established that a number of officers with additional support from police dog handlers would be required. I conducted background checks and compiled a detailed briefing document that I presented to a team of around eight officers. During this briefing I adopted a transformational leadership style, aiming to give a transparent and honest vision of how the outcome was to be achieved, recognising that the other officers were similarly experienced to me, I felt that this method was suitable as it would allow them a certain level of autonomy in decision making when it came to enacting the plan. Upon commencement of the operation, I was able to lead the team in the arrest enquiries and ensured that I was at the forefront when we located the offender in an address, adopting an active leadership approach to inspire confidence in the plan and set a good example. Prior to entering the address, I directed a dog handler to cover the rear of the address should the male flee, and taser carrying officers were instructed to enter first to meet any unexpected threat, while not wanting to micromanage the team, I felt that it was important from a safety perspective at this point to issue clear instructions to prevent any injury or failure of the objective. Subsequently the male was arrested safely and without any harm coming to anyone present. I feel that in this situation, I adopted the correct leadership style at the outset to inspire engagement in the objective and a common vision for how that would be achieved. I was able to blend in aspects of an autocratic leadership style when I recognised that there was an operational need to ensure the safety of all present, and an active leadership style when leading the operation, displaying an ability to be flexible in my leadership approach in high pressure situations to achieve favourable outcomes. In this scenario, I had to alter my leadership style during a dynamic situation and feel that this could have been avoided if I had provided this information to the team prior to attendance. In the future I would ensure that this was covered during the briefing at the commencement of the operation, to further allow autonomy among the team. However, I was glad that I was able to recognise this oversight in the moment and was able to adapt to in the midst of the situation.

In summary, effective leadership may take different forms. What works for one organisation or group, may not work for others depending on their current operating climate. Effective leaders are able to read the situation and the team that they are leading, showing a good degree of emotional intelligence. Good leadership may require the practitioner to be flexible and merge leadership styles as progress towards the goal shifts, or even adopt an entirely new approach. There does not appear to be one leadership style that is preferential over the others, it appears that the current situation may dictate which style the practitioner adopts in the moment.
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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 this essay I will explore definitions of coaching and mentoring, including the differences between them and what the benefits and drawbacks are of each of these methods, and what  practices are common in policing. I will reflect upon my three-year probation period and determine how coaching and mentoring has assisted me in learning and developing my knowledge and skills as I have progressed through this period in my policing career. 

Mentoring and coaching have been identified as being among the most powerful tools that organisations can implement in the development of its people. The purpose of both coaching and mentoring is to allow the development of individuals through self-initiative and organisational opportunity (Viera, 2021). Viera (2021) goes on to state that aspects of these different personnel enhancement methods are often confused and referred to interchangeably, however there are fundamental differences, and it is important to define them to understand the differences. 

Coaching focuses on the attainment of specified goals within a generally limited time frame (Hussey & Cambell-Meier, 2021) Coaching is stated to involve the development of a relationship between the coach and the coachee that creates an environment of set goals as to what needs to be achieved and the steps necessary to reach these goals. It involves the provision of feedback, recognition of successes and failures and provides support in the attainment of set goals to achieve improved functionality in the coachee (Johnson, n.d.). However, the coaching relationship is often under-scored by an organisations hierarchy (Hussey & Cambell-Meier, 2021). At the outset of the coaching process, both the coach and the coachee will build an open and honest relationship based on trust and an understanding of each other’s knowledge and experience (Kowalski, 2020). The coach should be fully invested in the coachee during the coaching sessions, creating an environment free from distractions that enables the coachee to feel that they are the focus of the coaches attention. Successful coaches employ active listening, which aids in building upon the respect element of the relationship (Kowalski, 2020). The coaching process involves aiding the coachee to identify issues that they may need to address, setting a clear pathway to attainment of goals and highlights prospects available to them once issues have been resolved. The coach utilises their knowledge to encourage exploration in the coachee and assists them in identifying processes to solve their own problems (Knowles, 2022). The advantages of coaching include, learning to stay on task and preventing procrastination, encouraging the coachee to identify and set clear goals, an improvement in job satisfaction, and aids in defining strategies for overcoming obstacles influence the coachees professional and personal life (Herrity, 2023). There are also disadvantages to the coaching process. For example the success of a coaching relationship is highly dependant on the skill level of the coach, an underprepared or unskilled coach will likely not be an asset to the coachee. Coaching also involves a certain level of time commitment, multiple sessions are required and in environments with busy schedules this can cause conflicts in the ability of the coachee to commit to the process. Coaching is not a tangible service and as such results are not guaranteed, which could have a negative effect on the coachees perception of their abilities and lead to frustration and discontent (Creed Branson, 2023).

Similarly to coaching mentoring relies on a relationship that is built on trust and mutual respect. As trust develops the mentor/mentee bond grows stronger Mentoring can be utilised in a variety of situations, whether it is professional development, learning a new task, or career planning. The relationship has a degree of confidentiality which leads to further develop the element of trust. Both parties should engage freely, openly, and honestly, enabling the ability to share strengths and weakness which will increase the capacity for learning (Shah, 2017). It has been suggested that an effective mentoring process can benefit from the mentor and the mentee sharing similarities which build a level of inter-personal comfort that aides in the provision of the support that can be achieved (National Academies of Sciences, Engineering, and Medicine, 2019). A mentor is generally a more experienced and knowledgeable person, who uses that knowledge and their own experiences to impart wisdom upon a less experienced person (McLaughlin, 2010). Mentoring can be described as a process of guidance, which alters the behaviour of the mentee, through the imparting of knowledge and experience by the mentor, with the aim of increasing the abilities and effectiveness of the mentee. Mentors can be vital to supporting, enabling, and inciting change within organisations at a personnel level (Masango, 2010). Kram (1988) identifies four stages to a mentoring relationship. Initiation, where the mentor and mentee develop the relationship and set goals and expectations. Cultivation, the relationship develops further, at this stage the mentor will provide the mentee with the greatest amount of support and guidance. Separation, the mentee begins to be more independent of the mentor and seeks a level of autonomy. Redefinition, the relationship transitions and tends to be more peer-like or the relationship could be terminated at this stage as it no longer benefits either party. Objectively some of the advantages of mentoring include, rapid career advancement of the mentee, better ability to evaluate performance and an elevation in earning potential. Subjectively the advantages include an increased loyalty to the organisation, improved career satisfaction and career progress potential and reduces the intention of the mentee to leave the company (Ivey & Dupre, 2020). Conversely there are negative implications in mentoring, mainly around the subject of ineffective mentors and dysfunctional relationships between mentors and mentees. This type of toxic relationship can have adverse effects on the mentee such as, lowered self-esteem, decreased job satisfaction and can lead to wellbeing issues such as increased stress and anxiety (Ivey & Dupre, 2020), and therefore great consideration should be given when forming a mentoring relationship to the suitability of the participants. 

In 2016 following the publication of the “Policing Vision 2025”, the College of Policing (CoP) embarked upon an education-led professionalisation agenda and launched the Police Education Qualifications Framework (PEQF) which effectively made it necessary for recruits to hold or attain a bachelor’s degree as a prerequisite to employment (The College of Policing, 2020). With this police training had to transition from a traditionally vocational endeavour to one which blended academic learning with workplace learning (Wood, 2020). However merely transitioning to blended learning (BL) without the implementation of effective BL programmes in police learning departments cannot guarantee better outcomes for the learners. Police learning departments must ensure the suitability of the programmes, provide opportunities for peer-to-peer interaction, and ensure that feedback from instructors is implemented throughout the learning period (Belur, et al., 2022). 

The structure of my three-year probation has seen me exposed to various forms of coaching and mentoring as well as engaging in mentoring myself. The initial phase of my training began with a twenty-three-week classroom-based learning period (Gwent Police, 2024). This phase was almost entirely academic with short periods of role-playing scenarios interspersed. In this phase of training, I and a group of other recruits were coached through the theoretical elements of policing by a class tutor. This met the definition of coaching in that it occurred over a specified period with a stated programme of attendance, there was a clearly defined outcome which was to obtain the knowledge required to pass the competency exams throughout the course and the coach was a capable former officer who possessed the necessary knowledge to aid us in understanding the course content and facilitated learning discussions (Kowalski, 2020). Following this phase, I transitioned to a ten-week tutored work-based learning phase. In this phase I joined a response policing team and was guided through this period by a qualified tutor with the aim of completing an evidence matrix to obtain independent patrol status. Whilst this phase should have represented a coaching period, that had clear goals, and an organisational objective with a set time limit (Hussey & Cambell-Meier, 2021), I had a disjointed experience of my tutorship. The tutor was not available for much of this phase due to other commitments and while colleagues on the team stepped in and assisted with tutoring me on an ad hoc basis, this lead to me feeling a lack of trust and disenchantment with the process. As mentioned previously in this essay the success of coaching relies heavily upon the commitment and skill of the coach (Creed Branson, 2023), and I feel that this lack of stability had a negative effect on my learning. This phase of my probation included completing daily reflections on each call that I attended which were reviewed by the tutor and feedback was provided to help me understand areas for development, again those that stepped up to support me in this phase were able to complete these reviews and helped me to attain independent patrol status far more than the tutor did. This method of coaching is a form of work-based learning (WBL). WBL positions the learner so that they can experience the job in a realistic or as close to realistic manner as possible while being supported by coaches or mentors (Andresen & Cohen, 1999). WBL has traditionally been the domain of vocational careers, such as carpentry or plumbing, however some professional careers such as medicine, law and engineering have adopted the approach. Learners spend the majority of their time in the workplace and are supported by a suitable qualified supervisor (Indeed, 2023). Another area within my learning journey over the course of my probation where I have benefited from coaching is that of specific skill-based training courses such as response driving and taser. The courses follow a curriculum set by the CoP and have a set minimum time frame and are delivered by suitably qualified trainers. They allow for feedback to be given in the form of daily reflections upon the learning process and feedback is given by the instructors throughout. These courses adopted a WBL approach, blending classroom-based learning with scenarios or live training to immerse the learner in the subject matter in a realistic style. Mentoring throughout my probation has largely taken the form of more informal relationships with colleagues on the same team. When I initially joined the team there were officers with a wider array of skills and knowledge, and I recognised that they would be able to assist me with my learning and development (McLaughlin, 2010). I would find myself seeking out their assistance with job related tasks and addressing areas where my knowledge base needed improvement. I sought out those that displayed confidence in their own abilities that could impart knowledge and wisdom to me in a confidential and nourishing manner, feedback was generally provided in the form of praise for a job well done rather than through formal written feedback. One of the mentoring relationships that I had developed turned out to be ineffective, a previous newly promoted Sergeant who I would approach to seek guidance and support would only provide limited responses. Additionally positive feedback was rarely provided and this lead to me not trusting the relationship and ultimately lead to a lack of self-confidence and job satisfaction as it made me feel inept (Ivey & Dupre, 2020). I have however taken this experience as a learning opportunity and use it inform my own style of mentoring as an example of the effect that improper coaching can have. I have found myself mentoring newer members of the team, and ensure that whenever new recruits join the team, I am open and honest with them, which enables us to build an atmosphere of trust, and makes them comfortable to approach me for advice and guidance. I am aware that it is important as it can be difficult to admit ones shortcomings. I ensure that I provide constructive advice and guide them to realise their own potential and build upon their confidence in their ability to do the job. I always ensure that I recognise good work or achievements and feed this back to them in the form of praise. I will also ensure that if there is a less than desirable outcome that I provide constructive criticism that allows them to recognise their mistakes and alter their actions in the future to allow for development of their skills.

In summary, coaching and mentoring both play a vital role in our development. I have been the subject of both throughout my probation and recognise that there are good and bad coaching and mentoring relationships. This recognition has allowed me to adapt my own mentoring style so that I can be a positive role-model for those that may come to me for advice, support, or guidance. As my probation comes to an end, I will look for future learning opportunities and use my exposure to coach and be coached in an effective manner. I have found the BL style of learning beneficial as prior to joining the police I worked as a self-employed builder, having conducted most of my previous learning through WBL, I feel that I would have struggled with a purely academic classroom-based programme. BL has enabled me to transition to a more adaptive learning style.
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