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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:


During this task I will critically evaluate the strategic role of the College of policing in helping to professionalise policing in the U.K.  I will evidence how the College of policing role is to adapt to the modern-day profession of a police officer and how I am currently working to fulfil that role in my final year of my probation period.  I will also reflect on a policing incident whereby I played a significant role in dealing with a victim of crime and how my final year in my probation period has seen my role as a police officer change throughout my first three years of being a police constable.

Prior to The College of Policing being formed all functions were conducted by the National Policing Improvement Agency (NPIA). The NPIA was a non-departmental public body established to support the police by providing expertise in areas such as information technology, information sharing, and recruitment. In December 2011 the UK government announced that it would be gradually reduced and by December 2012 all of these functions covered by the NPIA were to be transferred over to the Home Office, Serious Organised Crime Agency and the newly established College of Policing, National Policing Improvement Agency (no date). The College of Policing is the professional body for those working in policing in England and Wales, it was developed in 2012 with its main purpose to provide the necessary skills and knowledge needed to help prevent and detect crime, protect members of the public and set standards for keys areas of policing which will help forces and individuals provide consistency and better service for the public (Policing guidance | College of Policing, 2022).  To help uphold such standards in policing, the National Police Chiefs Council (NPCC) has developed the ‘Policing Vision 2025’, with a vision to priorities five key areas of policing to help improve reform in the UK.  One of these areas is for the College of Policing to work with forces and give our police workforce the skills and powers they need to meet these challenging requirements (Police chiefs and PCCs set out a vision for policing in 2025, 2022).  Over recent years the College of Policing has introduced the ‘Policing Education Qualification Framework’ with an aim to address the long-held deficiency in recognising the level at which police officers operate, providing a framework within which the College can revise the learning provision for all officers and staff, starting with the initial entry routes, to ensure these meet the needs of forces and the expectation of the service as set out in Policing Vision 2025, standardise the learning provision across all forces, in particular the initial learning for newly recruited officers, include processes and guidance to help existing officers and staff achieve their potential, for example by taking their prior experience and learning as a basis for further learning and achievement of transferable and recognised qualifications (Policing education qualifications framework (PEQF) | College of Policing, 2022).  
From my experience of completing the PEQF alongside carrying out the role as a full-time police constable has been very demanding and has had a negative effect on my mental wellbeing.  The requirement to submit work in your own personal time has left me with little time to manage my own mental wellbeing.  I have normally always used exercise as a way of coping with the stresses of both work and personal life, however, due to the already demanding workload that comes with the job as a police constable and the PEQF, this has reduced my time and capability to exercise.  The College of Policing does go on to reassure its student officers that support will be provided to them with their wellbeing which will be monitored throughout the evaluation, the college also provides outreach support, training and toolkits to help improve the provision in police forces, Wellbeing (2021).   Although the PEQF process has added further demand too myself it does off positives, one of these positives is the ability to use reflective practice on the work I have done throughout my probation period.  The College of Policing states, undertaking reflective practice on a regular basis can increase your self-awareness and emotional intelligence as well improving your decision-making abilities. It could also help you to form more effective working relationships and to better cope with stress, Resources for reflective practice - college of policing (2020).  

According to Ard, L, “Communities across the UK, and indeed the world, have become increasingly diverse and complex”, (Ard, L, 2021). From a shift in demographics to an increasingly aging society, this presents a new set of challenges for the police. The PEQF has provided me with the opportunity to research past failings within the UK police service, helping me to improve my own practice.  The Stephen Lawrence case provides an example of police failings which I was not entirely aware of the effect that had on diverse communities prior to my PEQF studies.  The research I conducted into that case provided me with a broader understanding of why some communities may not trust the police service or want to engage with police.  The findings provide police officers with the need for progression and change.  Not only have I developed my knowledge and skills through these university studies, but I have also found that Gwent Police training courses, for example the awareness training course provided me with new accepted terms.  My poor knowledge for such incidents as the Stephen Lawrence case was down to me growing up in a traditional Welsh valley background, this I feel was an area that I needed to develop for my response officer duties which I am currently conducting in a very diverse area such as Newport.  Such studies also helped me prepare for dealing with cultural differences within my policing area and helped me to avoid any misunderstandings which I was not prepared for in my first year of my probation.  My first year of policing in Newport with my poor knowledge of diverse backgrounds allowed me to realise that sometimes within foreign cultural people say things which they don’t exactly mean.  According to Mark Neocleous, “it is important for police officers to have this knowledge to help with reducing unnecessary confrontations and escalation of tension for police officers whilst on duty”, (Neocleous, 2004, p.77).
Furthermore, I believe as well as having the personal knowledge of other ethnic backgrounds it is also helpful to have diversity within the police force, having this on my shift has helped with my development.  Bhugowandeen reported on diversity in UK policing and stated, following the Macpherson report into the inquiry of Stephen Lawrence’s murder, it was highlighted that there was a low number of ethnic minorities within policing, (Bhugowandeen, 2013).  The Race Relations Act of 2000 reinforced public authorities' duties to prevent racial discrimination, promote racial equality and promote good relations between members of different racial groups. All forty-three police forces in England and Wales were required to meet targets set by the government to increase the number of recruits from minority ethnic communities.  The College of Policing has a clear role in helping to professionalise the police service, by doing so it has an impact on police officer recruitment, the requirements for entry, as well as all entrants now being curriculum taught.  The Police Foundation (2018) states that crime is also changing. Many forms of recorded crime are falling but with the internet, international mobility and globalised markets creating new opportunities for criminals, the police workload is becoming more complex.  It is therefore important for the College of Policing to ensure that officers are skilled and educated on the nature of crime changes so that they are better equipped to tackle crime and provide public confidence and reassurance.  
The Policing Vision 2025 has a mission to make communities safer by upholding the law fairly and firmly,  prevent crime and antisocial behaviour, keep the peace, protecting and reassuring communities, investigating crime and bringing offenders to justice, Policing vision 2025 - national police chiefs' council (2021).  The College of Policing provides officers with the correct knowledge, tools and support to be more efficient officers in modern times with the increase of crimes being online which was not as common 10 years ago.  The internet has provided offenders with a new opportunity to commit new types of crime which can be committed on a much larger scale, therefore, the PEQF was developed in order to help officers deal with these complex crimes.  The Workforce Transformation 2018 highlighted the need for change in the UK police service by highlighting these new and emerging types of crime that are creating new challenges, while there is increasing complexity, sophistication and variety to what is required in order to deliver an effective, ethical, professional and accountable policing service to the public. Those who work in policing need the skills, education and knowledge to operate with a high degree of autonomy and accountability. Whether it be child sexual exploitation, domestic abuse, cybercrime, or threats from serious and organised crime and terrorism, the service must continue to adapt to the modern policing environment in order to meet the needs of communities, Workforce transformation baseline - national police chiefs' council (2019). 
From my experience, I attended a call during my last year of my police probation period for a female who was of Muslim faith reporting concerns from her recent ex-partner who was making threats to post sexual images of her on social media.  When I attended to speak with the female, she was mostly worried with the images being posted causing disrepute to the family name, as soon as she said this, I identified potential risks to the female through Honour Based Violence (HBV and domestic violence.  The CPS and ACPO define HBV as a crime or incident, which has or may have been committed to protect or defend the honour of the family and / or community, Honour based violence (2017).  Whilst speaking with the victim I was constantly considering the Authorised Professional Practice (APP) guidelines which are set out by the College of Policing for attending domestic callouts, these guidelines state, officers should recognise signs of abuse and the need for safety planning to protect victims (or potential victims) and prevent offences from occurring in the longer-term identify criminal offences so that offenders can be brought to justice and dealt with robustly within the judicial system, First response APP guidelines (2020).  To help safety plan the victim I obtained her consent to complete a Public Protection Notice (PPN).  I was able to identify the immediate threat, risk and harm to the female due to her families cultural beliefs, as I mentioned previously, this was benefited from the PEQF and in house training were I obtained the relevant knowledge of how different cultures may react to this type of incident, as well as the skills to deal with this type of complex incident.  The female was at first reluctant to provide me with a  statement of complaint due to the fear of her family finding out, however, the continuous reassurance and encouragement that I provided her meant she eventually did provide me with a statement of complaint, this provided me with more capability to use my powers under s24 PACE 1984 to arrest the male on suspicion of disclosing or threatening to disclose private sexual images with intent to cause distress, contrary to s33 Criminal Justice and Courts Act 2015.  After identifying the offence and obtaining all the evidence whilst at the scene with the victim, this included the statement being obtained, seizure of the sex video which had been posted on Facebook and screenshots of the suspects details from his Facebook page.  Following the males arrest at his home address, I utilised my powers under s32 PACE 1984 which allowed me to search for and seize any evidence, which in this incident was the males mobile phone and laptop.  Following his arrest, the male was interviewed were he denied the offence stating his social media was hacked, this led to him being bailed from custody with conditions that I imposed to help safeguard the victim.  Whilst he was out on bail I considered the use of a Charter application to help investigate the seized mobile phone and laptop in an attempt to try and obtain the IP address which will tell me which device uploaded the video to Facebook.  During my first year of policing, I was not aware of the Charter process, however, since developing my skills I was able to complete the application with the help of a colleague and get it authorised by my inspector.  Following this line of enquiry, I established that the mobile phone I seized was used to record the sexual act and post it on Facebook.  What this incident shows is how crime is constantly changing and as stated by the Policing vision and the college, it is vital that UK police forces continue to develop and advance officer skills in order to conduct thorough investigations and obtain a fair outcome, by bringing offenders to justice and providing public confidence as this incident did for my victim.  
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Task 2
Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

During this task I will critically evaluate my personal experiences using social media as a means of informing and engaging with the community and promoting policy initiatives.  I will consider the force policy on using social media for professional information and engagement purposes, look at what social media platforms are used for policing as well as the benefits and risk with using social media for policing purposes.

Social media is a web-based platform that allow users to engage with one another, this includes applications like Facebook, Twitter, Snapchat and Instagram, (Team, N.F.I. 2023).  Virtually non-existent a decade ago, social media platforms have become overwhelmed, with surveys from the International Association of Chiefs of Police revealing 96 percent of departments regularly employ them (IACP, 2016).  In 2008 the UK police service first started using social media as a way of experimenting communication between the police service and members of the public at an unofficial level, this gathered various degrees of official support which eventually led to the sponsorship of the Association of Chief Police Officers (ACPO), (The Social Element, 2020).  The police service use of social media which includes Twitter and Facebook, has grown substantially. All police forces in England and Wales, including the British Transport Police, now have Twitter accounts and all but two are on Facebook, while more than 2,050 officers currently have individual Twitter accounts. Police force pages in the UK have a total of 1,567,759 followers on Twitter and 825,243 ‘likes’ on Facebook, (Social Media Briefing - The Police Foundation, 2017). 
During 1829, Sir Robert Peel highlighted the importance of police communication and connection with members of the public to which they serve, this is encapsulated in the phrase ‘the police are the public and the public are the police’.  Peel’s principles focus heavily on the importance of public support and emphasise the need for the police to ‘secure and maintain public respect’ (Code of ethics - college of policing, 2014). The College of policing makes reference to the importance of effective communication which helps shape and delivery a service to the needs of the public.  Police communication must be proportionate to the needs and requirements for the different communities they serve.  Social media platforms provide various opportunities through community engagement and communication, (College of Policing, Communication, 2020).  Gwent Police Constabulary uses four main social media platforms which are Facebook, Twitter, Tiktok and Instagram.  These platforms are used for accounts being set up for different departments within the force such as Rural crime, Dog section and independent local policing areas.  The various departments utilise the social media accounts to engage with members of the public by posting information about various operations, awards given out and the work that has been completed by officers / other departments. 
When thinking about the opportunities social media provides to police forces in the UK, in 2023 more than 59% of the world population is currently using social media with the average daily time spent on social media being two hours and thirty-one minutes, (Chaffey, D, 2023).  These figures show that when police forces use social media, they are able to engage with members of the public in a matter of seconds, this is a more effective way of communication when comparing the use of newspaper outlets.  
The Association of Chief Police Officers (ACPO) encourages the Police Service to embrace the many benefits available through effective use of the Internet and social media. Such benefits can include more effective communication with communities, more informed consultation, local engagement and an opportunity to demonstrate greater accountability and transparency.  However, ACPO also highlighted five key points of risk involved with the use of social media in policing, these include, breach of trust or confidence - disclosure of information obtained by the police service, about the police service, or about colleagues, unauthorised disclosure of personal data, bringing discredit on the police service, revealing personal information and revealing operational material or tactics which could affect investigations (Guidelines on the safe use of the internet and social media by MDP officers, 2013).

During 2018 Gwent police launched their brand new dedicated social media desk which was to be run through there Force Control room suite.  It was noted that throughout December, when the Social Media Desk went live with the trial there was over 6000 messages that have gone via the Social Media Desk (through the Facebook and Twitter Direct Message function) with demand increasing each week for the force.  Head of Force Communications Suite for Gwent Police, Superintendent Vicki Townsend explained, “On average, Gwent Police receive in between 1000 and 1,200 calls a day. Between 750 and 950 of those calls are non-urgent and don’t require immediate police attendance”.  It is also important to note the significant shift in the way that people communicate with each other, Gwent police want to make sure it remains up to speed with those changes, (Gwent police introduce 24/7 social media desk for reporting non-urgent crimes after successful six-week trial, 2019).  

Gwent Police have a social media policy in place to help provide officers and members of staff with clear guidance of how to use social media.  The policy helps cover all social media platforms which can be used by police officers and staff whilst on and off duty for engagement and managing information purposes.    Gwent Police Constabulary believe social media can provide an avenue for immediate contact with and access to a large audience. It can help the police update and inform the public and improve the visibility of their policing activity. It offers an opportunity to build trust and confidence in police work, making the force more approachable and a trusted source of information and support, (Policies and procedures | Gwent police, 2020).

The Gwent Police social media policy also grants access to their social media accounts for particular individuals with certain roles and the purpose of the account.  The role specific nature of their social media accounts should be for ‘Neighbourhood policing teams’, to provide members of the public with the relevant information and help engage with specific target audiences, ‘Specialist departments and teams’, help provide an insight into their role and specialist community advice where this cannot be achieved utilising the main corporate channels, ‘Corporate Communications’, provide force wide content using all the principal accounts, ‘Force Communications Suite’, providing force wide content utilising the corporate accounts via the Social Media Desk, finally, ‘Key senior leaders’ providing leadership, insight and support (Policies and procedures | Gwent police, 2020).  According to Crump, social media is particularly useful during critical incidents, such as disorder, demonstrations and protests. One notable example of this was the summer riots of 2011, when neighbourhood officers used the tool to “calm the public and refute ill-founded rumours of disorderly incidents”, (Crump, 2011).
Members of staff will require authorisation to receive or gain access to social media accounts for Gwent Police, authorisation is granted if it will be of significant / substantial benefit to Gwent Police, and there are clear objectives and expected outcomes for the account, examples of content to achieve these are provided, and these objectives and outcomes cannot already be achieved through utilising an existing Gwent Police account, (Policies and procedures | Gwent police, 2020). 
While there are benefits of social media to policing, there are also potential risks. As per the standards set out by ACPO, officers and staff must use social media responsibly and safely, ensuring nothing you publish online can reasonably be perceived by the public or your policing colleagues to be discriminatory, abusive, oppressive, harassing, bullying, victimising, offensive or otherwise incompatible with policing principles.  Furthermore, not to publish online or elsewhere, or offer for publication, any material that might undermine your own reputation or that of the policing profession or might run the risk of damaging public confidence in the police service.  Additionally, any communications published online by officers or staff, professionally or personally, must not undermine operational, investigative or criminal justice processes.  Comply with data protection legislation and respect confidentiality.  Finally, protect the privacy and integrity of colleagues and members of the public under the Human Rights Act 1998, (Policies and procedures | Gwent police, 2020). 

The examples that I will provide where social media can be used in policing incidents will be based on the Police Foundations three divided areas of effective use, 1. Providing information, helps the police enable specifically-targeted information to be shared quickly, easily and cheaply. 2. Engagement, police have a way of connecting and building relationships with local communities and members of the public. 3. Intelligence and investigation, the police can listen to what their communities are saying and to build evidence for investigations by monitoring social media content, (Social Media Briefing - The Police Foundation, 2014).  
My first example will explain where I have provided members of the public with information through the use of social media when attending a Road Traffic Collision (RTC).  From my personal experience RTC incidents can cause road users problems such as traffic backlog, social media allowed me to provide information to road users through a force post on Facebook and Twitter informing road users to avoid the area whilst police deal with an RTC and to seek alternative routes of travel.  This information allows a prompt and quick resolution for public services when dealing with RTC incidents.
A second example of social media being used by police is through community engagement.  A study conducted by Jeremy Crump in 2011 found that police have engaged with members of the public through a number of ways, Crump’s key categories for social media engagement by UK police forces included “patrol ports” and “information requests” from the public.  “Posts about missing persons, road problems or weather conditions are more likely to be retweeted by members of the public, since by sharing these messages, users feel they are helping others”, (Crump, 2011).

My final example will be for gathering intelligence through the use of social media.  The example I will provide is one whereby I attended an incident for a missing person who was later graded as high risk, this was down to the immediate concerns myself and the family had in regard to his mental health.  By obtaining consent from the next of kin for the missing person, I placed a social media appeal which contained a photographic image of the missing person with an attempt to obtain as much intelligence as possible from members of the public.  Within one hour of the post being live on Facebook and Twitter, a credible source commented back stating they have located him.  I was then able to meet the missing person from this intelligence provided and welfare check him, he was subsequently signposted to the correct support services for his mental health.  

Upon evaluation of these examples, it is clear that social media does provide multiple benefits through community engagement, gathering intelligence and providing members of the public with information.  However, it is important to also remember the risks involved in social media as stated by ACPO standards.  When uploading personal information online for my high-risk missing person example, he was not happy with this action made by police and queried the infringement on his human rights to a private life, however, the overwhelming concern was to protect his right to life from the initial information which was provided by his family, social media provided me with an avenue to locate the male quickly during a very time sensitive incident.

To conclude, it is clear that police forces around the UK are moving towards the use of social media as a way of facilitating transparency, facilities and public participation in police decision making.  Following Lord Scarman’s report from the Brixton Riots in 1981, he made reference to the UK police service not being transparent or facilitating police and public engagement, (BENYON, J.O.H.N, 1984).  Social media also plays an important part in modern day policing, the enhancement in technology provide valuable resources in an era of “countervailing demands for restraint, community engagement and operational efficiency”, (Bayley, D.H. and Shearing, C.D, 1996).  There are clear risks involved with police forces using social media, this is primarily through disclosing personal information, however, by maintaining the standards set by ACPO and their own internal policies, the police service can continue to use social media in an ethical and effective way.  The core principle of policing set out by the ‘Peelian Principles’ are that the police are the public and the public are the police.
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Task 3

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


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

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




ANSWER:

During this task I will critically evaluate and evidence my flexibility in leadership style.  I will critically analyse different leadership strategies that I have developed through a range of different operational situations.  I will review a policing incident whereby I was able to adapt my leadership strategy to the change in circumstances.  

The term ‘Leadership is defined in many different ways, from a policing perspective I have seen many different styles of leadership which I would define as being a person taking control of a situation or incident for an end goal.  During 1950, psychologist Ralph Stogdill defined leadership as ‘influencing a process aimed at goal achievement’, focusing on leadership as a process directed at influencing a specific group of people to meet a stated objective, (Stogdill, R.M, 1950).

During 1939, psychologist Kurt Lewin studied and reviewed three different styles of leadership, this study led to the development of ‘Lewin’s Leadership Style’s Framework’.  Within this framework Lewin highlighted three core styles of leadership, which are, an Authoritarian (Autocratic) Leadership, Participative (Democratic) Leadership and Delegative (Laissez-Faire) Leadership, (Lewin's Leadership Styles Framework, 2022).  I will now break down each individual leadership style and provide examples of where I have developed to manage a range of different operational situations.

Firstly, Lewin defines an Autocratic leader as “a person who leads with authority and who will make decisions without consulting with fellow team members.  You tell team members what to do as well as how to do it, team members are expected to follow your decisions”, (Lewin's Leadership Styles Framework, 2022).  This style of leadership can prove effective through decisive decision making, by one leader taking charge of the situation which in effect helps “boost team productivity”, (Mathur, D, 2021).  From a policing perspective, an Autocratic leader is normally heavily experienced and as a result can expertise the handling of a crisis.  “When it comes to long-term issues, autocratic leaders know how to direct traffic through the hierarchies of any police force.  These benefits allow the team to eliminate trouble quickly and swiftly”, (Mathur, D, 2021).  The disadvantage of having an Autocratic leader is that members of the team could potentially resent the leader which can affect team performance and increase stress levels within the team.

An example which I will provide for the use of an Autocratic leadership style was when I was recently deployed onto a ‘city safe’ operation in Newport City Centre.  The operation was put in place to prevent any breakout of a public order incident following the end of a rival football match.  Following the end of the match, a serial commander who was the acting leader, ordered myself to move across the city centre to deal with crowd control following the dispersal of fans from the stadium.  As both fan groups started to flood the city centre a public order incident broke out, crowds started to show signs of serious violence by throwing glass bottles at each other.  The serial commander took immediate charge and without consulting with any other officer, I was asked to part way through the crowds and create a separation between both fan groups.  As the violence began to increase, the serial commander ordered a Police Support Unit (PSU) level 2 deployment to attend the scene who are better equipped to deal with the violence which was ongoing.  Following the PSU level 2 deployment, I was asked by the serial commander to withdraw from the incident.  This example provides evidence as to why an authoritarian is important when resolving public order incidents.  The leader being the serial commander was an experienced officer who made quick decisions to withdraw myself and other colleagues to prevent us being subjected to serious harm and to deal with the incident in a quick and efficient way.  The decision made to order PSU officers to the scene without any consultation and in quick time, proved vital to officer’s welfare and nullifying the risk posed to members of the public at the scene.  

A Participative (democratic) leader is defined by Lewin as, “the leader will have the final say on decisions, but they will involve team members in the decision-making process in order to reach a conclusion”, (Lewin's Leadership Styles Framework, 2022).

This leadership style helps improve the team performance through encouragement. Individuals within the team are able to provide new ideas and ways in which a problem can be solved, this allowed team members to feel “empowered and engaged with their work”, (Lewin's Leadership Styles Framework, 2022).  However, Halaychik’s book, Lessons in Library Leadership, make reference to Participative leadership being “time intensive”, as followers within the team need time to weight up options, and leaders must spend time considering suggestions and proposals from subordinates.  As a result, Halaychik writes, “participative leadership impairs leaders from making quick decisions, which could potentially delay action or result in missed deadlines”, Halaychik, C.S. (2016). 

An example that I will talk about for a participative leadership style, is when I was planning arrest enquiries for a prolific shoplifter in the area of Newport.  At the start of my shift, I consulted with my supervising officer and arranged a team briefing for a known offender who was wanted for a number of shoplifting offences.  Discussions were made with other members of my shift to come up with a solution and plan which consisted of how we should arrest the suspect, search for the stolen goods and interview him whilst in police custody.  After considering multiple ideas provided by different individuals within the team, I decided on how each role would be delegated, and how the arrest would be affected.  Following the briefing we attended the offenders address and managed to arrest the offender, after his arrest we continued with our agreed plan by having a team of officers to stay behind and conduct a search of his premises under s32 PACE 1984, to try and recover any of the reported stolen goods.  By the time the offender was booked into custody, the team had managed to prepare all the relevant interview material, put a remand in place for the suspect and ensure all relevant material was ready to be sent to the CPS.  Following the suspects interview in custody, he admitted to all offences which led to a custodial sentence following his remand in police custody. 

When evaluating this example, it showed that individuals within the team provided great ideas to help deal with the suspect in an effective and efficient manner.  However, the process was time consuming as I was provided with multiple ideas from my team members which delayed my decision making.
The last style of leadership is the Delegative (Laissez-faire) style which has been defined as a“ hands-off approach where leaders delegate decision making authority to their followers and allow them to work largely on their own”, (Lewin's Leadership Styles Framework, 2022).
This leadership style has a positive effect on team performance when you have a team who are highly skilled and experienced.  Team members are highly motivated as the delegative approached promotes independent thinking and decision making.  However, delegative leadership can lead to increased poor performance due it being highly reliant on individual skills and experience.  If there is a low skill level then delegative styles tend to lower motivation and effect performance, (Lewin's Leadership Styles Framework, 2022).
An example I will talk about for the use of a delegative leadership style is when I was asked to conduct arrest attempts for a high-risk domestic violence perpetrator on behalf of CID.  I was provided with very little information on the suspect by CID and I had to locate the male on their behalf.  Through my experience of conducting arrest enquiries, I immediately started to carry out intelligence checks for the suspect.  I reviewed recent intelligence which provided relevant information for where the suspect may have been hiding.  I was also able to review the suspects risk to police which provided information that he has previously assaulted police officers.  Following these checks, I was then able to prepare an arrest package which included the offender’s details, the circumstances for his arrest, details of the address and any potential known associates.  Due to the suspects warnings, I was able to ask for further police units to attend the address, as well as a specialist dog handler due to the male being known to run away from police.  After attending the address, the male was detained and arrested, bail conditions were imposed to allow appropriate safeguarding measures for the victim.  Personally, I found the delegative style to be very beneficial to my own development and it made me feel valued to the force.

As I have now analysed each of Lewin’s leadership styles, I will now critically evaluate a policing incident whereby I had to change my leadership style based on the change in circumstances.  Whilst I was working on mobile patrol covering the area of Newport, I was asked to attend an emergency graded incident with a brand-new police officer.  The circumstances provided for the incident was a male who has called the police stating he wanted to end his life.  Firstly, I started to adopt a Democratic style by consulting with my colleague and going through the National Decision-Making model (NDM).  The officer said that he wanted to conduct background checks on the male prior to our arrival and asked the control room to make the Accredited Mental Health Practitioner aware of the incident, this would confirm if the male was known to mental health services.  Following these checks, it was confirmed that the male had numerous warning markers for police, these included, Mental Health, Weapons and resisted arrest, it was also noted that the male has previously been sprayed following an assault on a police constable.  At this point of the incident, a Democratic style proved effective as the new officer identified key information for officer safety purposes and possible actions that we can take to help the male in distress.  However, as the officer was new to the role it did take time to obtain this information for what was already an emergency incident.  
As we were arriving to the incident location, further information was provided by the control room operator to say that the male is now self-harming with a knife, due to the new threat level to the male and officers attending, I adopted an Autocratic style to consult with the Force Incident Manager (FIM) and obtain as taser authority on the incident as I was the only specialist trained taser officer.  As the circumstances were now time sensitive, it was important to adopt this style of leadership in order to provide my colleague with the relevant safety advice. 
As we approached the front of the property, which was a supported accommodation premises, I maintained an Autocratic style, telling my colleague to stay behind me at all times, maintain good space from the subject and myself as I will need space for an exit strategy.  When approaching the caller’s front door, I started to unholster my taser and tell my colleague that as soon as I say its safe to do so, apply handcuffs to the male to help gain compliance.  I then started to use tactical communications by shouting, “IT’S THE POLICE, ANSWER THE DOOR”.  Following this instruction, the male eventually opened the door, I could immediately see a knife which was in his trouser pocket and minor cut marks on his right arm.  I maintained leadership of the situation and stated, “POLICE OFFICER CARRYING TASER, KEEP YOUR HANDS AWAY FROM THE KNIFE”.  The male immediately complied so I then instructed my colleague to handcuff the male in a rear stack position, whilst he was doing this, I kept my eyes on the subject at all times with my taser.  Following the application of handcuffs, I then removed the knife from the male’s pocket and as the threat level significantly reduced, I then adopted a delegative leadership style as my colleague was now making the decisions on what the aftercare plan and safeguarding should be.  Arrangements were then made by my colleague to transport the male to a voluntary mental health assessment to receive the correct form of treatment.  
Upon reflection, it was important to change my leadership style throughout this incident.  An Autocratic style was used to help take control of the situation which required experience and a certain skill set.  The use of both democratic and delegative styles proved important for the development of my colleague and also to increase his morale before and after the incident.  
To conclude, it is evident from the examples I have analysed that leadership models are important.  It is also vital to use different leadership styles for different incidents as each styles holds both a variety of advantages and disadvantages.  It is clear that the most effective leaders will be able to adapt to any situation, which will help return a better all round team performance.  “Effective police leadership will help the police identify with the group as well as the leader, encourage that sense of belonging that leads to good police performance”, (Why is leadership important in policing? 2023).
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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:

During this task I will critically reflect upon my three-year probationary period whilst serving my role as a police constable.  I will look at the benefits of mentoring and coaching by reflecting on various mentors and coaching theories used throughout my probation period, which has helped me to meet personal, professional and organisational goals.  I will look at how feedback has been provided to me and received.

In 2018, the Police Superintendents Association (PSA) launched a new Coaching and Mentoring programme with the aim collaborate with the College of Policing.  Coaching is defined by the PSA as, “support and guidance provided to maximise self-learning and development needs for a police constable”.  The PSA define a mentor as, “a person who shares their expert knowledge of a role or subject area to helps others” (Coaching & mentoring: Police superintendents' association, 2018).  

Unlike mentoring, an effective coach serves as a guide rather than an advisor (Passmore & Tee, 2021).  When comparing coaching to a counsellor, “coaching psychology is for enhancing performance in work and personal life domains with normal, non-clinical populations” (Boniwell & Tunariu, 2019, p. 239).

Throughout my three-year probation period I have witnessed a variety of different coaching styles which I have found to be both beneficial and damaging to my personal development.  I will review the different definitions for each style of coaching and will provide my own personal experiences on them.

Firstly, a democratic or democracy coaching style is one why is best described as being less about dictatorship and more about freedom of people.  Democratic leadership is also known as shared, or participatory, leadership. These alternative names provide a good idea for the basics of this leadership style, (Democratic Leadership Style: Characteristics, Pros and Cons, 2021).  A democratic style believes in people’s strengths and power that people have, it allows people to exercise their powers and views.  People have the power to speak out their mind (Macht, 2010). 

There are both pros and cons to this style of coaching in policing which I have personally witnessed.  I have found a democratic approach to coaching very beneficial in certain areas of my development, especially in my own decision making, for an example when I am at the scene of an incident, I would feel the decisions that I make or consider are being acknowledged and valued by my superior constables of rank.  Another example of this style being beneficial is when I have found myself taking the lead on planning my own criminal investigations, considering golden hour enquiries and arrest attempts for a suspect of crime.  The democratic coaching style gave me a higher level of discipline and motivation, it helped to express my full devotion to the duty of helping victims of crime.

I have also found that when my supervisor applies a democratic coaching style it provides my shift with higher morale as every officer on the team feels they have a voice.  I feel that I am provided with freedom to conduct my own investigations without the pressure of consulting with a supervisor.  However, I have experienced my own downsides to this style with an example being slower decision making.  When investigating crime, it is important to always keep a track of time management with your investigations.  Effective time management will help manage stress levels whilst raising effectiveness of crime fighting.  Errors are minimised when time is managed in policing, Sewell, J. (2002).  Democratic styles effect time management as building coalitions and coming to a shared consensus as a team takes time, it can take longer to make decisions than in situations where one leader is unilaterally deciding an organisation’s direction, (Democratic Leadership Style: Characteristics, Pros and Cons, 2021).

The Authoritarian style of coaching is a completely opposite approaching when considering a Democratic style.  An Authoritarian, also known as Autocratic, “typically make choices based on their ideas and judgments and rarely accept advice from followers. Autocratic leadership involves absolute, authoritarian control over a group of people”, (Cherry, K, 2023).  In an authoritarian style of coaching, the coach decides what to do, how to do it and when to do it.  An autocratic style will look something like, a person tells you his/her goals, you develop the plan and dictate it to that person, as the plan develops the coach will adjust that plan as they see fit, rather than making changes in response to feedback for the person, (Gravity, W.A, 2021).

An autocratic coaching style has both positive and negative sides to policing.  I have seen this style mostly used throughout my early policing career in certain situations whereby an officer of rank needs to make quick decisions and have full control over their team, subordinates are expected to simply follow and obey, not to offer feedback or contribute ideas.  In serious Public Order incidents, I have been subjected to seeing this coaching style in practice, whereby my actions were controlled by the bronze commander of a Public Support Unit (PSU).  This style of coaching helped in this scenario as the incident was dealt with in an efficient and ethical manner with little repercussions, the bronze commander was heavily experienced in the public order scenarios and was best suited to command me to complete actions in what is a time-consuming environment.  When witnessing this style I gained valuable knowledge and experience from the bronze commander so I will be more prepared to deal with similar scenarios in the latter stages of my career.

Another example of benefiting from an autocratic leader is when I had finished my initial six months of training and I was placed onto my new response shift.  At this point my knowledge with investigating crime was limited, however, by having an authoritarian officer on my shift helped point me in the right direction when effectively investigating complex crimes, which, in return helped meet both organisational and personal goals. Although, the authoritarian on my shift eventually brought my morale down. “People tend to feel happier and perform better when they feel like they are making contributions to the future of the group. Since autocratic leaders typically do not allow input from team members, followers start to feel dissatisfied and stifled”, (Cherry, K, 2023).

Finally, a different coaching style again when comparing both a democratic and autocratic coach is the laissez-faire style of coaching.  According to Maryville University, A laissez-faire style, also known as delegative leadership, “derives its power from trust and personal agency. Considered more hands-off than other methods, a laissez-faire coach essentially hands over decision-making power to the athletes, with the expectation that they’ll hold themselves accountable for training and practice”, (Types of coaching styles for athletes, 2021).
I have personally found this coaching style to be beneficial as it helped improve my confidence and growth as a police constable, I found that my previous shift sergeant applied a ‘hands off’ approach to the shift, I was left to make my own decisions in regard to my investigations and there was no micromanagement which helped take a lot of stress away from the job.  However, it was evident that this approach had its faults, with the laissez-faire style of leadership, there were people on my shift who were not as motivated and subsequently brought performance down through the lack of response police work.  Within any police department, you will have a mixture of employees, some with a self-starter attitude which I had while others might have more of a retired-on-duty mentality, (What leadership style works best during a crisis? 2020).
I will now reflect upon mentoring and how this has benefitted me within my three-year probation period.  The College of Policing defines mentoring as, “a relationship where a more experienced or knowledgeable person offers support, advice and guidance to help a less experienced person develop and progress”, (Mentoring, 2023).  During the mentoring stage, the focus is to develop a career and identify when advice is required.  
I have found it a huge benefit to have a mentor, especially during the early stages of my three year probationary period.  The role of a response police officer is extremely demanding and diverse, each day I will go into work not knowing what incident I will be attending as well as the fear on how to deal with the adversities involved within the role.  Having a mentor allowed me to feed off their own personal experiences, whether it’s an insight into how the police service operates or seeking advice and guidance on seeing through a complex investigation.  More importantly, I found having a mentor on shift improved my competence and provided me with encouragement. 
An example of were I found a mentor most beneficial was when I was asked to investigate a complex domestic violence case of harassment.  At the time it was my first case which was allocated to me by my supervising officer who took a more laissez-faire style to coaching.  Throughout this case I was extremely stressed as I knew when joining the job, the scrutiny behind domestic violence cases due to previous police failings.  However, thanks to my mentor who was on my shift I felt fully supported and encouraged to help provide an excellent service to the victim of domestic violence.  Following the support provided I was able to locate and arrest the perpetrator on suspicion of harassment and subsequently obtain a charge for harassment, whereby the victim obtained a protection against harassment order against the perpetrator.  Overall, the support of a mentor helped me achieve both a personal goal as dealing with a harassment case has numerous challenges, also an organisational goal as “Domestic abuse is a priority for the police and crime commissioner (PCC) and senior officers of Gwent Police”, (The police response to domestic abuse: An update report, 2014).
I have also felt that having a mentor and coach on my shift has helped provide me with enough confidence to enhance my skills as a response police officer.  An organisational and professional goal set out by the College of Policing is to invest in the Continuous Professional Development (CPD) of police constables.  CPD helps enable the individual officer, in collaboration with their organisation, to maintain, gain and develop recognition for existing and new professional skills, knowledge and competence.  This is done to provide a high-quality policing service to keep members of the public safe and help drive career aspirations, (Continuing professional development, 2020).  By consulting with my supervising sergeant who acted as a coach and fellow experienced colleagues who acted as mentors, I was able to identify further personal and professional goals of mine which were to apply for and pass the following training courses, standard driving course, taser and method of entry.  Following this consultation, I later applied for all courses towards the third year of my probation period and managed to pass all three courses.  
By completing all three courses, it has allowed me to meet personal, professional and organisational goals.  I am now able to attend and deal with a variety of different incidents due to my enhancement in skills which will subsequently have a further benefit on my own personal development.  For an example, by being a specially trained taser unit I am now able to attend calls whereby there is a credible risk to not only members of the public, but to attending police officers who are not trained to have a taser within their possession.  I feel that these courses would not have been presented to me without the help and guidance by my mentors on shift, as well as my coach. 
To conclude, it is evident that there are both numerous advantages and disadvantages from experiencing the different types of mentoring and coaching models within the police organisation.  I believe that through my experience I have benefited best from having a democratic coach as it allowed me to connect best with my work and feel more involved in the role of a police constable.  A democratic style also promoted the importance of my free-flowing ideas on how I was best to resolve or investigate incidents of crime.  Having said that, it is also important to note that the democratic approach offers many disadvantages which I found out was mostly through my own time management.  Therefore, I believe the most effective method would be to integrate and review all styles of coaching, to help understand what works best for the individual and organisation.  I can honestly say that having a mentor and coach on shift has helped me to meet personal, professional and organisational goals, as well as provide an aide to learn, develop and perform in the stressful police workplace.
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