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Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



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



ANSWER:
In this essay I will illustrate what the role of the collage of policing’s role is to work towards professionalising policing in the UK in line with the Policing visions 2025. 
I will reflect on how my role as changed as an officer using Bortons model of reflection (Borton, 1970).

The College of Policing is a professional body there for both police officers and police staff across policing in the UK, an operationally independent, arm’s length body of the home office (College of Policing | About us, 2022).
The College of Policing can help in many ways such as supporting their staff’s professional development by setting out requirements, accredit, quality and deliver learning and professional development. One example of this is the degree programme implemented in recent years, two aims of the degree programme is to develop skills of officers and professionalise policing (College of Policing | About us, 2022)

They set standards for the key areas of policing which will help officers and forces across the UK to provide consistency and much better service for the public. With this the College of policing is a platform of knowledge leading to good practice and sharing of things that work with in that police force (College of Policing | About us, 2022).

Standards set by the College of Policing are a vital part of developing police officers. The communities we serve are becoming more diverse and complex which is requiring a more sophisticated response to all the challenges police face now and in the future. No matter the seriousness of the crime police and crime commissioners and chief constables recognise that if police are going to meet the communities needs the police service must continue to adapt to modern day policing. To give structure and guidance to develop the National Police Chiefs Council (NPCC) have developed a vision known as the Policing Vision 2025 (National Police Chief’s Council, 2022).

The Policing Vision 2025 sets out a plan for policing over the next 10 years whilst shaping decisions around transformation and the use of resources to keep people safe and deliver an accessible service that communities can trust.
The service is there to inspire not just senior officers but police officers and staff along with the communities we work in. 
The policing vision 2025 is set out in to three main objectives, Local policing, work force, digital policing, specialist capabilities and enabling business delivery. In more detail local policing will be aligned and integrated with other public services. The aim is to increase better outcomes for the members of the public we are dealing with but also to protect the most vulnerable (National Police Chief’s Council, 2022).

The workforce will be a profession with a more representative workforce, which will hopefully align the right skills and experience to meet the increasing challenges police face today.
Digital policing will expand and develop which will allow members of the public to be able to digitally report crimes and contact their local police force. Police forces will also seek to develop digital tools to meet the needs of modern policing today, for example improve on our use of systems used such as digital intelligence and digital evidence but main objective is to allow us to transfer all required material in a digital format to justice services. 

Police forces will develop specialist capabilities to better protect the public and enhance the way we respond to incidents. To do this the main objective is to connect policing locally, nationally, and beyond. By doing this we will also develop our skills in dealing with new and more complex incidents.

Enabling business delivery will focus on the way business support functions are delivered making them more consistent and efficient. The aim is to enhance the interoperability right across the police services in the UK, from police staff, officers, and higher-ranking officers.

From research the Policing vision 2025 by implementing all aspects into your day to day roll it will make the police force more integral and ensure consistency throughout the force.

Using the above is vital in my role as a modern-day police officer along with working alongside the code of ethics and using structures and guidance like the NDM (National decision Model).
Throughout my three-year probationary period I has become clear that police officers are beginning to implement changes to adhere to the Policing vision 2025 and developing skills which are required for the increasing risk and complex cases we are dealing with (National Police Chief’s Council, 2022).
Alongside this and what has been vital in assisting me with my role is the technology and software being introduced by police forces. These have made my job easier to adjust to which has ensured the best outcomes for crimes that I am dealing with as a Police Constable.

Digital policing is one area used daily in my role and has developed since starting in 2022. One of the main tools that assisted me in my day-to-day roll is the digital process to submit intelligence. 
When submitting intelligence police officers for years have used and been guided by the National intelligence model, 
The national decision model is a framework which provides structure to police when processing information which is bits of information provided either by police or the community and developing it into intelligence (The Network for Police Monitoring, 2021).
The intelligence model is also known as the 3x5x2 model, which is made up of the three following levels, 
 
-	Level 1 – Local issues where the offences will range from low value thefts to murder. (The Network for Police Monitoring, 2021).

-	Level 2 – Cross border issues, usually effecting more than one command unit. (The Network for Police Monitoring, 2021).

[bookmark: _Hlk114754291]-	Level 3 –for serious organised crime, usually operating on a national or international scale. Requires identifying the crime and criminals through targeting operations on a national basis (The Network for Police Monitoring, 2021).

Whilst the above is good framework to guide officers the police force looked to create a submission system which will make it easier to capture and share information digitally not only locally but nationally. 
This is done via our system Niche; Niche is the main police system used to capture all different data required for day-to-day policing. 
The option to create a new intelligence submission is there for all police officers to access and is a digital form to capture all details and use the National intelligence model and 3x5x2 in a digital format to grade intelligence. Once the whole process is complete, we then submit directly to the force intelligence team via our Niche system.

Another aspect to the Policing vision 2025 is developing policing as a profession and to ensure this is successful, they have implemented the PEQF program (Policing education qualifications framework).

The PEQF program has been defined by the Collage of Policing as, 

“This is a professional training framework for police officers and staff. It’s based on a modern curriculum of dynamic operational training, underpinned by sound theoretical education. Currently focused on new joiners to the police, the PEQF is being developed to cover the range of professional training, including some voluntary roles, and staff and officers at all levels” (College of Policing,2021).

The collage of policing has said that there are multiple reasons we require the new PEQF programme to gain required skills to meet the expectations of the Policing 2025 visions. It is needed for consistency, accreditation and defined roles and a need for those roles to have specific skills and knowledge, backed by qualifications (College of Policing,2021).

The Collage of policing claim that for a long-time police forces have recruited without any standard entry requirements and due to the increasing demand on police to do more than just solve crimes, it was believed that standard requirements and qualifications needed to be implemented as a priority (College of Policing,2021).
It is believed that developing learning and support for new recruits by implementing the PEQF programme will help officers to start and stay in a job that recognises their level of expertise and values their contribution (College of Policing,2021).

In 2018 the Collage of Policing committed to producing a document they refer to as “rear view mirror” report looking at the PEQF entry routes following a year delivery of the programme (College of Policing,2021).
The report shares learning between 2016-2019 alongside results and plans to move forward with the programme in the future. 
Alongside some of the highlights the research has highlighted there were also questions on the impact the programme has had. 
Some of the highlights of the programme are, 
· a unique opportunity for forces to support each other

· the need for forces to work closely with their HEI

·  a positive experience for student officers overall, with deeper 
knowledge and understanding, critical thinking, time management 
and writing skills identified as benefits 

·  the importance of the role of the tutor in supporting delivery of 
these programmes

· the importance of strategic decision making at force level through all 
stages of the implementation process

·  the importance of understanding the management of protected 
learning time and workforce planning concerns

·  that the PCDA is not seen as a barrier to entry to the service
(College of Policing,2021).
From the highlights it insinuates that the outcomes of the programme are that of a positive nature but despite these concerns were raised surrounding the impact it had on diversity as it was concern it would affect who applied for the role two examples were age and race. And in the report data captured was limited and whilst they evaluated the data it was done mainly with PCDA students which is why it can-not reflect a more accurate outcome. This is poor and puts huge doubt on the true reflection of the impact since the programme and from my experience completing the programme there is many floors that need to be addressed. For example, the management of student officers, workload alongside the very high expectations of the university work. This is causing stress and having a huge impact in the mental health of student officers.

The collage of policing has recognised the data collection in relation to diversity is not up to standard but is crucial. They are looking to improve police workforce and how police forces work together in relation to collecting such data to be for transparent. 

Workforce transformation is another focus for the Policing vision 2025.
Workforce transformation is the professional approach by which the service develops and supports a workforce focused more for the future of policing. 
It is to be agile and representative to provide the skills we need as a police force for the 21st Century. 
It’s about the police service taking action to make recruitment adapt to a more fluid employment environment, to which attitudes to careers look very different. 
The aim to ensure recruitment of the most suitable and diverse individuals to the service.
All aspects of policing will contribute to and form part of the workforce transformation for us all to benefit for the changes. When this is done collectively it is hopeful that the following benefits can be achieved (Workforce transformation in the Police Service|NPCC.Police.UK, 2028).

·  Attraction, development, and retention of a more diverse 
and capable workforce, with a range of skills, knowledge and 
backgrounds, through creation of more flexible entry and re-join 
routes into policing (Workforce transformation in the Police Service|NPCC.Police.UK, 2028).

· New approaches within the service to training, education and 
continuing professional development for all those working in policing (Workforce transformation in the Police Service|NPCC.Police.UK, 2028).

· Opportunities for professional progression that will reflect the 
career aspirations of those in policing, as well as those who wish to enter the profession (Workforce transformation in the Police Service|NPCC.Police.UK, 2028).

· Formal recognition of policing as a profession and professional 
parity with other professions with which policing comes into contact (Workforce transformation in the Police Service|NPCC.Police.UK, 2028).

· Improved ways of working within the profession; greater sharing 
of knowledge and skills, learning and expertise; more opportunities for lateral mobility (Workforce transformation in the Police Service|NPCC.Police.UK, 2028).


Looking at all the above it is clear that there is if implemented collectively as force the vision for our forces will become a reality and improve forces across the UK for the better. We will be armed with skills required to meet increasing demand and incidents with high threat, risk, and harm.
The structure will help support officers gaining confidence and appearing a much more professional body. 

Being in year three of my probation these structures and guides have been paramount to my success as a police officer. I have been faced with further challenges made more complicated by now being classed as a more senior officer. 
Being a senior officer comes with more responsibility mainly leading by example for that of newer officers. 
This can sometimes be conflicting as although I have experience under my belt, I am still going through the PEQF programme.
With experience under my belt, it is expected that I not only lead by example but coach and provide support for newer officers joining shift. 
This is a big difference from me being coached on shift and having that extra support to officers looking to me for that exact advice and knowledge. 

Although it has sometimes been difficult to adjust to having so much responsibility the development of the workforce has had huge impact on my confidence growing. There has been an increase in different training available to us building our skills in departments required and departments we as officers and interested in.
The has enabled me to progress professionally and share that knowledge and experience with the new officers moving through the system. 

One other difference I have seen since being in my final year is my increasing workload. With increase of intakes of new police officers an average shift has more student officers to long standing officers. So, with those officers with more experienced there is an expectation to keep up with growing call demand and more complex cases. It has been difficult at times to manage a higher workload alongside my academic studies. 
It has made time management a lot more difficult and prioritising work and academic work.  
But despite the difficulties it has helped my confidence grow a lot and prepared me for my career with in a much more demanding roll as a police officer.
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1

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


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

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


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




ANSWER:

In this piece of writing, I will be looking into to how Gwent Police utilise social media platforms to communicate with the public whether that be to ask for help and support for incidents being investigated or whether that is to inform the public of vital information that may be needed. 
Whilst doing this I will also explore Gwent Police’s policy for use of social media and how they ensure they are falling with in those expected guidelines. 
As Gwent Police now utilises multiple social media platforms, I will research the different platforms and illustrate how they are used, what they are used for and the positives and negatives of a police force using social media platforms.

During my three years as a student officer, I have utilised social media in support of two investigations and although as a frontline Police Officer I do not have a direct access to Gwent Police social media accounts there is a process to which we are expected to follow in order for the correct team to publish my requested material to which I will reflect on in this piece using Borton’s model of reflection (Borton, 1970).

Collins’s dictionary has defined social media as, 

“Websites and computer programmes that make communication possible with the use of computers or mobile phones” (Collins Dictionary, 2022).


Research says that it has taken less than a generation for social media to evolve into what it is today. It has expanded from a simple online tool to share information, to a virtual meeting place and retail and marketing tool.  
Between the 1980’s and 1990’s social media began to expand by introducing platforms like, six degrees, Compu Serve and America online with their main purpose being to allow for online communication (Maryville Online | The Evolution of Social Media, 2022).
Over the years it has then quickly moved to platforms like, myspace, Facebook, linked in, Instagram, twitter, Pinterest, snapchat, TIK TOK and reddit. 
Research shows that the number of users of such platforms can reach the billions. 
Some evidence of this is, 
· Facebook, in 2004 Mark Zuckerberg, a Harvard student discovered that it had nearly 1.7 billion users which was expected to grow by substantial amounts soon. 
· Reddit, launched in 2005 the platform is now utilised by over 300 million users worldwide.
· Twitter, founded by Jack Dorsey, Evan Williams and Biz Stone in 2006 it now has 396.5 million users with at least 206 million users accessing it daily.
· Instagram, Instagram was found by Kevin Systrom as a site merely to share photograph’s but was purchased by Facebook in 2012 transforming into a social network site for people to connect and socialise online. It now has over 1 billion users worldwide. 
· Pinterest, Pinterest was found in 2010 by Ben Silbermann, a app developer for iPhone. The platform was created to use as a visual pin board a lot like a mood board used in many industries to compile ideas for different projects. The site now has more than 335 million users.
· Snapchat, founded in 2011 by Evan Spiegel, Reggie Brown, and Bobby Murphy it was designed to share short, personalised videos that can only be viewed for a short amount of time with 347 million users in 2022 increasing by 18% since 2021. 
· [bookmark: _Hlk116476279]TikTok, created by a tech company named ByteDance in 2016 again designed for short videos a lot with musical or theatrical elements to them. By 2020 in had more than 800 million users worldwide (Maryville Online | The Evolution of social media, 2022).

With looking at the statistics above it shows the huge footprint of people that can be reached via social media, reaching an audience that could not be reached without the use of such platforms (Maryville Online | The Evolution of social media, 2022).
As part of the Policing Vision 2025 one of the goals is to simplify how members of the public can contact the police as well as bridging a gap for communication between the police and the public and evidence shown above can justify why social media has now become the preferred way to do this (Collage of Policing, 2022).

With the use of such platforms Inspector David Seymour created a policy for all social media use in Gwent Police covering police officers whilst on and off duty and police staff including consultant, voluntary and temporary staff whilst applying to al social media platforms and electronic devices. 
Seymour states that the purpose of the policy is, 

“The purpose of this policy is to provide guidance to Gwent Police users of social
media and empower them to use social media safely, effectively and
appropriately. To ensure that social media works for us and not against and is
used in a way that best represents our force, its values and commitment to public
service.
This policy and our use of social media should reflect the Gwent Police values. It
must also have regard to the Code of Ethics as the standard of professional
behaviour by which everyone who works in policing is expected to abide”.
(Seymour,2020).
It’s said with the policy that there is three main purposes for any use of social media with in the police force.
· To achieve a tactical or operational objective.
· To change or influence the behaviour of our communities for the better.
· To build capacity and trust with communities. 
To achieve these and get the most out of social media it is important to have clear guidance and instructions to ensure all activity falls in line with both the Code of Ethics and the National Local Police Guidance. 
Only certain teams have access to Gwent Police social media account to make sure the usage is easily audited and monitored. The teams consist of Neighbourhood Policing teams, specialist departments and teams, corporate communications, force control suite and key senior leaders meaning I have not had direct experience publishing material simply requesting certain material to be published on my behalf. 
To do this I referred to section 2.4 of the social media policy which set out the expectations of standards to followed. 
It says that all employees should maintain the same standard of communication as though you were face to face and it is important to follow the Code of Ethics whether on or off duty (Seymour, 2020).

The first incident that I utilised social media for was that of a high-risk missing person. 
I attended a call to the family home of a 42-year-old male who had posted a scripted message to his social media account insinuating that he had plans to take his own life. When his family awoke, they noticed he was not at his home address and were then made aware of the social media message. 
When gathering all my information I discovered this male had been suffering with his mental health for over a year with previous suicide attempts dealt with via police. He had left important and sentimental items at home which he always had on him, and his telephone was unreachable. When I have compiled and assessed all information have made the decision to grade the male as a high-risk missing person. 
When a person is graded as high risk it opens many options for us a police officer’s one being a social media appeal. 
When such social media appeals can be utilised, we first must get permission off a family member to do so, next of kin is desirable but where a situation is time sensitive somebody else can authorise this. 
When you have gained such permission, you then complete the social media request form which is sent directly to the Police communication suite who will then publish the information. 

This information consists of basic circumstances, direction of travel, last seen location, description of the person, paces or people of interest and a picture. All information published is published in English and Welsh as per Gwent police policy which states that English must not be favoured over Welsh and all social media posts must contain both language options with the only exception being the most urgent posts.
When making the decision to publish this my main goal was for it to reach as many people as possible which will although people to vigilant increasing our chances of finding the male safe and well. 
By Creating this post it attracted a high volume of people which resulted in hundreds of sightings being reported to our control room which created lines of enquires and gave us the ability to re trace the males movements as well as this it created a sense of community and in excess 50 people joined the males family to search large areas of Newport which assisted police and allowed for a wider scale search in a shorter amount of time.
Due to the power of social media on this occasion the direction of travel was identified, and the male was located. Sadly, the male was deceased but because police traced his movement promptly it allowed for us to discover his body other than the public. 

The second incident I utilised social media for was a male on a bridge. 
I attended a call to which a male was on the wrong side of a bridge that bridge being one directly over a busy motorway with high-speed traveling vehicles.
It was decided that the best option to ensure the safety of the male and members of the public we would close the road in both directions. Doing this caused a lot of road disruption and to minimise this we utilised social media. We published a message informing people of the road closure and urging the public to take an alternate route. This minimised the disruption on the road and gave the public other options t6o reach their destination.

Looking and information captured in this piece so far, the use of social media appears to be a positive tool for the police forces to utilise. For example, the most prevalent example of a positive outcome for police whilst utilising social media is the Boston bombings in 2013.
In 2013 a major incident was declared by police when the Boston Marathon was targeted and bombed. During this incident police used the social media platform, Twitter. 
It was decided that the search for the suspect would be shared via the platform with members of the public at every stage to get the public to engage and support police in their attempts to apprehend the suspect. 
As a result, the male was located and apprehended which again was shared directly onto Twitter (The Police Foundation, 2014).

Along with positives it is also noted that the use of social media can come with its challenges is what is posted and how it’s going to be perceived by the public. Getting this wrong could be detrimental for a police force causing a lot of negative attention. 
One example of this is a tweet published by Greater Manchester police (The Police Foundation, 2014).
The post read, 
“Mum of two, not involved in disorder jailed for FIVE months for accepting shorts looted from a shop. There are no excuse’s”.
This incident happened during the summer riots which sparked debate and a lot of negative attention for the police force. It was perceived that the police were focusing on the wrong individuals and crimes instead of using their resources to aid in the violent aspect of the riots (The Police Foundation, 2014). 
This is evidence that not only a policy is needed to be in place for such platforms, but also robust training is in place for those that publish on police social media sites. 
From the research I have conducted for this piece of writing along with my personal experience I believe the positives out way the negatives for the use of social media within police forces. It shows the public that police forces are adaptable to change and technology and also open more opportunities for engagement with members of the public that may not have to resources to do so. 
Not only is it important for an organisation to have robust processes in place it is also important to take personal responsibility as a police officer whilst using social media personally ensuring you are always acting in line with the code of ethics and behavioural expectations. 
Historically police officers across different police forces have abused the use of social media causing bad public perception leading to loss of jobs. 

London World reported that hundreds of police officers had been investigated for the misuse of social media and in 2020 data has revealed that it was at a four year high (London World | Senior Met officers among hundreds accused of social media misuse, 2022).
The last four years there is an obvious increase in such investigation with the data showing the following, 
· 2018 – 14 investigations were conducted 
· 2019 – 16 investigations were conducted 
· 2020 – those numbers jumped to 62 investigations 
· 2021 – again a large increase to 92 investigations
(London World | Senior Met officers among hundreds accused of social media misuse, 2022).
In total 184 officers were investigated in the Met police with 160 of them being police constables. Included in these investigated officers 12 were Sergeants, 8 Inspector rank and above and four were not stated. 
Negative attention to the Met Police Force has grown in recent years with multiple high-profile investigations involving met police officers. 
One example of police officers abuses social media and acting outside of any expectations were that of two police officers, Deniz Jaffer and Jamie Lewis.
They had been tasked to guard the murder scene of two sisters which resulted in them taking photos of the scene and lifeless bodies and sharing them across the social network platform, Watts App.
The actions of these officers were subsequently leaked to the press causing a great deal of distress to the family of the victims (London World | Senior Met officers among hundreds accused of social media misuse, 2022).

Through this essay I have reflected on my own use of social media in line with Gwent Police social media policy since being in the police force, investigated the positive and negatives of social media within the police force and evidenced data of such. When used correctly social media is a good tool for police officers and myself alone has had good outcomes when using it for my investigative purposes. However, I feel that it clear without self-awareness and taking responsibility it can be abused and evidently, I don’t believe this is down to the organisational failings alone.

Words 2443.

Task 3

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


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

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:


In the police force leadership and teamwork is key to success and professional policing and different theories have been developed and utilised in relation to teamwork and leadership throughout Gwent Police.

One model used widely is referred to as, forming, storming, norming and performing created by Dr Bruce Tuckman in 1965. 
The model begins by setting out the expectations of what usually happens when a team comes together. They begin by being polite and welcoming, but this can turn into conflict once different positions are established. It then moves to boundaries and how they are established and if they are working. If they are successful teamwork will begin and there will be a feeling of stability (Six Sigma Daily, 2022).

The model is made up of four parts,
1. Forming 

Each team member will focus only on the leader obtaining guidance from that person keeping a distant but polite relationship with the other people within that team. When at this stage it is expected that the leader is open regarding sharing information and ready to answer any questions the team many have of the leader (Six Sigma Daily, 2022).
At this stage there will be challenges in regard to boundaries, strengths and weaknesses for not only the team members but the leader to. You will also have members of the team that cling on to their old ways which could be a result of past treatment.

2. Storming 

Storming can be difficult stage as during this time team members are focused more on the impression; they are giving than the work they are tasked to be completing. In this stage there is chance of fractions forming and certain team members becoming isolated (Six Sigma Daily, 2022).

3. Norming

Norming in this model is also known as the stage where the team could be home and dry. They say that when the team reach the norming stage this is the time that when decisions can be made, risks can be taken, and changes implemented.
At this stage relationships have built which leaves the time to focus on their work and talents (Six Sigma Daily, 2022).

4. Performing 

This stage is the stage that a team are now running smoothly and creating success, there is scope for conflict but at this stage the conflict can be seen as healthy (Six Sigma Daily, 2022).

In 1975 a fifth stage to this model was created referred to as ‘Adjourning’. Adjourning focuses on bringing closure to the team. If the four previous steps have been done by the team it may cause bonding between relationships alongside a feeling of loss at abandoning those very relationships.

It is said that teams can revisit stages of this model but also stay in the storming stage for at least 15 years and the way that this is handled by a leader can impact new recruits being welcomed into that very team (Wilson, 2017).

Whilst this is one of the most used leadership theories there are dozens of other known worldwide, behavioural theory, Contingency theory, Great man theory and management theory being just a few. 

Behavioural theory is one theory that focuses on the behaviour of leaders and carries an assumption that these behavioural traits can be copied by fellow leaders. 
The theory suggests that leaders aren’t always successful in their role, but success can be created by learning a certain behaviour (Western Governors University | Leadership Theories and Styles, 2022).

Behavioural theories focus on the actions of a leader and this theory suggests that the best chance of leadership success is viewing how a leader behaves. Action rather than qualities are the focal points of behavioural learning theory. The leader’s behaviour will be observed and evaluated in this theory. Some of the styles of leaders included in this theory some of these are task-oriented leaders, people-oriented leaders and country club leaders but inevitably it’s the actions and behaviours that leader adopts and displays that will define their success (Western Governors University | Leadership Theories and Styles, 2022).

The behavioural theory carries multiple advantages, mainly that leaders can learn and decide on the actions they want to introduce to become the kind of leader they wish to be. It allows flexibility and opportunity to adapt as per their circumstances. Another great benefit of this leadership style One of the most desirable benefits of this theory is that it suggests anyone can become a leader but does not define how to achieve this. It is down to the person to adopt behaviours they see in other leaders whilst implementing their own desired behaviour (Western Governors University | Leadership Theories and Styles, 2022).

“A example of the behavioural theory is looking at a task-oriented leader vs. a people-oriented leader. If there’s a problem with a team, a task-oriented leader will look at the process to see if something needs to be adjusted with the workflow. A people-oriented leader will look at the individuals and go right to them, asking what the issue is. Whatever behaviours you choose, the behavioural leadership theory helps leaders focus on their actions and utilize their decisions to be a great leader” (Western Governors University | Leadership Theories and Styles, 2022).

With there being many leadership theories available some have conflicting factors, but they are all designed to suit the different learning styles and behaviours of an individual. 
The contingency leadership theory investigates the context of the leader whilst also looking into the effects of the success or failure of the leader. The leader’s success is determined by the situation they are in but also a small factor is the leader’s personality and behaviour. In this theory the most important factors are the context and situation of the leader rather than the behavioural theory focusing on the behaviours the leader chooses to build their success.
There are a few contingency theories and include the Hershey and Blanchard’s Situational Theory, and Fiedler’s Contingency Theory.

In the late 1960’s, Fred Fiedler developed his contingency theory. It was based on the notion that the successful leader is one who adapts his style to the circumstances. Fiedler divided leaders into two basic types, task orientated, and situation orientated.
Based on Fiedlers Contingency theory, the elements that would affect the effectiveness of leadership are:

· How clearly defined and structured the job scope is.
· How much positional power the leader has?
· The relationship between the leaders and the followers.

These beliefs reflect his belief that leaders and followers must be able to work well together but, having positional power means the leader stands above everyone else and is regarded as the final authority on any issue. Members become willing to submit themselves to the leader.

There is guidance set out to reflect the ease of implementing and using the Fiedler contingency.
Fiedler pointed out three points that made a leader effective,
Creating clear and defined structure to the job and having precise instructions are vital to your team’s success. Once the structure and end goal are clear and in place it will encourage people to conduct the work to the best of their ability creating a feeling of teamwork. As a team form a bond over a task it will create passion and a desire to do well without being pushed do so (Leadership Geeks | Fiedlers Contingency Theory, 2022).

By setting structure and requirements, the team have them to refer to. They can compare their completed task to the leaders’ expectations. It would then be important for the leader to ensure the requirements and structure is clear. An example of clear precise instructions during my time as a police officer could be in relation to an incident I was attending with very high threat, risk and harm. 
I was given clear instructions on route to a serious assault with reports of weapons. The instructions given were “To arrive at scene and keep a wide distance whilst conducting your initial risk assessment. Do not approach the offender until armed officer arrive. Use verbal prompts to control the scene best as possible whilst maintain the safety of officers and members of the public. If an injured party is identified remove them to a place of safety and apply first aid treatment as appropriate. Ongoing advice continued via police radio.”

This guidance is structured and easy to follow in comparison to “Attend the scene and conduct a risk assessment from a distance”. This statement is very simple and unclear and could be frustrating to the person receiving this information wish could lead to stress and in the role of a police officer affect the way the incident is managed causing unnecessary risk to all involved (Leadership Geeks | Fiedlers Contingency Theory, 2022).

Leading on from that Fiedler goes on to talk about positional power, what it means, how it effects teams and leaders but also how that can look in different cultural backgrounds (Leadership Geeks | Fiedlers Contingency Theory, 2022).
Looking into this theory there is questions like what’s the perception of the leader? Are the team able to challenge their leader?
Leadership can also be seen differently in other cultures which could cause difficulties in a multi-cultural team. For example, western cultures take a more democratic view of leadership where feedback consists of the leader and the team members and both opinions matter equally as much as each other. But in Asian culture a leader would be referred to as the ‘King’, meaning any decisions made by the leader would be non-negotiable and certainly not questions.
From this information it is clear to me that there is scope in this situation for conflict to be formed causing divides in a team. However, research shows that a higher positional power can lead to greater success mainly due to the fact there is only one opinion, one idea and one vision (Leadership Geeks | Fiedlers Contingency Theory, 2022).

Conflict can be common with in teams especially in teams that have different beliefs and views.
Conflict can be defined as, 

“Antagonistic interactions in which one party tries to block the actions or decisions of another party”.
(Conflict Within Teams | Principles of Management, 2022).
As a leader it is important to recognise conflicts and address them, by doing these solutions can be identified hopefully leading to conflicts being resolved.

It is said that there is two types of conflicts substantive and emotional conflicts.
Substantive conflicts arise over things such as goals, tasks, and the allocation of resources. When deciding how to track a project, for example, a software engineer may want to use a certain software program for its user interface and customization capabilities. The project manager may want to use a different program because it produces more detailed reports. Conflict will arise if neither party is willing to give way or compromise on his position (Conflict Within Teams | Principles of Management, 2022).
[bookmark: _Hlk116405278]And Emotional conflicts arise from things such as jealousy, insecurity, annoyance, envy, or personality conflicts. It is emotional conflict when two people always seem to find themselves holding opposing viewpoints and have a hard time hiding their personal animosity. Different working styles are also a common cause of emotional conflicts. Julia needs peace and quiet to concentrate, but her office mate swears that playing music stimulates his creativity. Both end up being frustrated if they can’t reach a workable resolution (Conflict Within Teams | Principles of Management, 2022).

Despite conflict being challenging for a team, research shows that some conflict can be positive and help people achieve goals and overcome challenges. For example, some of the best work can be achieved when there is an element of pressure causing a rush of adrenaline and with team sparking fresh ideas. 
But this can also give people a feeling that they cannot agree or disagree with decisions made in a team meaning fresh ideas cannot be identified.
When people are reluctant to go against things others are saying it limits ideas and creativity and this is where conflict can force a team to think and make decisions collectively.
People cooperating and not feeling their opinions are not valued by the team can mean that some if the best ideas may never be shared inevitably having an impact on the team which to me is evidence that good teamwork is paramount to a successful outcome not only in the police force but across huge range of professions (Conflict Within Teams | Principles of Management, 2022).
. 
Looking at the difference in opinions and different theories created over the years I believe that building a relationship between team members and the leader has a far better outcome and finding a balance between good positional power and a good working relationship is key (Conflict Within Teams | Principles of Management, 2022).
As a police constable team work really is so important not only for emotional support but physical to. 
I have discovered in the past three years that the foundation for this is our leader and the great communication skills he has. I have felt supported and guided well throughout my three-year probationary period which has made the transition easier. 

I believe that from my experience in the last three years my leader fits within the behavioural theory and as such I believe that this theory has the potential to guide and produce most success. He is fair and adaptable in all situations and adopts behaviours to mirror the staff member he may be dealing with. 
In my experience this way of leading as made me feel appreciated and listened to along with feeling my opinions are valid and respected. 
No matter the length of service an officer may have each person have different experiences and knowledge so collectively as a team can achieve great things.
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
[bookmark: _Hlk114767617]Critically reflect upon your three-year probation:

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

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

How do you provide and receive feedback?

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



ANSWER:


This piece of writing will reflect upon my year three probation faze, the benefits of mentoring and coaching, has it helped me meet my professional or organisational goals and how it has helped me learn, develop, and perform with in the workplace.

Coaching is defined by the Cambridge dictionary as,
“The job or activity of providing training for people or helping to prepare them for something” (Cambridge Dictionary, 2022).
And mentoring is defined by guider as, 
“The act or process of helping and guiding another person to support their personal development” (Guider, 2021).

As you can see above coaching and mentoring and two different things and there are many theories used with in the police force to support staff and creating great leaders. 
One of the coaching theories used widely in the police force is called the Andragogy Theory. 

The Andragogy theory was developed by Malcolm Knowles in 1968 and is known as the concept or study of how adults learn and how it differs greatly from that of children. The theory aims to identify learning styles and what learning styles suits an individual best.
Over the years like most things this theory has developed. 
It contains five key assumptions about adult learners and four principles of andragogy.
The five key assumptions outline the ways that adult learn and their preferred way of training (LearnUpon | What is Adult Learning Theory, 2022).
The first of the five assumptions is Self-concept.
As we grow older, we become independent and therefore, how we like to learn will change from being instructed to do something to a more self-directed approach (LearnUpon | What is Adult Learning Theory, 2022).

The second assumption is adult learner experience. 
Adults have experiences which they extract knowledge from. We can then use our experiences to learn from (LearnUpon | What is Adult Learning Theory, 2022).

The third assumption is readiness to learn.
Adults will learn when there is a want or a reason to do so. An example is when the learning it directed towards your growth and development in relation to their work (LearnUpon | What is Adult Learning Theory, 2022).

The fourth assumption is Orientation of learning. 
When learning as adults we want the learning to be relevant to our everyday lives instead of just learning general subjects. As adults we like to learn skills that are practical for day-to-day life, problem solving and to work better (LearnUpon | What is Adult Learning Theory, 2022).

The fifth assumption is motivation to learn.
When it comes to motivation it differs hugely from children to adults. Children learn because of factors such as their parents and teachers whereas adults learn for their own reasons an example is progression within your role at work (LearnUpon | What is Adult Learning Theory, 2022).

After the five assumptions is the four principles of andragogy underpinning and helping develop the correct style of training for adults.
These principles are,

1. When it comes to learning, adults want or need to be involved in how their training is planned, delivered, and executed. They want to control what, when, and how they learn.
2. Adults gain more when they can pull past experiences into the learning process. They can draw on what they previously known to add greater context to their learning.
3. Memorizing facts and information isn’t the right way for adults to learn. They need to solve problems and use reasoning to best take in the information they are being presented with.
4. Adults want to know “How can I use this information now?”. What they are learning needs to be applicable to their lives and be implemented immediately.
(LearnUpon | What is Adult Learning Theory, 2022).
Another popular and widely used model is the GROW model. The grown model was created by Sir John Whitmore in the 1980’s. It is a leadership tool which accomplishes goals across all disciplines and cultures.
The name of GROW is an acronym for the four key steps in GROW coaching. The acronym is, 
G oal – what do you want?
R eality – where are you now?
O ptions – what could you do?
W ill – what will you do?
(Performance Consultants, 2022).
These two examples of model utilised has helped me meet my personal, professional, and organisational goals.
The organisational geals are made up of four objectives, 
Make communities safer by upholding the law fairly and firmly,
Keeping the peace, Protect and reassure communities, investigate crime, and bring offenders to justice. Following on from these there are five key areas as we are expected to focus on as police officer and as a service. 
· Be courageous
· Be positive 
· Be compassionate 
· Be proud
· Keep learning 
(Performance Consultants
Using the models to guide my way through the above expectations and my university studies has helped me develop and gain knowledge and skills I did not have at the beginning of the three years probationary period. 
I have used both the grow model and the Andragogy theory to aid me in my success during operational incidents, University studies and written work alongside a personal goal. 

Operationally I have found that I have strengths and weakness and over the three-year period there has been room for growth. One area I recognised for improvement is my confidence attending and dealing with sudden deaths or suicide.
Before joining the Police force, I had never dealt with death and only experienced an incident of suicide in my personal life. As a result, I was nervous about attending these situations due to a fear of how I would react and what effect it would have on me mentally. 

I recognised this early in my probation and have spoken to my supervisor about this. Recognising that I needed to work on this and build by knowledge to gain confidence I have used the GROW model. 
By working by way through the model it allowed me to identify my goal, which would be to attend incidents of death and suicide with confidence and avoiding long term effects to my mental health. 
It then helped me discover where I thought I was at the time regarding the issue which was feeling nervous of seeing and dealing with a dead body. 
I have then identified areas and techniques to help with achieving my goal. 
I have educated myself with sudden deaths by speaking with other, more experienced officers on my shift. I then arranged to attend the next suicide that happened whilst on shift and attend it with another police officer allowing me to attend but have the space and time to learn as well as having emotional support during and after. 
I have gone on to educate myself with the internal support that the force offers regarding difficult situation and learnt to always talk. 

By using the GROW model, it put structure in place allowing me to improve operationally and reach my desired goal.
 
Alongside using the models to achieve my goals professionally or personally they can also be utilised to help learn and develop with in the job especially when attending and dealing with job with greater Threat, risk, and harm and identify what is needed at the most serious of incidents (other agencies involvements / other departments such as CID (Crime investigation department), RPSO (Roads Policing Support Operations), PPU (Public protection unit), SOLO officer (Sexual offences liaison officer), ambulance, or fire are some of those departments that could be required at incidents attended by police officers.
To recognise these needs the NDM, National Decision Model is a structure we are urged and expected to use to aid in our decision making.

The NDM is a adaptable model also known as the National Decision Model and is expected for officers utilize in all incidents planned or spontaneous operations. In a fast-paced incident the essential precedence for the person decision making is to keep at the forefront of their knowledge, the principles, and qualities within the Code of Ethics (College of Policing, 2021).

The Code of Ethics was produced by the College of Policing in 2014 in its role as the professional body for policing. It sets the standards of behaviour expected of everyone with in policing. Examples of the standards expected of officers are, honesty and integrity, equality and diversity and fitness for work. 

The following steps are the steps of the National Decision Model that will guide and assist in the decision-making process. The first is to gather information and intelligence, this can be done before, during and after the incidents and can also be re visited during the investigation. This could mean gathering information from control before arriving at the scene, for example warning marker, previous at the address and any wellbeing issues concerning the involved parties. (College of Policing, 2021).

The second step is to assess the threat, risk and harm and develop a strategy to best deal with the situation. This can be done prior to arrival and when at the scene of an incident. 
It can be used to grade the risk in relation to injury and what support and care is required whilst also dealing with the risk of harm to officers helping us make the decision as to whether response is the best department to deal with the on-going incident.
(College of Policing, 2021).

The third is consider powers and polices available to you in order to deal with the incident promptly and effectively. This is usually done whilst on scene at the incident but can also be pre-empted before arrival based on the knowledge you already have. For example, has a crime taken place? what is the seriousness of it? Is there a power of arrest or would utilising how skill of voluntary attendance be more appropriate? (College of Policing, 2021).

Identify options and contingencies then act. At this stage you can looking back at all the information collected, what you have seen and what you have been told. Use the powers and policies that have been identified in the previous step and act upon them. (College of Policing, 2021).

Al these models are great to provide the structure we need but most importantly use of these models to gain the knowledge is most important as without the knowledge of options you decision making will be limited. 
Having an understanding how these different work areas work and how they benefit the force but also you as an officer – knowing who can deal with what and how it will provide the best service to victims of crime is paramount to achieving the goals of the police force as mentioned above. 

When joining a shift and during your three-year probation you start with very little knowledge of other departments and for me was a vital part of my role I wanted to learn and be mentored through. 

One of the roles of the police force that I wanted to focus on was that of RPSO. 
This department is one that carries many skills, skills that can be a vital part of an incident ending with a positive and safe outcome.

A road policing officer role is usually undertaken by a Police Constable usually with a background from response or neighbourhood roles (College of Policing, 2022).
In each force they will run the department slightly differently but usually are run by shift sergeants the same as response shifts and over seen by an inspector.
As a road policing officer, the standards skills required are that higher than response or neighbourhood officer which is why they can be a vital tool and great support for difficult incidents (College of Policing, 2022).
Some of the expected skills that a roads policing officer will carry are, 
· collision investigation
· vehicle construction and use
· vehicle prohibition (PG9)
· general traffic legislation
· advanced driving
· VIP driver
· officer safety
· TPAC (pursuits)
· pursuit tactical advisor
· communication
· Taser
· hazmat legislation
· commercial vehicle legislation
· intelligence
(College of Policing, 2022).

By utilising models and learning the above information can support you in the most dangerous situations and help with difficulties you may not be able to deal with alone.
Knowing that roads policing carry skills like, taser, TPAC, Hazmat and Collison investigation resources can also be pre-empted and dispatched so they are there to assist on arrival lowing high threat, risk and harm from the start.

During our role of police officers, we regularly provide and receive feedback sometimes without even realising it whether it be verbal or written language.
[bookmark: _Hlk116295416]Its purpose is to give feedback on behaviours whilst evaluating the quality of the behaviours and although this can be a positive thing it can sometimes perceived as negative. This can be avoided by having the right communication skills when delivering and providing such feedback (The University of Waterloo|Receiving and giving effective feedback, 2020).

The University of Waterloo have set out guidance for receiving and giving effective feedback.  The guidance for receiving feedback effectively is set out into bullet points with guidance alongside (The University of Waterloo|Receiving and giving effective feedback, 2020).

Receiving feedback effectively,

· Listen to the feedback given. It is important not to interrupt and hear the person out. Listen to what is being said and not what you’re assuming they are trying to say. (The University of Waterloo|Receiving and giving effective feedback, 2020).

· Be aware of your responses. It’s important to be aware of your body language and tone of voice, often people can become defensive which will result in them receiving the feedback negatively. (The University of Waterloo|Receiving and giving effective feedback, 2020).


· Be open. Not everyone will be of the same opinion but its important to listen and understand the views of others. (The University of Waterloo|Receiving and giving effective feedback, 2020).

· Understand the message. Understanding the what’s being said is important. You’re not always going to understand the explanations of other so ensure you’re asking them questions. (The University of Waterloo|Receiving and giving effective feedback, 2020).


· Reflect and decide what to do. Assess the feedback given, establish the consequences of using it would be, and then decide what to do. Consider the actions before taking them, you may disagree with what that person is saying but remembering peoples difference of opinions is important (The University of Waterloo|Receiving and giving effective feedback, 2020).

· Follow up. Following up on the objectives establish with the person. Meet with the person and figure out what is working well and what not so well this shows and interest and commitment to their development (The University of Waterloo|Receiving and giving effective feedback, 2020).

Giving effective feedback

· Concentrate on the behaviour, not the person. One strategy is to open by stating the behaviour in question, then describing how you feel about it, and ending with what you want (The University of    Waterloo|Receiving and giving effective feedback, 2020).

· Balance the content. Use the “sandwich approach.” Begin by providing comments on specific strengths. This provides reinforcement and identifies the things the recipient should keep doing. Then identify specific areas of improvement and ways to make changes. Conclude with a positive comment. (The University of Waterloo|Receiving and giving effective feedback, 2020).

· Be specific. Avoiding general questions is important be clear and precise when giving the feedback. Ask question to clarify understanding and give simple examples. (The University of Waterloo|Receiving and giving effective feedback, 2020).

· Be realistic. All feedback should be achievable and realistic.  (The University of Waterloo|Receiving and giving effective feedback, 2020).

· Own the feedback. When offering evaluative comments, use the pronoun “I” rather than “they” or “one,” which would imply that your opinion is universally agreed on. Remember that feedback is merely your opinion (The University of Waterloo|Receiving and giving effective feedback, 2020).

· Be timely. Delivering feedback promptly is important regarding it having an effect. To deliver feedback promptly is favoured but if the feedback in primerely negative take time to plan the feedback and how is best to deliver it. (The University of Waterloo|Receiving and giving effective feedback, 2020).

· Offer continuing support. Any feedback given should go hand in hand with continuing support. Ensure they are meeting their goals and identify any further struggles. (The University of Waterloo|Receiving and giving effective feedback, 2020).


In this piece I have detailed different coaching and mentoring models which I have used and observed being used during my three-year probation.
It has helped me develop as a police officer but also helped me to give feedback to the newer officers on shift. By learning the skills of these models and ensuring good 
communication skills I have become better at receiving the feedback, delivering but also my communication skills operationally.
To reflect on my experiences during this essay I have used Bortons Model of Reflection (Borton, 1970).
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