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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:


Is higher education truly the way forward to professionalise the police service? During 2011 a decision was made to form the college of policing with the sole objective of professionalising the UK police force. Prior to 2011 there was much criticism of the police in the manner they conducted themselves and many questions were asked on the honesty and integrity of the police. To counter this the college of policing introduced policies such as the code of ethics to assist officers in their decision making. Furthermore, during 2016 the college of policing also introduced the Policing Education Qualifications Framework (PEQF), in an attempt to further professionalise the police by making it compulsory for all new officers to enter at degree level by way of three routes (Wood, 2018). In this essay I will reflect on my role as a modern police officer using the Gibbs reflection model (Mind Tools, 2022), as I am in my final year of probation and able to highlight how my role has changed over the last three years with the influence of the College of Policing.

It is thought that higher education and policing should be a united partnership which will allow for a professionally skilled workforce with deeper knowledge and understanding of policing and the impact of an officer on the community. Not only this, but Bryant et al (2013) highlight the important opportunities that an educational platform can provide in enabling police to develop key skills by providing the opportunity for students to carry out research, explore debates, criticise theories and perspectives, outside of the policing organisation as this is important for personal growth and understanding (Evetts, 2003). 

The college of policing was established in 2012 as an independent body from the government to oversee the transformation of the police, bringing policing up to the standard of the 21st century by providing and overseeing adequate training to allow officers to combat crime, and keep society safe (Home office, 2012). The organisation was created as a result of many organisational challenges including the rise of a multi-cultural society as well as to manage corruption and poor conduct within the police. 

A criticism of the move to professionalise policing is the notion of a ‘professional’ where many critics argue that a move to become professional is simply a way of seeking power, privilege, and self-interest. Traditionally in the UK, professionals were individuals of high status and had significant influence over society, the negative aspect of this is that these individuals become dominant and assertive over individuals in society leading to many oppressed individuals. However, some counter argue this and suggest a government professionalising an organisation or role is simply a way of ensuring fairness and consistency; Professionalising organisations also allows for positive change within those organisations (Evetts, 2003). 

As an officer this is something that I have faced often, trying to reassure the public that we are there to serve them and support them, we are not seeking power, privilege or to cause them distress. An incident that I am referring to involved an elderly male who was struggling with his mental health. When myself and another officer entered the property, he immediately began to panic and explained he had not done anything wrong and he didn’t understand why we were there. After numerous attempts to reassure the individual we were simply there to help him, he could not trust what we were saying. It transpired that the male had suffered with psychosis in his past as a teenager through to mid-20’s in the early 1980’s. He was arrested frequently and was often left in a cell with no interaction for long periods of time which added to his distress. When I reflect upon this incident it is clear to me how important the role of the college of policing has on an officer’s role. By exposing and educating officers on the complexities of matters like mental health and ensuring there are codes of ethics in place to protect individuals like this, it will hopefully mean that the next generation will not grow up with the same fear of the police I witnessed in the elderly gentleman. 

The professionalism of an organisation comes from a top-down approach. This can be incredibly difficult to implement causing tension and strain within the organisation between lower ranking personnel and supervisors and managers. It is argued that many workers are constrained by regulation, demands and accountability which can be damaging to, in this case, officer morale and value within the organisation (Evetts, 2011). As a serving police officer, it is clear to see that resistance to change is incredibly difficult behaviour to manage. Brown (2013) argues that this resistance may stem from the fact that most of the focus to professionalise the police, with a push by the college of policing for officers to obtain higher education qualifications, is mostly focused on new recruits and those of higher rank, in the managerial role. As a result, most officers currently serving, the so called ‘excluded middle’, have been neglected and have received little to no engagement from the universities. This needs to change and the aforementioned officers are in need of attention from the universities if the professionalism of the police is to be achieved. 

Again, reflecting on experiences I have encountered in the police, it is clear that this is an issue within the police. Particularly with long serving officers, who have seen policing change significantly over the years. Many of the officers feel constrained by regulation to carry out their duties effectively and efficiently. In an article by Wood (2018) he highlights that the introduction of the PEQF in 2016 frustrated more senior officers who felt like the introduction of this framework was a direct attack on the police from the government. However, many of these officer’s welcome change and do not disagree with the need for professionalisation, they simply want to be included in the process of making change, which is often not the case. This demonstrates some of the failings that The College of Policing have provided to some of the officers when its creation was proposed to support all officers.

The argument for a more educated police officer spans beyond the UK, where the same principles have been applied to US police forces, where it was argued that a more educated police officer will create a more sensitive and responsive officer to the needs of the community (Rosenfield, Johnson and Wright, 2020). The authors highlight numerous findings in the literature on educated police officers, where educating police officers has been found to increase drive and ambition to achieve and perform. These officers were focused on achieving and hitting targets which resulted in more stop and searches and a ‘by the book’ attitude towards policing. However, this did not have an impact on the quality of those stops and searches, they were no more likely to find contraband than officers who were not educated. However, this does highlight a significant importance, it could be argued that educated officers, are more proactive and conscious of policies and procedures and ensuring they are carrying out their duties as instructed to the standard expected. 

In the UK there has always been frustration towards the police regarding stop and searches particularly in areas of the country such as London and the Midlands. The equality and human rights commission in 2010 carried out a review on stop searches and it was found that many officers were not using these powers appropriately and were using them to target specific groups they perceived to be responsible for crime such as BAME (black and ethnic minority groups) (Equality and human rights commission, 2010). It is therefore understandable and justified why members of the public felt frustration towards the police. These findings give enormous justification to the creation of the college of policing and its importance in the role of professionalising the police. In 2014 The College of policing in collaboration with the EHRC reformed the police and powers searchers policies and training to address the serious concerns that had been found surrounding the unfair use of police powers. Although the findings have to be treated with caution due to observer bias, it was found that officers who had received the training were carrying out stop and searches in a manner which complied with legal requirements and compliance (College of Policing, 2016). Furthermore, research carried out the following year by the Home Office of Statistics (2015) found there was an overall 40% reduction in stop and searches in England and Wales. I feel that during my probation I have been able to exercise this well in my community, there is a strong emphasis on obtaining consent for stop and searches as this will lead to far more cooperation and less distress on the individual. Whenever I carry out a stop or search, I follow the four core principles that The College of Policing explain constitutes a fair and effective stop and search; They outline that the stop and search needs to be fair with a legal justification, conduct within the search must be always professional, transparent and ensure accountability at all times (College of Policing, 2017). By following these principles, the stop and searches that I have carried out have for the most part been met with cooperation. 

One of the significant impacts that having the college of policing established in the UK is the accountability that the organisation can highlight. For example, the creation of the college of policing code of ethics, clearly outlines standards of acceptable behaviours within the police as a profession. This then led to the questioning of past police integrity on many historical cases, including the Hillsborough disaster which led to significant police failings and a damaged relationship with the community which was later found through an independent inquest that the police had failed to act with integrity. This is crucial for the professionalisation of police, as police should and can be held accountable for their actions, which highlights the significance of having organisations and independent bodies regulating and guiding the police as a profession (Holdaway, 2017).  The college of policing itself does, however, hold its hands up to several shortfalls such as: a self-proclaimed lack of professional development, lack of funding for the development of leadership throughout the ranks, a lack of strategic analysis across policing, confusion amongst responsibilities at a national level and being poorly equipped to respond to the threat of digital crime (The College of Policing, 2022). However, the police have been established as a classic profession by efforts to create a body of knowledge on "what works" in policing, the publishing of an ethical code for police officers, a system of continuous professional development, and the licencing and accreditation of officers (Holdaway, 2017).

Reflecting on my probation so far it is evident that I have developed drastically as a police officer and feel as if I am more confident, empathetic, self-aware and informed. During my first two years of service, I was trying to establish myself as a police officer by asking lots of questions and researching rules, laws and policies and absorbing as much information as possible. In my first two years of probation, I benefited greatly learning from more senior members of my team. However, in my final year of probation I feel confident as an officer and I believe I have a good grasp of the role and feel my role has evolved so that I am now assisting and developing newer members of the team, although I’m fully aware I still have a lot to learn. Now that I am in my final year of probation, I feel I understand why certain policies are in place and understand and have experienced how important policies such as the code of ethics are to a police officer, not only to guide officers in making the correct decisions but to ensure the safety of the public whom we serve at the same time. 

In conclusion, the college of policing is playing a pivotal role in the professionalisation of the police force. With Higher education qualifications, in my experience modern officers are more informed and more knowledgeable officers. Furthermore, because of the college of policing policies such as the code of ethics, modern police officers are encouraged to act in a more ethical manner, with honesty, integrity and are rightfully under more public scrutiny. My role as a modern professional police officer has changed since the start of my probation and as a result, I have become a more confident, self-aware, informed and empathetic which is helping me develop my leadership skills passing on my knowledge and experience on to officers earlier in their probation.


Word count - 2120
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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:


According to Kaplan and Haenlein (2010) the definition of social media is “a group of Internet-based applications that build on the ideological and technological foundations of Web 2.0, and that allow the creation and exchange of User Generated Content.”. Social media is widely used to allow people to interact and connect with one another via digital messaging as well as producing and sharing content (Carr and Hayes, 2015). South Wales police (SWP) use social media platforms such as Facebook, Instagram, X/Twitter and TikTok to disseminate information and connect with their communities. 

These platforms are amongst the largest and most popular social media platforms worldwide, hosting over 1 billion users on each platform. In most developed nations the number of young people using social media is in excess of 90% where research shows the average teen spends upwards of 4 hours per day online (Ortiz-Ospina and Roser, 2024). This demonstrates the shift in ways society will communicate with one another in the future, and therefore something SWP have adapted to. SWP social media policy states that SWP use social media to connect with the public and keep local communities informed with what is taking place in local areas and provide advice on crime prevention. Furthermore, SWP use social media to assist them in appeals for invaluable information. SWP also adhere to a strict social media policy and have outlined a number of house rules that social media followers must adhere to and remind users that they can be held accountable for making posts that break the criminal threshold. SWP also highlight that any posts that breaks the “house rules” can be deleted and the users blocked. This demonstrates the way that SWP use social media is in a constructive and law-abiding way (South Wales Police, n.d.).

Social media has undoubtedly brought the police as an organisation in to the 21st century by being more readily available and accessible to the public. But not only has social media benefitted the public but also how police carry out investigations. An example of how instrumental social media can be for modern policing is the Gabby Petito case in the US, where videos posted online in a missing person case helped investigators narrow their search down and find the missing body hours later (NBC News, 2021). Of course, with the many benefits social media can provide the police, social media misuse from police personnel and members of public, is a deep concern which can damage cases and cause mistrust from the public. One such case was that of Angela Wrightson who was murdered in the UK. The discussions and speculation across social media made it difficult to ensure that prejudice would not be seen within the case hindering the defendants right to a fair trial (Hartlepool Mail, 2017). Furthermore, police conduct on social media has been demonstrated as an issue, where the IOPC have conducted many investigations including a South Wales Police officer who was reported for offensive posts on Facebook (IOPC, 2021). 

Beshears (2017) highlights how it is necessary for policing agencies to build networks online within their communities. A theory driving this understanding is the social network theory. The theory proposes that individuals, groups and organisations are connected through exchanges. Traditionally the theory focused on social relationships physically, but now includes relationships formed virtually. It suggests that the relationships between individuals and organisations – in this case public and police – will depend on desired outcomes. In essence, the stronger a relationship that the police have with the public the better police outcomes will be. However, Beshears highlights that this also works the other way, and the worse the relationship between the public and the police the more negative the outcomes can be. 

Qiu (2021) Discusses the significance of social media on police legitimacy and the ability for the police to police by consent. They also highlight that it only takes one photo of a police officer conducting themselves incorrectly to be posted on a social media platform to bring the whole of the police force reputation in to distribute. However, police can build legitimacy with the public by being transparent and engaging with their local communities via social media by providing them a platform to have a voice and interact with the police. Qiu (2021) also goes on to discuss that engaging with the public can be an extremely beneficial way of increasing effectiveness of policing, by enrolling the public in the process and collecting information from the public to assist investigations, this in turn can be witnessed by the public and give positive perceptions on police effectiveness and thereby build legitimacy.

My first experience utilizing social media as a tool was when I attended the scene of a Road traffic collision (RTC) involving two vehicles. I’m going to reflect on my experience using Gibbs reflection model (Mind Tools, 2022). Due to the severity and location of the collision it was necessary to close the road in both directions. As it was a notoriously busy road, this caused major disruptions to the road users. For me this was a major distraction and very stressful, whilst trying to deal with the RTC as well as trying to direct traffic to divert. Although I was aware that SWP use social media as a means of making the public aware of instances such as this, I did not know the policy surrounding this. It was evident that road users were becoming increasingly agitated and impatient. I then decided to ask the control room if it was possible to make a social media post stating that there was a road closure and to stay away from the area for the time being. This post was uploaded to Facebook impressively fast, and within an hour the queue of traffic had more than halved, which took a great deal of stress off me and my colleagues at the scene.  Although this was an excellent result, I feel as though more awareness should be made to new recruit officers on social media use to support the role. Majority of the training I have experienced is focused on police conduct on social media. However, now that I am aware of the process and the effectiveness, this is something that I will incorporate into my practice. 

Interestingly, after this experience I discussed with senior members of the team who also stated that although aware of the possibility of getting posts created, they were not aware of the proper channels to get this completed. I discussed with my sergeant how effective this had been and my concerns with the lack of positive training we receive on the benefits of using social media, to which he also agreed and explained he would be escalating and encouraging all his tutors to discuss with tutees during their tutorship. Since this incident I have also utilized social media on several occasions to request posts to be made on social media for missing persons, to request information on crimes and wanted individuals, in which a number of the posts returned valuable information.  

Although my experience with social media has mostly been positive, I have encountered negative experiences. One incident included a member of the public live streaming an arrest that I was making. Not only did this add significantly more pressure to an already hostile situation but made me extremely uncomfortable due to the fact I consider myself a private person and choose not use social media in a personal format, so being recorded on social media was an unpleasant experience. It is a balance that is difficult to achieve in which the citizens’ rights to record police powers does not impact on the privacy of that officer. Research has shown that exposure to distressing incidents such as the one I experienced can lead to psychological and emotional complaints, leading to officers’ wellbeing being impaired (Cartwright and Roach, 2021). Although, I had no concerns from the incident as I was acting accordingly and followed protocol to the letter, the experience made me conscious of the negative use of social media, where the individual could have used normal video recording but chose to try and publicly embarrass an officer carrying out his duties. 

The police often use social media to seek and gather information on the search for missing or wanted persons. Research carried out in South Africa (Hattingh and Matthee, 2016) highlights how ‘crowdsourcing’ online has many merits but also downfalls. In my own experience I have found that social media acts as extra eyes in the search and allows the coverage of mass areas that the police alone would not be able to cover (if people in the community share the post and someone in the next county sees the post we have a greater chance of the missing person being seen if this continues to snowball), demonstrating effective use of social media. But one of the limitations that follows this which the authors discuss is that sharing posts online does not necessarily mean the person is going to be found, so the police must not get complacent with relying on social media to always be able to support in missing persons searches. Another issue that the police must be able to do with information being gathered through social media is the ability to analyse informational content apart from emotional content, which Is often a problem with using social media for the police (Ceccato and Petersson, 2022). Furthermore, research in the effectiveness of social media to support missing persons (for the UK) is limited so should be treated with caution as the literature highlighted above refers to countries outside the UK.

Much of the discussion above focuses on what the police are currently doing online and the potential benefits or limitations this has, supported with my own experiences. However, from my own experience, one of the difficulties that I have encountered when discussing social media with the public is that the public feel that the police do not use social media to build relationships and trust in the community. Research carried out by Bayrel et al (2014) looked at the public’s view on police using social media. The study looked at the views of citizens in a variety of nations in Europe. The United Kingdom showed one of the lowest willingness to the use of social media within the police. The authors highlighted several factors for some of the explanations for lower scores including, the public feeling like the police presence online is intrusive and interestingly women tended to favour police on social media more than men, which is argued as women tend to have more trust in the police than men. This research highlights the importance of police forces finding a compromising balance online with their communities. There needs to be trust built and boundaries in place if social media is to truly become the asset it could be for enhancing policing.

In conclusion, it is evident from the discussion that social media has both positive and negative consequences to the police. However, it would appear the positives do outweigh the negatives. Not only that, but social media is also inevitably going to become more important and useful to the police as technology continues to embed itself in to everyday life and communication means. My own experiences with social media have only provided better outcomes for the community that I serve and bring justice for victims. However, the police must not become complacent with social media use and should continue to adapt and evolve with technology to ensure the safety of the organisation and online users. There is also the need for the police to ensure that the conduct of their officers online is monitored, as one of the greatest threats to police appearance online, is the police themselves. 
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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:  


Working in the police has exposed me to a variety of leadership skills and styles which have enabled me to develop my own effective leadership styles in a variety of scenarios / incidents. Effective leadership styles have been outlined as individuals who inspire, respect and positively support the morals of those who they are tasked to lead, also referred to as transformational leadership style. However, there are examples of leadership styles that can have more negative impacts such as transactional leadership, which is another common leadership style in the police, which relies more heavily on rewards and punishment. This usually means that action is only taken when expectations are not followed, this can lower morale due to a more authoritative style if not applied correctly (Campbell and Kodz, 2011). However, research has been argued as limited around police leadership styles, and it is suggested that most of the research discusses desirable behaviours, rather than measuring effective styles in real life scenarios. 

An incident, which I will reflect upon using the Gibbs reflection model (Mind Tools, 2022), that has allowed me to demonstrate an integrated approach of the two aforementioned leadership styles involved responding to an ‘assistance shout’ meaning an officer has asked for immediate support from officers. The two officers on the call were in the first year of probation, recently passed their tutorship. When I arrived at the scene the two officers were in a state of panic with a female unconscious and not breathing. I immediately communicated with both officers to ascertain what stage they were at with the first aid requirements of the casualty, I could tell both officers were a little out of their depth and needed direction and leadership. Heller (1992) Suggests that the stress reaction is triggered in individuals when their well-being is threatened, this leads to poor decision making and can lead to panic by the individuals unless they are effectively led by a transformational leader who can assist in the quality of their decisions and judgement. Heller (1992, p.133) quotes “in dealing with disasters, panic will be prevented by leaders”.

I knew I needed to keep both officers focused on the task and not let themselves become overwhelmed with panic. I directed one of the officers to call for an ambulance and guide the ambulance to my location, and asked the other officer to locate a defibrillator for me whilst I began CPR on the female. Luckily, as a team, we managed to keep the female alive until the paramedics arrived which saved the females life. After the incident I gathered the team to reflect and discuss the incident. Recent research highlights that the key to effective leadership is the ability to reflect on one’s actions by challenging, scrutinizing, and even reconsidering their decisions or ideas, this provides a leader with the qualities to develop their leadership (Ong, Ashford and Bindl, 2022). One of the strengths to leading within this situation, was that I was able to structure and organise the scene quickly, displaying strong and clear leadership skills in this scenario. Research highlights how it is necessary for individuals in the police to exercise authority to ensure that complex problems, such as the one described, can be dealt with in an efficient manner (Herrington and Colvin, 2016). However, one of the issues that I have found with this approach is that it is not necessarily met with support in all scenarios. In a more recent incident where I was trying to organise a scene, I was met with hostility from a more senior member of the team who had many more years’ service. Therefore, it is important that the leadership style approach discussed is delivered in a fair and conscious manner, to ensure the support of the team can be gained.

One of the challenges I have repeatedly faced when demonstrating leadership is pushback from senior officers. Research highlights how individuals can become complacent and familiar, therefore when new or innovative ideas are brought forward it can cause hostility within teams, which is something I have seen repeatedly within the police, but also in my professional careers elsewhere (Herrington and Colvin, 2016). On reflection I could have approached these scenarios in a more holistic manner, where I work with my group to establish new ways of tackling the ever-rising complexity of policing. One of the values that I appreciate within my leaders is role modelling, and something I feel that I have been working on to improve team co-operation in difficult and complex situations. Muller, Maclean and Biggs (2009) highlight how teams appreciate and want role models within their leaders who also carry out tasks just as they expect their teams, this shows the strengths of modelling behaviour. Since demonstrating more of this behaviour in my own practice I am facing less resistance when I share new ideas, and I feel this is because my ideas and leadership is something that I consistently reflect upon to develop my own practice. 

As police officers working in a team, I have learned that it is important that every police officer is a leader in their own right.  Sharing the leadership amongst peers is an effective way of developing the leadership of more junior members and can drastically improve team cohesion and effectiveness (Pearce,2004). Coun, Peters and Blomme (2019) define shared peer leadership as being an interactive and dynamic influence so that they can lead each other to successfully achieve organisational goals. Traditional leadership depicts the assumption that one person is solely in charge and the rest simply follow, which is labelled vertical leadership. Yet, according to studies, high-performing teams exhibit more distributed leadership patterns, or shared leadership, whereas low-performing teams typically tend to be dominated by a team leader (Pearce, 2004). However, research from Edelmann et al. (2023) highlights a number of potential disadvantages associated with shared leadership such as, lack of coordination and communication, inter peer conflict due to differing opinions on how shared objectives should be conducted, and even peer free loading where work is un-evenly distributed. I feel that differing opinions and peer conflict is a common barrier within teams in the police, as many officers are either trying to be promoted or specialise, and this requires an officer to show their capability for progress in the police, meaning they are naturally trying to take a more leadership role, but can often dominate others in the team. This is something that I try to be conscious of when demonstrating leadership within my own team. 

It’s clear that the police as a whole are endeavouring to move away from the more traditional, authoritarian, reward and punishment style of transactional leadership, which tends to prioritise in-role performance, and can reduce individual long-term thinking and creativity. Instead, the police are striving to encouraging a more transformational approach where followers are inspired to set aside their own interests and work towards the organisations greater good (Ordon, Dewar and Cameron, 2019). In my experience however, I have found within the lower ranks of the police force that a reward and punishment-based system works better, as officers of lower or no rank somewhat lack the motivation for the organisations greater goals and respond much better to short term goals and rewards. MacVean and Neyroud (2012) suggests that transformation leadership is predominantly targeted, and therefore better suited, to the leadership at the top of the organisation, and often underestimating the significance of front-line leadership which is arguably transactional in nature. However, a study by Campbell and Kodz (2011) emphasised the necessity of transformational leadership practices in general, but it also emphasises the need of being able to modify leadership styles to fit the situation, which includes having the ability to exercise direct, dynamic, active leadership when necessary. Furthermore Ordon, Dewar and Cameron (2019) also highlight even though both leadership approaches are often conflicted against each other, they are not mutually exclusive and good leaders are able to exhibit both approaches depending on the circumstances.

There has been much debate in the police in recent times in relation to the contrasts between transformational and transactional leadership, and what would be better suited. Due to the substantial cuts made to public services by leaders of the country, more emphasis should be made on transparency, humility, moral reasoning and ethical leadership which happen to be the core principles of the developing models of authentic leadership (Neyroud, 2011). Conducting my research into leadership studies and reflecting on my own leadership practice, highlighted that my own leadership style did not resemble transactional nor transformational leadership styles that are most commonly used or discussed in the police, but fell more under the authentic leadership style, a style scarcely discussed in policing. Avolio and Gardner (2005) defines authentic leadership as an individual who has deep self-awareness and the ability to reflect upon their own morals, values, perspective, behaviour and strength, whilst also displaying these traits for others to see that you are a proactive and self-aware individual.   

Walumbwa et al. (2008) argues that there is a strong, positive link between authentic leadership, job satisfaction and job performance. It is also suggested that authentic leaders are better at communicating their values and moral principles on to others, as well as effectively projecting their vison. Spending time with followers involves more than just attempting to increase good results and decrease negative ones. Instead, effort is spent attempting to understand what led to the outcomes, which aids in the understanding of what can be rightfully ascribed to internal vs external performance factors by followers. Authentic leaders are supposed to inspire a stronger feeling of personal commitment in their followers and, in the process, raise their knowledge of what can be done with increased effort by demonstrating a personal example of high moral standards of integrity. By developing a transparent relationship, in time, followers come to adopt the leader’s vision and values which can aid in effective decision making and substantially raise follower performance.  However, Research into authentic leadership model is still in its infancy and even though this leadership style is showing positive effects on job satisfaction and job performance, there is still little to no empirical evidence on other outcomes such as psychological safety, relatedness, trust or follower development; many academic scholars are in agreement that the theoretical and empirical outcomes of authentic leadership remain largely unexplored (Miniotaite and Buciuniene, 2013).

Overall, it is evident to see from the discussion that leadership styles can be complex and if not applied correctly damaging to teams, which can lower motivation, morale and negatively affect performance. However, understanding the underpinning of the theories and how if applied correctly, can have significant impact on driving the ethos and values of the police to ensure the police are performing efficiently and effectively under excellent leadership. This means, constantly reflecting and adapting to situations an example being the two scenarios presented. Both scenarios allowed me to practice leadership styles, but both scenarios required different approaches. But, the literature does have some conflicting evidence in what approach is most effective for policing. Therefore, it could be beneficial for the police as an organisation to consider leadership research within itself to provide empirical data from the front line to better guide officers in developing these skills. 
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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:


Reflecting upon my probation so far, it is evident to see how crucial a mentor and coach is to ensure that I am developing the correct skills, attitudes and knowledge of a first response officer. Although I had 6 months training prior to starting response, the training and guidance provided by my mentors on the job is what truly enhanced my ability as a police officer. This included being able to observe, ask questions, be observed and be corrected on my performance and ability as a police officer. By year 3 of probation, I feel that I am now mentoring and coaching newer recruits which is exciting and again enhancing my knowledge, understanding and performance. I am going to reflect on this question using the Gibbs reflection model (Mind Tools, 2022).

There is significant amounts of research to show that mentoring in the police is beneficial to both mentees and mentors, which in turn has enormous benefit for the organisation (Jones, 2018).Tyler and McKenzie (2011) define mentoring as ‘..a process for the informal transmission of knowledge, social capital, and psychosocial support perceived by the recipient as relevant to work, career or professional development’ (Tyler and McKenzie, 2011, p.519). The authors also discuss how being a mentor in the police can go beyond colleagues, where research has shown that the police can often act as crucial mentors for at risk youth. This is something that I feel has been necessary within my role, especially working with the younger generation, trying to inspire them to become the next generation of officers in the UK. During my first year of probation my mentor expressed the need to build rapport with the community to inevitably make our jobs possible. What I have found through the three years, is that mentoring in the community has enable me to become a more informed mentor to newer colleagues within my team. 

Although mentoring has been crucial for my three-year probation, the police encourage mentoring as a continuous process to support its employees. Mentoring is theorised by Hay (1995) as having four stages, a process called the mentoring life cycle. They describe this process with four stages; stage 1 is the rapport and trust building stage between the individuals; Stage 2 involves getting established, this is where the mentor will be trying to encourage the mentees confidence and establish their goals; Stage 3 requires the mentor to go deeper in the learning stage, pushing the mentee and supporting them to identify problems and reflect to develop and grow further; The final stage is the end of the process, where the relationship naturally comes to an end, usually because the mentee has completed the training or support needs (McKimm, Jollie and Hatter, 2007). This should be a positive encounter for both parties. My own experience with my mentor very much followed this process, where I can reflect on the experience positively and understand how crucial the relationship was to my development over the last three years, professionally and personally.

During my probation period I had several goals, one of these was to show that I was a capable and competent police officer whose performance was strong enough to allow me to eventually specialise in the police as a police diver. Fortunately for myself I was assigned to a mentor who had a similar military background as myself and was able to push and drive me to the best of my ability. The college of policing discuss how the police are driven to create an environment that drives individuals and gives them the best possible chances to achieve their career goals (College of policing, 2024). I feel that during my probation the police have indeed provided me these opportunities which has enabled the diving team to witness first hand my abilities and drive for the role. Opportunities such as training and joining the specialist search team, which has allowed me to develop new skills such as specialist search techniques for weapons, drugs and bodies. I have also developed and enhanced existing skills including my diving ability, boat driving and knowledge, where I feel I have more care for the attention to detail because of being part of this team. 

In the police it’s the tutor’s job to coach you and develop your skills for first 12 weeks then when tutorship is done the mentoring continues from more senior members of the team. I was extremely lucky to have a number of officers on my team with many years’ service to learn and develop from. Research has shown that there will be more success for a learner if they are matched with a like-minded coach, as they are able to build more rapport and stronger relationships during the coaching time (de Haan, 2016). In my experience it is in the interest of the senior team members to help mentor and coach the more junior members as it spreads the demand amongst more of the team members. By experiencing how much effort the senior team members were putting in to develop my policing skills, I have adopted this approach when I am mentoring more junior members, as I have learned that the more effort I put into them, the more effective the team output is. I feel that this is demonstrated within my team as we are currently outperforming many SWP local teams on targets such as number of arrests, stop searches and positive outcomes. I would argue this is because of the strong leaders within my teams, meaning we are developing the necessary skills to carry out our jobs effectively.

Part of developing as a police officer is developing good leadership. When I began my tutorship, I expected a very authoritarian style of leadership from my tutor and the rest of the team where I would be told what to do, and when to do it, with no say in anything. However, I experienced quite the opposite. In a study by Jiang et al. (2017) it is highlighted that authoritarian style leadership is associated with a number of negative work-related behaviours and often gives employees a negative perception towards the organisation. On my first day of my tutorship, my tutor and I had a discussion in relation to how I learn best.  I explained to my tutor that I learn best from doing rather than observing. I did not expect the freedom to make my own decisions so early on, but my tutor, and the rest of my team, would include me in all the decision making when attending incidents. This was the case in my first ever incident I attended, which was a domestic incident where a husband and wife had a verbal argument only. My tutor allowed me to deal with the incident how I saw fit, and later debriefed me after the incident. I believe this style of coaching is the reason I feel I have progressed so fast from becoming a civilian to becoming a confident police constable. This style of coaching I received from my tutor is something I have taken onboard and used when mentoring more junior officers in my team. In the same study by Jiang et al. (2017) it is also highlighted how colleagues who are in mentoring or coaching roles should adopt their teaching style to cater to the learner’s learning needs. This can be achieved by asking the opinion of the learner and including the learner in the decision-making process which can increased their sense of involvement. Sharing power or authority with the learner and demonstrate concern for their well-being at work and at home can also inspire loyalty to the organisation.

Much of my reflection over the past three years is predominantly my own practice as a police officer. However, I feel that my three-year probation period has allowed me to develop in my personal life. Taie (2011) highlight that a good coach is important for developing a ‘can do attitude’. I feel that my mentors and coaches in the police have developed this positive attitude in me, where I now feel more confident in pushing myself in my personal life as well as my professional life. One of these examples is signing up to golf competitions, which is something, prior to the police, I would not have done. I feel this is because now I understand the importance of positive mindset and believing in your ability no matter what the outcome may be. I feel that my experience within the police so far is this, everyone wants everyone to achieve and believe they can, and will do better. 

However, an area that I have noticed needs more support in the police is mentoring for women. During my probation I have worked with many women police officers, who feel that the police mentoring approach can sometimes be difficult for them. One of the observations that I feel account for this is that having a mentor who understand you and your barriers is important. In my experience, most of the police officers on response are males, meaning women have less access to female mentors. Research has highlighted the significance of having adequate support and mentorship in traditionally male dominated organisation to ensure women are able to overcome barriers such as the ‘glass ceiling effect’ and boost self-confidence in their role (Jones, 2017). This is something I try to support as much as possible, as I have never worked with women on the scale I do now, which is still a significantly smaller scale than what I know the police would like. What I have learnt in my probation is to adapt my communication and working practice style accordingly, so that my female colleagues feel supported by me and want to work with me as a positive colleague to learn from. 

Although much of the reflection above discusses positive parts of my probation, there have been many occasions during my three-year probation that I have felt deflated by the stress of trying to juggle a new full-time job, alongside a full-time degree whilst also trying to maintain family relationships at the same time. Whilst going through my probation, especially the early years, on many occasions I have had to work on, sometimes hours from my finishing time in order to try and learn certain aspects of the job and keep up with paperwork which has had a negative effect on my family life. Skills that I thought were well established, such as organisational and time management skills have been tested, alongside my motivation on many occasions. It’s also hard to prepare for highly stressful incidents that sometimes involve life or death situations, and the complex decisions that affect peoples for the rest of their lives, that need to be made on a regular basis. This all inevitably spills over to personal life on times, meaning I have had to withdraw from family occasions and gatherings because of difficult days in work. However, this is something that I have seen get easier and more manageable over time. I feel that I am far more resilient now in my third year than I ever was in my first year. I am successfully balancing work life and personal life, and I have implemented a range of strategies and boundaries to accommodate this. I feel that the reason these negative aspects have not consumed me or tainted my motivation as an officer is down to the support within my team, especially my mentors. 

In conclusion, reflecting upon my three-year probation it is clear how important mentoring and coaching is in the police. This is not only to develop an officer’s skills, knowledge and understanding, but to also inspire them and build their confidence as a police officer. My own experience during probation highlights the importance for competent, motivated and like-minded mentors and coaches in order to drive the motivation and desires to progress in an officer early on. However, over the past three years I have witnessed the impact that poor mentorship can have on an officer’s morale and confidence, which is something that I feel the police could be more conscious of. The police should be more aware of the theories such as mentoring life cycle, to understand the process of mentoring to ensure that the mentor and mentee are a matched pair who can positively progress through these stages. 
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