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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 shall explore how the role of constable has changed in recent years, since I began my career, and who and what are involved in these changes.

The College of Policing was created “in 2012 as the professional body for everyone who works for the police service in England and Wales.  The purpose of the college is to provide those working in policing with the skills and knowledge necessary to prevent crime, protect the public and secure public trust.” (College of Policing, 2022).  During a time where public confidence and satisfaction of the police is at a low point, and it seems like every decision we make is under scrutiny and on social media being torn apart, it is of the upmost importance that all forces within England and Wales are seen to be having the same training, for the same reasons and forces are accountable for the actions and decisions they make.

The College of Policing does not exist purely to aid officers, it also there to help back room police staff, researchers, academics, learning providers, the international policing community and the general public.

It did not appear from out of nowhere. The National Policing Improvement Agency (NPIA) had existed prior to the College of Policing but was broken up and disbanded. The newly formed College of Policing was one of four bodies that took on the roles and responsibilities of the now defunct, National Policing Improvement Agency 

The main aim of the College of Policing is to set out working practices that exist, through studies and best practice guidelines that have been tried and tested.  By exploring what is good practice and what works, for forces with all number of staff, giving the same support and offering the same training, there are packages made for all police officers that are available online that are designed to be completed via a computer.

These training packages are called NCALTS. This stands for National Centre for Applied Learning Technologies and is a comprehensive catalogue of learning opportunities that have been afforded to all police forces within England and Wales. They are individual online module style courses that can be done in sections or done in one go and the ones that the officer has completed are then saved. These can be a pre-requisite of joining a larger, broader course and are undertaken as a taster session, almost.   There are some packages that are needed to have been completed by the time student constables leave their respective training units after their 6 months of initial training. Then there are some that are designed to be top up training packages that will be required to be completed in order to get more up to date information about a certain subject. This can be for things such as Acute Behavioural Disorder (ABD). Topics such as this, that have the potential to have  such a major impact on not only those that suffer it,  but also  the attending officers, the information in these packages will need to be not only as up to date as possible, but also from a reliable source and have proof that the way in which the information given is meant to be digested and taken on board by the person who is completing the training package. 

There is no doubt that policing is a very professional job to undertake by each and every officer that is attested, however, when you consider the potential risks and the implications that the job can carry, it had always surprised me that there was, as such, no accredited qualification prior to the Certificate in Knowledge of Policing. The Certificate in Knowledge of Policing (CPK) was introduced in 2012 and was a pre-requisite for joining the police. It was available initially as something that you would be able to complete as a student constable, then it became something that was also being carried out by certain training providers that were in the public domain. This was then at a cost that would be met by the learner, whereas the first option, where it was given to student constables was paid for by the relevant forces.

This route, whereby the cost was passed on to the learner, was then superseded, but the CKP did not go away.   It is still available to study, and from May 2022, it has been given the recognition of being able to be added to points recognition on the UCAS system. This is because the qualification itself is equivalent to an ‘A’ Level.

Prior to such qualifications, there had not ever been a need, or at least, a job specific need, to have a qualification, The role of the constable was that of being able to give and command respect off colleagues and the public and do a good job of being able to reduce, tackle and predict crimes, whilst being accountable to those who are within the communities that we serve. 

It is not only a training role that the College of Policing has served, but it can also be held in a position whereby they are responsible for implementing the code of ethics which police swear by.

The College of Policing has set a year strategy in which the primary aim of it is to professionalise policing and the training involved in new recruits as well as, ensuring that regardless of what force someone needs to call for a service that is provided by police that they will get the same attention, save for a few instances where local force policies would determine a slightly different approach. These can include things such as a domestic violence policy or approach to a domestic related incident. And how they are dealt with.  The entire reason that a strategic plan would necessitate being implemented is to ensure that going forward, with such tough times both behind us, and predicted for the near future, that the United Kingdom and all forces within are fit for purpose

It is true of the emergency services within the United Kingdom, that the police service are the only ones that did not require a professional accreditation, as stated. However, with the ever-decreasing public confidence with policing in general, all over the world, having to study for a degree, or a diploma for those who are already degree holders in any subject, it is seen as a good thing that the newest system of learning that student constables are required to get through as part of their probationary period, is much better suited to such a professional organisation. Especially with Myhill and Upton citing in their 2010 essay, that there is a need to reform the policing service within the UK. 

I believe that this way of teaching new recruits to a degree standard will make a good percentage of the public happy that with the confidence level that everyone will be of a degree standard within the police service, and with research showing that those with degrees or above, are often those that will make the more informed decisions and will put time and effort into thinking about other options than what maybe some other people will consider. American studies have showing that college educated police officers in the United Stated are less likely to use force when involved in a situation. Studies have also shown in the United States that officers with the college education or above are also more likely to attempt to solve problems. By this I mean that by trying to solve problems, especially those that have been long standing, or those problems that are seen to be ‘unfixable’, will obviously go some way in helping to restore public confidence in the police. Even if, ultimately, the problem has not been solved.

It is now a sad reality, that police will come up against much bias and prejudice before we have even got to an incident location. We are often met with tirades of verbal or physical abuse, being told we are “Scum”, “Bullies”, and such insults. Those that call us, are often those that agree with what we do the least and quite often they do not require help from us, just a fight. There are certain websites that have actually been created in order to incite violence and hostility towards officers. This is particularly true since the George Floyd death and the civil unrest that the world encountered following that tragic event.
In 2002, when UK firefighters went on strike to protest against pay and working conditions, both the army of Great Britain and police forces from around the country stepped in and picked up what they could to maintain the safety and wellbeing of the British public. This was not an easy task as the military had their own fire services and were at least, in some small way, familiar with the firefighting equipment. Police were not called in to attend fires, however, maintaining scenes, dealing with traffic and crowd control, and investigating the sometimes fatal fires, still lay with police and no help was offered from fire services. Police also had to deal with any offences that were taking part on the picket line.  The strikes then, and the imminent ones we will probably see in 2022, in the main, attracted much sympathy towards fire brigades across the land in light of what they were striking for. 

These are just a few ways in which the role of police constable has changed and why in this day and age, the need to have public order/ riot training behind many front-line officers is justifiable. It is not just large scale riots that require such training, and it is no longer a specialist role that takes these responsibilities on. It is the everyday response officer that has the added on.

It is not just incidents such as riots or other public order scenarios whereby we have needed to change our most basic role. There is the element of method of entry into premises where an immediate cause for concern for the occupant has arisen and there is a need to gain access to the building, at the earliest point. Once again, this has been the responsibility of police for many years, but now, this is not seen as a specialist role, it is done, once again, by response officers. I have been lucky enough to be invited on to training in my last year as a probationer to go onto this training course. The need for people to undertake such training has come about due to some more experienced officers either moving to different departments within the force or retiring. This type of training has not been available to me before I got to this time served of my service. 

Other such training which will only become available to new starters in their final year of probation are things such as CBRN training. This stands for Chemical, Biological, Radiological and Nuclear training. This type of training is for advanced practitioners who most usually have the higher level of public order training under their belt, and is centred around potential terror attacks, and is an additional course solely open to those comping to the end of their probationary period.

It is my opinion that by bearing the above points in mind, the thought of what being a police officer entailed, and the reality of the job is ever more becoming a wider channel. We are being given a much wider and vaster array of work, and currently it feels like no job can be tasked off to a partner agency such as ambulance or fire service, even when the other agencies would have far more knowledge of how to solve the issue, or the correct equipment.  This is one good reason as to why the knowledge packages within the NCALT system. I have completed one such learning experience which was all about Acute Behavioural Disturbances (ABD). This is a medical emergency where it is so severe and can be fatal, but the signs and symptoms are often mistaken for other medical issues. Without this standardised package that has input from real life situations and advice and guidance from organisations such as the National Health Service and mental health charities in order to provide front line officers who are regularly the only responders to some emergencies, with the knowledge and skills needed to get the subject to a place of safety and get them the treatment that they so desperately need.

Without such training and learning opportunities there would be a big and very noticeable gap in people’s skillset and knowledge.  

The police are utilised in a way that portrays front line responding officers as Jacks of all trades. We often have to act as social workers, mental health workers, first aiders, animal herders, counsellors, tourist information providers, security guards and guardians. The modern-day police officer’s role has vastly changed over the years.  It has changed from deterring and investigating crime, with adequate resources to be able to provide communities with a visible patrol presence within communities in order to reassure those whom we have sworn to protect. The modern police officer is all the things that I have previously mentioned, as well as recently going back to being a visible presence on the streets in order to gain public confidence and regain trust for the police and the powers that we hold.

I have personally changed within my role in my final year as a probationer by becoming much more involved in training courses, and thus being able to gain more skills and be of more use to my policing area as well as my shift.   The role of a modern day police officer would look very much different in many ways than the same job title, thirty or less years ago. What was once all about law and order, now involves many social and health duties, and can almost be seen by some as a one stop shop.

(2330 words)






















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 essay I shall be exploring how Gwent Police use social media and how it is used as a means of informing and engaging with the community and promoting policy initiatives. Within my writing I will look at what platforms are used, as well as the benefits and risks of using such platforms in a policing setting.
The definition of social media has been described on one popular website as “a collective term for websites and applications, that focus on communication, community-based input, interacting, content sharing and collaboration. People use social media to stay in touch with and interact with friends, families, and various communities” (TechTarget.com, 2021) Whatever you use social media for, and whatever your opinions of it are, social media is now part of everyday life.
 In 2022, it has been estimated that over 59% of the world’s population now regularly use some form of social media (smartinsights,com, 2022). Gone are the days where MySpace, and LinkedIn are the go-to sites for people to get their fix of social media.  These have now replaced with the more popular social media applications, such as Facebook, Twitter, Instagram, Snapchat, and WhatsApp.  Social media applications are used to facilitate chats, share information and photographs, make public and personal announcements, market and present new ideas, and create appeals that unlike traditional news sources, people can refer to time and time again and keep the appeal fresh in their minds.  Many of the applications enable the reader of a post to reshare, so if the initial post reached around 1500 users, and of those, if typically, just under 20% of those shares with their followers, this has the potential to reach a minimum of almost 1800 people. The eventual audience numbers are massive due to the ability of being able to re=share the post, and also on such things such as Facebook, if someone that you are connected to comments on a post, you will sometimes see that comment and therefore, that post, without even following the original page.
From a business or organisational point of view, social media can be a very effective tool in order to reach a vast selection of people and stakeholders and has proven to be a cheap way of communicating. It has become a great way to interact with not only younger people in the community, but possibly those who do not tend to go outside that often, following COVID, as studied by Gottlieb et al, 2021. Those who have maybe become disenchanted with news sites and would no longer trust traditional sources of information, given the current “fake news” era, and have turned to apps such as Facebook and Twitter. (Socially Buzz, 2022)
Using social media to update the public of perhaps some community events that we are holding, or we want to increase our visibility within areas which have potentially seen an increase in volume crimes, or even reassurance after maybe a serious crime can be an obviously invaluable tool.  However, we must remain conscious that we hold ourselves open to criticism, and that the channels themselves need policing. 
Some of the applications use something called an algorithm. This is where the application uses data that the user leaves behind with a digital footprint. The data that is collected is around what the user has spent time looking at or for, what they have purposely clicked on and what they have liked. In essence, what the user prefers to look at based around relevancy to their personal preferences (Digital Marketing Institute, 2022). This is also a benefit to those who share posts on social media, as sometimes the user does not have to be following your page for some of your posts to show. It is based around what the algorithms think you want to see based on what you have previously clicked on and spent time reading.
This said, unfortunately, there is little to no way for the information that is published to be fact checked or verified, especially at speed, and much that is published can often be false or purposely misleading in order to encourage users and readers to turn against a certain train of thought or a certain government section or legislation that people wish to oppose or make a stand against.  This was evident during the COVID pandemic whereby social media was used by many groups who were in disagreement with the vaccination process and the alleged infringement upon human rights.
Even with the ever-growing number of people who use social media always rising, we must remain mindful that not everyone will have access to such applications or websites, and we should always keep in our minds and that utilising older and more conventional ways to disseminate the information we wish people to know of may be of equal value.
Social media articles have to engage the user in a similar way to the headlines of newspapers and articles of online articles. They need to draw in the user to make sure that at the very minimum, the article is clicked on, or, even better, commented on or shared. The way in which such articles are written is something that that has been studied by experts in the field and has a well known structure that engages the user and provides the most information within the top few lines of the article and then adds the supplementary information of the article as the user reads further on. 
There are undoubtedly more positives as opposed to negatives in regard to social media, though, as statistics have shown that in 2022 alone, more than 227 million new users have subscribed to a new account across applications. (Smart Insights, 2022)  
We remain accountable wherever we go, and with whatever we do.  Our social media channels are no different.  By remaining transparent, even via online platforms, will build the trust that is so desperately needed by police, with our communities.  This will not ever be a bad thing.
The way in which my employer, Gwent Police, uses social media comes under scrutiny, as does everything that a police force does. We primarily use Twitter and Facebook in order to communicate to the wider public within our communities, by using just these two applications, this allows followers to the page to disseminate the posts to their followers, thus helping the information spread, which would have ultimately been what the aim of the post was in the first instance.
Gwent Police use social media to spread information about various things. These include the multiple operations such as ‘The Fatal 5’ whereby Roads Policing officers make a marked effort to pull motorists over with a concerted effort on those who they suspect to have committed traffic offences related to the five biggest killers on the roads. These issues include drink/ drug driving, using a handheld communications device whilst driving, speeding, and not wearing a seatbelt.  This has a knock on effect to increasing people’s knowledge of what are the major contributing factors to deaths on our roads, and also gives the general public a reassurance in the way that they know that specialist traffic officers are out on the roads, doing their upmost to protect road users and keep people safe, whilst maintaining legal road use.
Gwent police have a one main Facebook page, and one main Twitter account. In regard to the Twitter account, there are several localised pages that are connected and controlled by our social media desk department and are updated per borough. For example, the force is split between two areas: east and west. Within these BCU’s are several boroughs, of which have their own Twitter page with information about operations, investigations, and updates. These can prove to be helpful when dealing with things that need to be learnt in quick time, as well as things that can be beneficial to know slow time.
Neighbourhood teams across these areas as well as teams such as Roads Policing, as previously mentioned can use this to highlight or showcase a particular part of an operation that they are carrying out. Simultaneously, there can be a route made into the roles and responsibilities of particular departments that exist within the policing family.
In a similar way, when there has been a road closure due to a road traffic collision or more so in the less mild months, a fallen tree, and the force need to inform the public of a diversionary route, or to expect delays around the area, the quickest, cheapest and easiest way to reach the maximum amount of people is to compose a simple status or Tweet. By doing this, you can achieve a short, simple update with few lines in order to maintain readers attention.  The other way in which social media is able to keep peoples focus is that there is always a picture alongside.
A couple of examples of where I have felt the maximum positivity from the official force social media outlets have been for two very different reasons.  The first being, a call regarding an elderly male who had been reported as missing by his very worried partner of over 20 years. The male had dementia and was on a vast list of medication. He was frail and had been worried about a letter that had been sent to him by the local council who had said that the council tax that he was paying for his property was going to be increased in the next financial year. This has allegedly made the male become very anxious and distant from both his partner and adult children.  The male lived approximately 2 miles from his partner but had enjoyed walking to and from their addresses. He did this, as well as enjoying walks up his local mountain, and when he could, he enjoyed riding his bike.  
The male went missing on a dreary February night, and the call for his concern came in early into my last night shift, which also happened to be a Saturday night. 
When we had searched the places where he was known to frequent, as well as the homes he often went to, we began searching the mountains and lakes close by as it was known he liked to fish. It was quickly ascertained that the male had said in what appeared to be a passing comment to his daughter, that due to the price hike in his council tax rates, he wanted to kill himself.  This escalated the male from high risk, whereby every officer in my ‘patch’ was tasked with looking for him, to very high, which meant asking all resources, including asking for drones, dogs, the National Police Air Service helicopter was deployed,  and all and sundry were asked to assist, or stay on and help.   
With the help of a social media post, the male was said to have been seen by five separate people at a local lake from around 5am, where he was seen to be feeding ducks.  He was eventually found in a wooded area close by a few hours later. I dread to think what may have happened to the male if that appeal had not gone out. With the rain becoming torrential overnight, and resources at a minimal level with only night shift workers still out looking for him, it could have been so much worse.
The second incident where I have found the use of social media helpful in regard to my job, was at a call, again on my last night shift, where we had received a notification from the fire service stating that they needed assurance with a dwelling fire in a local village. I was first officer on scene. It did not appear real. There was a number of terraced houses on fire, and as I got to the house that was fully alight, a firefighter and a paramedic asked for my assistance in pulling a naked male from the burning building. 
Due to the extreme heat of the summer, and the lack of rain, the fire took hold of 7 houses and a business on the same street, completely gutting some of them. Tens of families were displaced, and as far as I know, are still not allowed back in their homes. There was so much confusion and so much going on in such a short space of time that the one place where all the attending services could get some information out, and quickly was via the Gwent Police social media outlets. Simply by creating a simple post, stating that a major road was closed due to a large fire. It also went on to state that those families who had been moved because of it could access a link and be directed to another site where they could speak with the local council in regard to temporary housing, should they need it,  and ways in which they could access help.
Without such a resource, I would not like to think what the 101 service would have to deal with. By utilising such a channel, it opens up and frees others.
The Gwent police force policy is to ‘ensure that social media works for, not against’ the force, and that it ‘best represents the force, values and commitment to public service’.  This was created by high ranking officers to ensure that the staff abide by it, as well as the force itself, mirrors this policy.
This also applies to individual staff and officers who have their own personal social pages such as Twitter, Facebook, Instagram, Snap Chat and TikTok.   It is imperative that all employees within the organisation need to be as conscientious online, as they are in real life. Keeping in mind that everything that gets posted on chat forums, or in their own accounts can be looked through and scrutinised. Every comment that is posted can be retraced, as can every photograph that is published be looked at and traced back to its original source.  
This has brought officers from other Force areas such as the Metropolitan Police in London, where officers as highly ranked as Sergeant and above have been reprimanded. There have been a few highly emotive and highly publicised cases once again within the Metropolitan Police whereby officers have well overstepped not only a professional boundary, but one where it would have ended in a criminal investigation. In particular, there is one story that comes to mind. This is the tragic story of two sisters named Bibaa Henry and Nicola Smallwood who were stabbed to death in a park in London. Two, very experienced officers were sent to the location of the murder and tasked with guarding what must have been a terrible scene. This, unfortunately ended with one the male officers going closer to the bodies than he needed to have been and taking a selfie with the bodies of the murdered ladies in the background. This photograph was then doctored by the other police constable who was on the scene guard with him, and both sent to separate WhatsApp groups that they were members of. This, unsurprisingly, ended with both of them being investigated by the Metropolitan Police and they both lost their jobs, after an investigation.
As noted in Fielding’s essay on police and social media, the use of such platforms will not always be widely accepted and using this approach may seem unprofessional. This could especially be the case with the older section of the population. The very essence of social media is the ‘social’ aspect.  Does this, in fact, mean that police using this form of communication are losing their legitimacy?

This is said in a way that it appears that using police, is quite a demographically top heavy distribution, as one would expect with an increased age would have when coupled with additional vulnerabilities.  With the increase in age, there is less likelihood that people would engage with forces via the medium of social media, as discussed earlier. In a lot of ways, using social media to communicate with our communities, we are automatically alienating a large majority of people we serve.






(two thousand six hundred and eighty five words – my five and six do not work)





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 this essay I shall be critically analysing leadership styles that I have developed to manage a range of operational situations, considering leadership styles that are used in policing and how I have been able to apply a change in leadership style in changing circumstances since joining the police in March 2020.


Leadership has been described in certain dictionaries as “the accomplishment of a goal through human assistants”.(Harvard Business 2021) It has also been described as  “the activity of leading a group or organisation to attain a common goal”.  It goes without saying that all organisations need leaders, and that when it comes to a professional organisation such a Gwent Police, whom I am employed by, there is one outward leader, within the Chief Constable, but that the force itself is made up of hundreds of people who have leadership roles.
 
It is sometimes seen as a shock that police forces sometimes advertise for those outside of the job to submit applications for roles such as inspector. This has often angered both those already employed in the police service, as it may feel like they are not looking ‘in house’ to train or up skill those who have pre existing knowledge, or are prepares to give someone who may not be academically magnificent to apply for a job that they already know parts of, but are just not qualified on paper. It has confused those who are outside of the existing police family as they must look into the role of a police constable and wonder how and where they would start should the be employed as a ‘direct entry’ recruit.  It is possible that those outside of the police would be at a loss as to why the forces are not encouraging internal growth and what the potential factors are as to why they are not recruiting internally.

 As always, the common goal of any police force is to maintain law and order, as well as tackle and predict crimes by successfully analysing trends in crime patterns.  This would not be possible without successful leaders and those who get the best results out of people and situations. Being a leader can be at a paid level, or unpaid. You do not necessarily need to be of a sergeant’s rank, or above to be seen as leader. For example, you could be a Federation representative, whereby because of the leadership qualities you possess, you are the person who takes issues to the police Federation of England and Wales, and fights the corner for those within the police force that you represent and are trusted with getting the better results and being able to come back to the table and discuss what went right and what went wrong, and present ideas to the people that you are representing and once again find the better options to take any concerns forward.

Good leaders need to be constantly refreshed and need to be confident about both their strengths and their weaknesses when it comes to leading. There is much disparity when it comes to what is expected from good leaders, especially when it comes to policing. Such good leaders and those who are comfortable leading, need to be confident in what they want to deliver, whether they have the backing of their colleagues and counterparts, or not.

I would say in my career in the police so far, I have encountered many types of leaders, and those who are not leaders, but think that if they say something loud or long enough, that they can become a leader. I do not agree with this approach, and I do not believe for one second that it will work. Especially in the line of employment that we are in.  People can fit into a leadership role and be outspoken or become increasingly verbal as their time as a leader goes by, but well gone are the days where people are able to bully their way into a position and keep that position.

Generally speaking. there are four main types of recognised leadership styles. These have been identified as:
Autocratic leadership: this is sometimes called authoritarian leadership, this is whereby the leader has almost military type leadership qualities, they want things done in a certain order, by certain people and done a certain way. Those who practice this style of leadership will mainly stick to working by those principles and are not keen to deviate away from this. This type of leader does not want the relationship with their subordinates to be a two-way approach. They want to be able to determine what others do, how they do it and are generally not open to discuss new or innovative approaches to ideas or working practices. This is how I see people outside of the police seeing leaders within the police, and this is how I expected ALL leaders to be when I first joined. I accepted to be doing drills, parades and uniform checks, and assumed that this is how people gained their respect within the job.  In my experience, this is how my first sergeant was when I was in the training school part of my learning. The sergeant would (Quite righty) tell those who wore their hair down, off. Tell those off who were late, and those who would not stand when any one of inspector level or above would walk into a room. This type of leadership does not seem to be prevalent within the police in my experience but taught me some very valuable lessons when I was fresh in service that I will hopefully carry through my entire career.
Transactional leadership: this is once again quite similar in many ways to autocratic leadership in the way that those who lead in this manner are not opened to speak about innovative ideas in regard to the hierarchy or role that police play, and they reward those who stick to the clear boundaries between leader and subordinate with recognition of their almost obedience to the system. These types of leaders will often strive for the performance of their subordinates to show how good a job they are doing as a leader as well as how few punishments are handed out to those who do not stick to the mainly inwritten rules that are there. I am pleased that so far, within my policing career, I have not had to work alongside or for anyone that leads with this example. I have, however, been exposed to many whispers that this type of leadership is definitely out there and that those leaders are definitely within the force. It is strange, that one such leader, is of a direct entry route to where they are currently within the force, and they have this said about them. It could be that the leadership style that they have held in previous employment has constricted them to be this type of leader, or have the force employed them because of the rigidity of their stance?

Transformational leadership: this style of leadership is a more human based approach to leadership. Notably this aims to subliminally maintain status quo with the leader and the subordinates in a way that the leader encourages their subordinates to be a subscriber to their plans and ideals and markets them in such a way that the sub ordinates will become advocates of this way of thinking and maintain their obedience to the leader in a non-confrontational way. With this type of leadership style, it takes the individuals that are part of the group and uses the strengths of the individual people and uses them to get the best for the group or to achieve the common goal that the group have set out to achieve. This type of leadership encourages the entire group to communicate and share ideas.  To me this is the most common type of leader that I have experienced within my career so far.  Policing sees so many changes and so often that something that is done each and every day without even thinking about, can be changed or altered so much that it looks like nothing you have ever done before. This can be something as simple as a new style of page on the intranet, or something as big as a new platform to record crime on. Whatever the change, this type of leadership within policing will always work better in my opinion. This is because any change that is put in place will not just be for a few teams, it will be for each and every person that currently or is due to use such things and the financial implication of something not being fully taken on, or being rejected, There is little to no hope of decisions being overturned in regards to thigs being superseded or taken back to how they were prior to being updated, so if a leader can encourage others to embrace the change and concentrate efforts into something that they have the potential to change, the communication and hierarchy remains successful.

Laissez faire leadership: this is pretty much what the term says when it is translated – let it be. The laissez faire leader will mostly take a step back from being overly authorities, will almost never micromanage anyone within their following or group, and take a very emotionally centric approach to anything that they approach. They wish to get the opinions of all those who are involved in the support of them as leader and experiences and creativity within the group is encouraged. So much so, that idea from within the group are often put forward and used instead of the original idea that the leader may have had.  I have had limited experience of this within my time in the police as there must still be a rank and structure approach to things. I am part of a few workshops that are run by inspector and chief inspectors that ask the thoughts and ideas from anyone within the group to put forward, then they are worked on and the ones that are investigated further are worked on, but it is more that they are taken into consideration rather than acted upon.

 


Some leaders are elected, such as those who represent others in cases such as being a Federation Representative, and others are leaders by choice when they apply for promotions such as sergeants, inspectors, chief inspectors etc.  Not all leaders will be in a recognised position, either. Some people will naturally lead their own teams, even without the recognition of a title or pay award.  I have personally worked with people who will lead in certain situations, but then in others will take a step back and allow the natural leader of that situation to be at the forefront of what is happening. With this in mind, I can give an example of a prime situation where this has applied to my own personal experience.

I was on duty on an afternoon shift and a call came in to say that there had been a road traffic collision in the north of the patch that I patrol. The caller went on to say that there was a male driver who had hit several parked cars and then crashed into a bus stop. The male was then alleged to have driven away in the car (That also transpired to be stolen) and had appeared to be unfit to drive. The caller suspected that the male was under the influence of alcohol as she explained to the call handler that the male was slurring his speech, had glassy eyes and was said to have smelled of alcohol.  The caller had also said the name of the male driver, and he was known to both her and police services to be alcohol dependent.  I left where I was and what I was doing as the caller had stated she thought that there was potential for someone to have been injured, including the driver. I liaised with one of my colleagues to meet me at the location. As we were driving towards the location of the call, we passed a car that had clearly been involved in a collision and a male outside of the vehicle. I knew the male to be the same person that the caller had named. My colleague and I approached the car and attempted to close as much of the road off as possible.  My male colleague had aspirations of becoming a traffic officer, and I knew that he was more familiar with the Road Traffic Act than myself, so I was happy to provide a less front line approach.  As we approached the male, it was obvious that he had suffered a head injury, he was covered in blood all down his face and his over his hands. We got closer to the male, and he appeared to remove something long and slim from his jacket pocket. My colleague instantly withdrew his taser and instructed the male to put his hands on the car and stay away from his pockets and what he had taken out. The male began to shout at us and threatened to “stab” us.  He once again reached into his jacket and subsequently got tasered. 

Almost instantly, my colleague had gone from being an implied leader, to one that had taken the role due to him being an authorised taser officer. It is our force policy to allow the taser carriers to instruct others in what to do when they have discharged the barbs of the taser. The male was writhing in reaction to being tasered and had said that he did not have the intention of using it against officers. I helped to cuff and subdue the male, whilst making sure that he did not obtain any injuries from the taser.  

In other situations, I have become a leader in a call. These have ranged from having those attempting to take their lives by climbing over the wrong side of a bridge n order to jump, or those whereby a male is being very aggressive and has failed to listen or take into account that any male college of mine is saying and has responded better to myself. I would not class myself as a natural leader, even though I have been described as an alpha female. I am happy to take the lead on some situations, but also happy to take a back seat on others. This is something that I believe is called a situational leader and I believe that these two examples are the best I can relate to when it comes to situational leadership. This again cannot be the best way in which a recognised leader can become a permanent one within the police without proper coaching, encouragement and training. I hope to one day be encouraged to take on a  role of leadership
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

In this essay I shall be considering coaching and mentoring definitions and what current theories I have experienced in policing

The term ‘mentoring’ has been said to go back over 3000 years and has originated from a character in the iconic poem ‘Odyssey’, by Homer.  Within this Ancient Greek poem is a character called Mentor. Mentor is entrusted by Odysseus to take care and guard his young son, Telemachus, and the character eventually goes on to have an extended responsibility of the child.  This, however, is not akin to what we would associate with mentoring in today’s language. Instead, the French author, Francois Fenelon wrote a book in 1699 where he further developed the character of Mentor, and then referred to him as “another father”, and a “guide and instructor!” which is what we would associate the characteristics of a mentor to be, today.
Mentoring has become a perception akin to being a supportive mechanism whereby someone who has experience in a field or expertise in a partial area, is called upon to give advice and support to someone who has little to no experience in it and would benefit from a guide.  For people on both sides of coaching and mentoring, it enriches personal and professional development.
Traditionally, the role of a mentor has been that of a non-waged position, and one that is in addition to their regular jobs.
I had never considered myself to have been coached in the role I am now in, more mentored. Maybe that is more to do with the language that I use. However, after looking up the definition of coaching where the Cambridge Dictionary has said “the job or activity of providing training for people or helping to prepare them for something”, I now realise that coaching and mentoring are pretty much alike, and I have been coached and mentored. Likewise, those who coach, are not always aware that they are doing so and can often do it subconsciously, especially if that person holds a more senior position to that of the person that they are coaching.
Coaching has been described as “developing a person’s skills and knowledge so that their job performance improves, leading to the achievement of organisational objectives” (CIPD, 2013)
From the moment you are employed as a trainee police constable, it is the start of a journey that is unlike any other you may have been on and is not even close to any job that you may have been in, not even those with a PCSO background have found the transition easy!  As I have previously mentioned, the role of a police constable is most certainly not an easy one. Combine this with the added pressure of a home life, balancing shifts, a university course, and the stresses of the actual job, walking into this kind of employment ONLY works when there is an element of mentoring available in my opinion.
We have our 6-month initial training where we are taught statutes, laws and different types of calls that we see day after day.  Then, my cohort had a maximum period of 12 weeks where we were tutored in a development unit and taken to calls with a tutor constable. To me, this is invaluable. You are shown how to do the incredible amount of paperwork we are expected to do, shown how to deal with real life situations in real time, and most importantly, shown how to dedicate more time to those matters that are the most pressing.  However, this tutorship is usually done by one person, and by having one person show you how they deal with things, will only give you a very one-sided approach to how you police. You can only be a successful police constable when you police the people you are there to protect in your own way, with the confidence you feel when you are doing it the way you wish to, and not trying to aspire to be the tutor with whom you spent 3 months with. Up until the point where you land on your shift, you would have had no other person from whom to gain any insight into policing from.
The person that has tutored you would naturally only have wanted what was best for you, and ultimately your performance reflects upon their work. However, I strongly believe that this period of our development could still be improved upon. It is my opinion that of the 12-week set period of tutorship that you should be given 5 weeks with one tutor then another 5 with someone else who has that role. This then can be ‘topped up’ by 2 weeks being out in shift with the people who you will be working with day in and day out. It will then be down to the initial tutor to see if you have gained enough experience, and confidence to be allowed to go from the tutor hub.  By having the guidance of the second tutor, whose student would also have the same length of experience as theirs, you will see that people deal with things in such vastly different ways that it may not be so overpowering to some when they fly the tutor hub nest.
 One thing that I have learned is that there is a lot of suspicion around why tutors have taken their role for one of three reasons. They either wish to help upcoming constables find their feet and have a wide range of knowledge to pass on. They have decided that they no longer wish to carry a workload as such, and that not doing full night shifts better suits them due to many reasons. Or lastly, they have been told that they are doing that role, and don’t really want to do it.  Whatever their reason they are in that role, it is worth bearing in mind that the student will be moulded into the ways of the tutor.
When you are then put onto a shift is where, in my opinion, the mentoring element comes in.  this is done by people that are doing the same job as you, day in, and day out. They are carrying workloads. They are covering the same area and having the same repeat callers.  If the origin of the term ‘mentor’ reflects a “guide and instructor” then this truly is the time where this happens. This is where you can pick up better working practices, shortcuts to save the new starter time, and a knowledge of the area which is so very underrated. 
Obviously, due to the nature of the job, we have vast amount of information that one needs to learn so much important information that can have such life changing effects on people, and the limitations we have the power to impose upon people. These include things such as losing their right to freedom (by being under arrest). The pressure of the job, and the stresses that come with it when thinking about how much we need to remember or even know the very basics of, cannot be taught. It is something that just happens to you, no matter how much teaching you experience, it is only by mentoring and coaching and repetition that things like this will eventually sink in. There is so much pressure on probationers and there is nothing that can ever prepare you for the amount of it that is both directly and implicitly placed upon your shoulders is for so very many, unbearable. With this being far too much for people to continue with and so much difference in working shifts, it is of little surprise that so many people have quit their newfound roles within the police service.  (Hertfordshire Police Federation has shown that Northamptonshire Police Force had an attrition rate of almost 20% between November 2019 and April 2022.) I think that this can be attributed to many reasons, but by far the biggest reason has to be down to the University work that has been set upon new recruits by the College of Policing, this was extremely evident within the cohort that I joined with. There is a significant amount of people who have handed in their resignations.
This again is not something that can be coached or mentored through. 
For me, the best type of mentoring is done by someone whom we already trust and see as being someone who has a lot of success within their job roles.
Ultimately, for me, the main difference between coaching and mentoring is that within mentoring, it aims to improve one aspect of a person’s job/ career, but with coaching it considers the entire person and takes on a holistic approach to the entire person and takes into consideration what type of learning the individual will react better to, what else needs to be involved in the persons development?
I can specifically recall a moment so far in my career whereby I was really struggling to get to grips with writing updates quickly and succinctly, and then swapping to writing case files. It was suggested by my first sergeant that I would benefit from being mentored by a long-standing colleague who was on the same shift as I was. I was in the middle of trying to get an ADHD diagnosis ( I had been told by my employer that they would not pay for one), I was struggling to get on with two other females on my shift, and with the cohort that I started with, I was the only one that was sent to work in the area. I felt lonely and that I would not ever get to a place where I was happy or accepted. I felt that the mistakes I was making were easily rectifiable, but I kept making them and I did not know why. The pressure was definitely getting to me, and I felt that my life was a pressure cooker, waiting for the lid to blow off.
I spoke to my sergeant on my shift, I spoke to my inspector, and I also spoke to the sergeant who was in charge of the pupil development unit, and we all agreed that I needed some sort of regular feedback. Two-way feedback that would help me realise when I was making a positive contribution, and constructive criticism when things were not working so well.  I had asked my peers for the same and to give me an honest opinion of how my policing came across to them, and if my learning was on par for previous probationers. I was so convinced that only being in the training venue for a fraction of the 6-month training period due to COVID rules, had massively impacted upon my learning and development.
I can definitely say that the GROW model of mentoring has worked for me. This is a mentoring model devised by Sir John Whitmore. Whitmore devised a simple mentoring system, whereby specific steps of the below process are covered, these are used in conversations, as well as intended and planned leadership, all in the name of developing the person to their maximum potential by using a tried and tested, proven mentoring technique. 
This specific model relates to the following acronym:GROW
 Goal – what do we want to achieve through mentoring? 
Agree SMART objectives. 
Reality – the need for honesty, both ways. 
Options – what could we do to achieve our goals and what choices do we have? 
Wrap up – where are we, and what options do we have?
By having the support of one specific colleague who was not trained to be a tutor, nor wished to be a leader or a higher-ranking officer, but who was very honest and was straight talking, was an absolute dream.  It was a chance for me to get an appraisal of my policing abilities and also gave me a chance to reflect upon what I felt I needed to refresh in my mind and give my opinion on what I felt I could help improve within the force.  This is in line with the traditional one-to-one mentoring, that is an effective and recognised mentoring system deliberately used in policing. 
After the way in which my initial training was delivered, as in mainly online, and the struggles that brought with it, I was glad to have received one to one mentoring as opposed to distance mentoring, which is another recognised model. Group mentoring whereby there are many people being mentored at the same time, should also have a mention at this point. To me, the group method is not one that fully aligns with the mentoring ethos, where the whole person is looked at, more than an issue with a gap in knowledge and a pragmatic and diligent approach is taken. If I had been part of a group mentoring session, I do not believe that any issues I had identified for myself and that were reinforced and pointed out  by line managers and colleagues, would have been wholly addressed, or even looked at on an individual basis. With this in mind, I think that I would possibly be still carrying such issues as what I was before getting the opportunity of being mentored.
Some of those who are nominated or thrust into mentoring do not wish to be there. As someone who has benefitted from this, if I had been aware that the person who is explaining to me the many intricacies of certain elements of this job, was not wholly into being there at that moment, it would have had the potential to damage my confidence. 
I am of sound enough mind, and a mature enough personality to take on board what others can see as a learning opportunity for myself.  Since becoming independent on shift, I have been to many incidents of varying severity, I have encountered good and bad outcomes, being assaulted and been blamed for things that have either been nothing to do with me or could not have been avoided. I have made friends and made enemies. I have been scared beyond belief for mine and others lives. I have hated the job, and at times I have been grateful to hold my position. Whatever I have experienced or felt, I would not have gotten this far if it wasn’t for the coaching and mentoring I have been afforded, either directly or indirectly, from not only those who knew and were paid to do so, but speculate those who have taken it upon themselves to give me advice and guidance in the way that has helped me persevere with not only going back each day and making a career for myself, but also helping me manage my time, and my work commitments in a way that only a seasoned and accomplished officer can be. For their time and effort into making me the officer that I am today and will become, in the future.  The whole experience of being mentored, seeing the existing way in which people teach others, and what I have learnt from unofficially helping new starters in the way of showing them the ropes with the systems that we use, radio etiquette, etc, has also made me question  if I could possibly become a mentor/ tutor in years to come!
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