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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:

This essay will discuss an incident that I played a significant role with an offender and provide a reflective account on what happened. Within the body of this essay I will critically evaluate the strategic role of the College of Police in professionalising policing in the U.K and it will evidence how I am working to fulfil the role of a modern professional police officer now that I am in my third and final year of my probation. During this essay I will critically reflect upon how my final year of probation has seen my role as a police officer change. Whilst discussing the above elements this essay will consider the strategic Policing requirement and the College of Policing’s 5 Year Strategy.

This incident that I will use for the question title is an incident whereby my colleague and I were both assaulted. The information I received via my police radio prior to attending this call was that care home staff needed assistance in relation to a male. No information was known about the male so the police Public Service Centre (PSC) were unable to provide my colleague and me any warning markers for the male involved. When I arrived at the incident there was one male suspect and four male carers. I was then informed by the male carers that the potential offender did not like females. As the information I received prior to attending the call was extremely limited I was discussing with the care home staff trying to establish why they required police assistance. Whilst trying to establish details with the staff the male suspect than ran at me, lunged for me and grabbed my vest in the chest area and grabbed me to the arm. A physical altercation then took place trying to detain and arrest the male. During this altercation, the male suspect bit me to my hand and spat blood at my colleague. With assistance from other colleagues the male was arrested and conveyed to police custody for assaulting two emergency workers. 

To reflect on the incident that I have described above I will be using Gibbs Reflective Cycle (Gibbs, 1988). This reflection model which was developed by Professor Graham Gibbs in 1988 is made up of five separate elements allowing individuals to fully reflect on an incident or situation that they were involved in and identify what areas they performed well in and what areas they could improve in. The five elements that make up the reflective cycle are; description, feelings, evaluation, conclusion and action. This reflection model will allow me to truly reflect on this incident in great detail. 

In order to fulfil the role of a modern professional police officer, the College of Policing has outlined the strategic role in professionalising policing in the U.K. The College of Policing have created a course called Continuing Professional Development (CPD). College of Policing has defined CPD as “CPD is ongoing; it enables the individual, in collaboration with their organisation, to maintain, develop and gain recognition for existing and new professional skills, knowledge and competence” (College of Policing, 2020). College of Policing will say that all police officers and police staff should consider the five principles of CPD which are; 
“1. It is a collective responsibility, with the individual, forces and the College of Policing working together to support the individual’s development.
2. It balances the needs and aspirations of the individual with the requirements of the organisation and the service as a whole.
3. It supports the individual to remain professionally competent in their role through a continuing process that recognises and builds upon existing competence.
4. It is recorded to show the effect that it is having on the individual’s professional practice.
5. It provides a benefit to the public through contributing towards improving the quality of service provided by policing.
(College of Policing, 2020).

I feel that if CPD was followed correctly then there could be many positives to take from it. CPD focuses on individual’s needs and what areas they wish to develop in whilst working as a collective with the individual, the force and College of Policing in order to achieve the end goal. CPD encourages that the individual is recognised for their current skills and knowledge but are also recognised when they learn and develop new skills and knowledge. If CPD is done to a good standard, when the officer or staff come to do their professional development review, they will be able to get the most out of the review allowing them to be better prepared for promotion opportunities as well as allowing them to continue enjoying their current job and preforming well. I personally feel that officers and staff would benefit from CPD as it will encourage them to continue working to a professional standard but also enjoying as they’re learning.

As well as CPD the College of Policing has published a five year strategy with the hope that they would become a world class professional body for everyone working in the policing environment in Wales and England. This five year strategy set out what the College of Policing wanted to achieve in five years from the publication date in raising standards, building evidence and supporting the professional development of those working in the policing environment. The strategy outlined five key outcomes which are; 
1. “Standards in policing will be raised and standards of professional practice will be evidence based, published and accessible to the public
2. The evidence-based practice developed will be used to challenge and improve the way policing is delivered
3. There will be a framework for professional development in policing
4. Collaboration between policing and other agencies will result in joint research, evidence, standards and practice
5. People working in policing will have confidence that the decisions they and their colleagues make are guided by sound ethical principles”.
(Bakes, 2017)
Another model that focuses on professionalising policing in the U.K. is the Strategic Policing Requirement. The Strategic Policing Requirement focuses on areas that the government has responsibility for ensuring that sufficient capabilities are in place to respond to cross boundary and serious threat. It also supports Chiefs Constables and the Police and Crime Commissioners to balance priorities. The Strategic Policing Requirement has been reviewed closely by the Home Secretary and new elements have been added upon review. The Strategic Policing Requirement introduces Terrorism, Serious and Organised Crime, Cyber Security incidents, Public Disorder, Civil Emergencies and now Child Sexual Abuse (Home Office, 2012).

These two additional models were also created in order to professionalise policing in the U.K. Point 4 of the College of Policing’s five year strategy which refers to the collaboration between policing and other agencies was not met during the incident I have referred to. Information sharing between the police and partner agencies failed as my colleague and I did not have the information that we required before dealing with this situation. However, although I feel that this point was not met and it could have potentially caused significant injury to officers, my colleague and I still continued to act in a professional manner. 

In order for me to personally work towards fulfilling the role of a modern police officer now that I am in my final year of probation I have used ‘Continued Professional Development’. During my three year probation I have been expected to complete three occupational competency portfolio’s (OCP). An OCP is made up of 15 different portfolio’s each containing elements that I must complete to show that I am competent in each area. The portfolios cover a vast range of different topic areas within policing. I also completed strengths and areas that I could improve on for each portfolio. Lastly, I have three reviews throughout the academic year with my Area Training Officer to see how I have developed. The reviews also consists of what new skills I have developed, what skills I could improve on and identified any key areas of policing that I wished to develop further. By discussing this with my ATO I was able to identify what areas I am proficient and what skills I could carry out on my own. I was able to identify what areas I needed to improve in and how I could improve on them by setting myself goals and developing my knowledge in that particular area. I have also discussed what area of policing I wished to progress in and develop in the future. Completing these reviews has provided me with a positive experience as I have been able to recognise what areas I can improve in and also to identify what areas I would require additional support to allow me to develop. All the above points have allowed me to develop and gain independence as a police officer and I am now able to conduct day to day tasks as a positive, professional officer. Specifically relating to the incident that I have discussed above, I dealt with and managed the conflict extremely well given the circumstances I found myself in. I utilised my body worn video to capture the incident but most importantly I used my body worn video to capture the actions that I took during this incident as it is force policy to use body worn video when using force on an individual. 

Now that I am in the third and final year of probation my role as a police constable has changed significantly. I am more independent meaning I can make decisions by myself when dealing with all types of different operational situations. I am now becoming a lot more experienced and have developed a significant amount of knowledge since my first year of probation. Since I have gone into my third year of probation I have completed a number of different courses allowing me to bring new knowledge and skills to share with the rest of my team. I am now able to take the lead role at incidents when I’m working with colleagues with more service than me and colleagues with less service than me. I am now given more responsibility by my supervisor and the level of crime that I am dealing with is now more serious and complex rather than low level. One specific area that I have seen the role as a police constable change for me during my third year of my probation is my confidence when dealing and managing conflict. During my first two years of probation I did not like dealing with conflict as I was not confident in using force and would shy aware from confrontation. Now that I am in my third year of probation I am confident when dealing with conflict and I am able to deal with hostile situations on my own and I am able to assist other colleagues where I am needed. During this incident I was able to use force in order to gain compliance by the male suspect. I was able to protect myself from being badly injured, prevent the male suspect injuring my colleague, protect the staff at the location whilst using conflict management tactics that I was taught during Officer Safety Training (OST) and execute the arrest and detention of the male suspect. Since being in my third year of probation I have also developed and improved on my communication skills. However, one area that I feel I could improve on is communicating during conflict. I feel that from this incident this area was highlighted as an area that needed improvement. 

I feel that during this incident I played a significant role with the offender and I dealt with the conflict and confrontation well. I used force approved techniques when using force on the male suspect in order to gain compliance. I did not shy aware from the conflict and my role in this incident prevented myself and my colleague from being seriously injured. I also was able to recognise that in order to conduct the arrest of the male as safely as possible I asked for further police assistance to help with the detention of the male. In order to improve in my conflict management and expand my skills and knowledge I have now applied to go on a taser training course. I feel that I have now had a lot of experience in managing and dealing with conflict so I have already developed my skills and confidence level in this particular area. I will also continue to use CPD when I complete my probation as I will participate in the professional development review. I will continue to take the positives from situations and always look to see what I can improve on to better myself and bring skills and knowledge to my shift. 

To conclude, this essay has reflected on an incident in which I played a significant role with an offender by describing the incident and discussing what I did well and what I could do in order to improve my skills and knowledge when dealing with conflict. This essay critically evaluated the strategic role of the College of Policing in professionalising policing in the U.K and also evidenced how I worked towards fulfilling the role as a modern professional police officer now that I am in my final year of probation by discussing different elements with my ATO. Within the body of the essay I also critically reflected upon how my final year of probation has seen my role as a police officer change as I have been given more independence and responsibility when dealing with more complex incidents. I also considered the strategic policing requirement and the College of Policing’s 5 Year Strategy. Lastly, to finish this essay I discussed my feelings and evaluated my involvement in relation the incident to comply with Professor Graham Gibbs’ reflection cycle.  
(2,299)
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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?


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




ANSWER:

This essay will discuss a policing incident which I played a significant role in dealing with a missing person and reflect on what happened. This essay will also critically evaluate my experience with the use of social media as means of informing and engaging with the community and promoting policy initiatives whilst linking it directly to the incident. This essay will consider the force policy on using social media for professional information and engagement purposes. This essay will discuss what social media platforms are used by policing and what the benefits and risks of using social media within policing can be. 

The incident that I am going to use for this essay is involving a high risk missing person. I received a call stating that a high risk missing person had left a local women’s refuge following contact with her ex-partner. The missing person was also a high risk domestic abuse victim from her ex-partner. I attended the women’s refuge and asked staff the initial following questions; when was the last time you saw her? What was she wearing? What was the last known direction of travel? Did she have any money on her? Did she have her passport on her? Does she have any access to any vehicles? Where is she likely to go? Following asking the above relevant questions I conducted a room search of the female’s living space. Whilst conducting that search I found a notebook containing several written comments, the contents of which were extremely concerning. I asked the staff if they had any knowledge of these and they stated that the female writes down the offensive comments that her ex-partner has made to her. I then found a photograph of the missing person and photographed it before sending it to the Public Service Centre (PSC). I then passed the PSC a detailed description of the female and asked them to put out an observation request to the talk group channel. After this was completed I sent the PSC the photograph of the missing person’s face, the photograph on CCCTV which last captured the female and the description and asked them if they could do a social media appeal.

In order to reflect on the incident above I will use Gibbs Reflective Cycle (Gibbs, 1988). Gibbs’ Reflective Cycle is made up of five different elements which are; description, feelings, evaluation, conclusion and action. This model is broken down into these five separate elements allowing the individual to really break down the reflection of their incident and get the most from this model. Gibbs’ Reflection Model was developed in 1988 by a male called Professor Graham Gibbs. I will use this model throughout this essay in order to reflect on the incident. 

Social media is “forms of electronic communication (such as websites for social networking and microblogging) through which users create online communities to share information, ideas, personal messages, and other content (such as videos)” (Webster, 2004). The Police Foundation will say “An online presence in a modern world is as important as traditional policing methods such as walking the beat” (Keane et al 2014).

My experience with the use of social media within work has been very limited until now. The main reasons I utilise social media for policing are for missing persons, for outstanding high priority and dangerous suspects and during my neighbourhood policing attachment. However, each time I have used a police social media platform has been through the Public Service Centre (PSC). In order to gain access to the police social media platform, officers must complete a learning package to understand and develop knowledge. During my neighbourhood policing attachment I engaged with the community during Covid-19. I was able to post tweets on South Wales Police’s twitter account of different areas where more frequent patrols were taking place in order to tackle the Covid-19 pandemic. These posts received both positive and negative reactions from members of the public. I felt that this was a good way of keeping the community involved during tough times and also providing them with reassurance that the police were out trying to tackle the pandemic and keep the community safe. 

In order to inform the community I have also updated the PSC with ongoing incidents that would affect the general public whilst carrying out their day to day duties. For example, road closures following Road Traffic Collisions (RTC). Specifically relating to the incident above I have utilised social media for information in relation to missing persons. I passed the PSC the required detail with a photo of the missing person and requested that a social media appeal goes out. It is important to remember that sometimes too much information can actually put the individual at risk. For example, in this incident the missing person came from a women’s refuge following a domestic situation with her ex-partner. In order to locate the missing person some details had to be shared on South Wales Police social media platforms but it was important to recognise which ones. South Wales Police have many different social media accounts on the same platform as they have one main account for South Wales Police and then they have three other accounts specifically relating to the Basic Command Unit. So in this case it was requested that the appeal was posted on the main South Wales account to avoid the missing person suffering harm from her ex-partner. 

Within South Wales Police organisation there are many different policies in place for many different aspects of policing, one in particular is the social media policy. The current social media policy is split into three different elements which are; personal use, things you can’t do and guidance and procedures that must be followed. From my experience I am aware that any police officer or staff that use social media for personal use must not disclose that they are an employee of South Wales Police, they are not to engage with abusive or aggressive users, they are to avoid commenting on controversial issues and they are to familiarise themselves with privacy settings. Police officers and staff who utilise social media within the workplace must not make derogatory comments about South Wales Police regarding its policies, personnel, procedures and operations and they must not divulge any information that may compromise any operations, intelligence, investigations which breaches the Data Protection Act. The guidance and procedures that officers and staff are governed by when using social media for work related purposes allow them to publish CCTV images of unnamed suspects and use social media for legitimate investigative or research purposes.

There are many different types of social media platforms used by all police forces. Specifically in South Wales Police they use Facebook, Instagram and Twitter but also still use their current webpage to display vital and key information. As well as the main social media accounts on each platform follows several other accounts which are specifically for the three Basic Command Units which are Cardiff and The Vale, Swansea and Neath Port Talbot and Mid Glamorgan. When using any South Wales police social media platform the above policy must be endorsed at all times. 

There are benefits and risks of using social media especially by police. Government Technology will say that there are nine benefits for police using social media and they are;
1. As a Source of Criminal Information
2. As a Voice in Social Media
3. To Push Information
4. To Leverage the Wisdom of the Crowd
5. To Interact with the Public
6. For Community Policing
7. To Show the Human Side of Policing
8. To Support Police IT Infrastructure
9. For Efficient Policing
(Writer, date of publication unknown). 
Each one of these nine points are different and have all been noted as a way in which police can benefit from the use of social media. Point 1, ‘a source of criminal information’ means that police can interact with members of the public when appealing for information in relation to a criminal offence or the police can post on social media information linking to a criminal offence to alert the public and ensure their safety. Point 2, ‘a voice in social media’, this simply means that the police force can have a voice on social media and be able to post content relating to vast range of policing elements for example, a simple post of a photograph of the mounted department. Point 3, ‘to push information’ again this means to get information out the pubic or ask for the public to assist with information. Point 4, ‘to leverage the wisdom of the crowd’, means to influence the way they think and appeal to their better nature. This could be used during bug public order events. Point 5, ‘to interact with the public’ means that they are engaging and communicating with the public and sometimes even asking for their opinions. Recently South Wales Police posted on their social media platforms asking the public their views and opinions on how South Wales Police run their social media and suggestions on ways to improve it. Point 6, ‘for community policing’, South Wales neighbourhood policing team often post on social media interacting with the public, target hotspots and sharing information about events happening in their community area. Point 7, ‘to show the human side of policing’, social media is a big part of most people’s day to day life. It is important that the police are consistent and mirror the members of the public by using social media as a means of communication. Point 8, ‘to support police IT infrastructure’, means support the police combination of the components needed for the operation and management during the use of social media. Point 9, ‘for efficient policing’, one thing that all the nine points have in common including this point is they focus on building relationships with members of the public through the use of social media. 

As well as benefits of social media there are risks of police using social media. The risks that police may face when using social media for personal reasons are, officers and their families could be personally targeted and receive threats on social media as a result of their job. Social media can also affect officers when they are trying to carry out their lawful duties. Police officers can find themselves surrounded by the media and cameras who capture police when dealing with incidents. The video footage that is seen in the media can reflect badly on the police even when the footage does not show a true and accurate account of what happened. This then causes barrier issues between the police and the public (Waters, 2012). Social media can have a negative impact on court proceedings, breaches of privacy, inducing/inciting violent behaviour, calumniation, menacing, harassing or coercing the causing of an offence (Group 34, 2017). According to this source, social media can have a direct negative impact on the above elements purely as a result of individuals using social media. Another negative of social media is that it has created further offences that individuals are able to commit. The new offences and other offences that can link to social media are fraud, harassment, identify theft and malicious communications. As a result of social media the figures of the older crimes have increased (Group 34, 2017).

I feel that I dealt with this incident very efficiently as I spoke to staff to gather as much information as possible regarding the missing persons circumstances, I sought to clarify why were in a women’s refuge, the circumstances leading up to the persons going missing and any reasons as to why the missing person in fact went missing. I also gathered as much detail in relation to the missing person’s description and took photographs in readiness for the social media appeal. I viewed CCTV to get an exact direction of travel and to get a further detailed description of the missing person’s clothes. The CCTV trawl was also used to clarify whether the missing person had company and to check whether the female had access to a vehicle or if she was picked up in a vehicle. I then updated the PSC for observations to be circulated to allow further units responding to the call a better chance of locating her, whilst being aware of the greater danger we could place her in regarding her ex-partner. If I was to have a similar situation occur in the future I am satisfied that I would continue with the positives from this incident and conduct an efficient enquiry. 

In conclusion of this essay I have discussed a policing incident whereby I played a significant role in dealing with a missing person and have reflected on said incident throughout using Gibbs’ Reflective Cycle. I have critically evaluated my experience with the use of social media as a means of informing the community and also engaging with the community by reflecting upon previous incidents. I also considered the force policy on using social media when obtaining professional information such as requesting the known whereabouts of missing persons. I have also engaged with the public via social media at different times during my probationary period, such as during the Covid-19 pandemic. I have also identified what social media platforms are used within policing and specifically South Wales Police. The benefits and risks of social media has also been discussed with in the body of this essay. I have reflected on this incident and before concluding this essay I discussed the feelings and evaluation elements of Gibbs’ Reflective Cycle.
(2,260)













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:

This reflection essay will discuss a policing incident in which I played a significant role with both an offender and victim during a domestic violence incident. Within the body of this essay, I will discuss different leadership styles which I have developed and have applied to numerous operational situations, as well as critically evaluating and evidencing my flexibility in leadership styles whilst policing the domestic violence incident. This essay will also discuss leadership models that are commonly used in policing. Lastly this essay will refer to feelings, evaluation and an action plan whilst reflecting on the role I played during this incident.

In order to reflect on the following incident I will use a reflection model called Gibbs Reflective Cycle (Gibbs, 1988). In 1988 Professor Graham Gibbs developed this reflection model to help individuals reflect on the good and the bad from a situation which allowed them to improve in the future. Gibbs Reflection Cycle is broken down into five separate elements which are; description, feelings, evaluation, conclusion and lastly action.

The incident that I will use in order to answer the question title is a domestic violence situation that escalated due to the offender’s behaviour. This incident involved a female victim, a male offender and three police officers with additional assistance from further colleagues. Prior to attending the call the information I received was that a neighbour heard a female shouting for help and requesting police. A different neighbour witnessed the male offender assault the female victim by hitting her to the face. Prior to attending, the control room also provided officers with the offenders warning markers which were high risk domestic abuse aggressor towards the victim, aggressive towards officers, previously assaulted officers and violent upon arrest. When I initially arrived at the location with two of my colleagues both parties were separated and spoken to individually. The victim did not disclose any form of assault to officers however, she had visible injuries to her face and there were signs of a disturbance at the address. Whilst I was speaking to the victim my colleagues were talking with the offender. The offender became verbally aggressive towards officers and then became violent. I assisted my colleagues with the arrest and detention of the offender before conveying him to police custody. During the arrest of the offender force was used in order to gain compliance and execute the lawful arrest. The situation was volatile and I took it upon myself to be the officer in charge. 

As I was the officer in charge at the incident, it was important that I showed leadership skills and ensured that all officers involved worked as a team. There are many different leadership styles that can be applied in different situations and they are;
1. Supportive Leadership 
2. Directive Leadership
3. Achievement Oriented Leadership
4. Participative/Democratic Leadership
5. Autocratic or Authoritative Leadership
6. Strategic Leadership 
7. Charismatic Leadership
8. Laissez-faire Leadership
9. Transformational Leadership
10. Transactional Leadership
11. Coaching Leadership
12. Cross-cultural Leadership
13. Visionary Leadership
14. Bureaucratic Leadership

Supportive leadership style is a leader who assigns tasks to individuals or teams but provides them will the skills and support they need in order to complete the task. When issues arise, a supportive leader will work through the issues with the individual or team. Empathy, trust, tolerance and confidence are all characteristics that a supportive leader must have. The supportive leadership style has advantages and disadvantages. Advantages of the supportive leadership style are; loyalty is created within the team as the team will feel that they are heard and valued. Supportive leadership style supports the individual or team during stressful situations and it’s good for long term development. Disadvantages of supportive leadership styles are, the team or individual can rely or become dependent on the leader which could then blur the lines of responsibility to progress tasks (LTB Team, 2016).

Democratic Leadership style is sometimes referred to as participative leadership. The democratic leadership style is a type of leadership which allows individuals within the group to participate in the decision making process. It is down to the democratic leader to decide who the team members are and if they get to contribute in the decision making process. There are primary characteristics that make a democratic leader and they are; sharing ideas and opinions is encouraged leaving the leader making the final decisions, creativity is encouraged meaning that members feel more engaged in the process. Like all leadership styles there are pros and cons with this particular leadership style. The pros of being a democratic leader are there are; “more ideas and creative solutions, group member commitment and high productivity”. The cons of being a democratic leader are “communication failures, poor decision-making by unskilled groups and minority or individual opinions overridden” (Cherry, 2021).

Transformational Leadership style is a leader who inspires positive change within the team they are leading. Energetic, enthusiastic and passionate are all traits that transformational leaders tend to have. Researcher Bernard M. Bass suggests that there are four components of transformational leader and they are; inspirational motivation, idealized influence, intellectual stimulation and individualized consideration (Cherry, 2020). Brandon Gaille will say that there are 24 advantages and disadvantages of transformational leadership and they are as follows;
“Advantages
1. Transformational leadership lowers turnover costs 
2. It is a leadership style which engages the full person
3. Transformational leaders create and manage change
4. New corporate visions can be quickly formulated
5. Transformation leaders create enthusiasm
6. It encourages ongoing learning and development
7. Transformational leaders are excellent communicators
8. It quickly changes low-morale situations
9. Transformational leaders understand relationships
10. It is a leadership style which focuses heavily on ethics
11. Transformational leaders ask the important questions
12. This leadership style takes pride in the outcomes achieved 
13. Transformational leaders seek to avoid coercion 
14. People are treated as individuals
Disadvantages 
1. Transformational leaders can develop negative outcomes
2. There must be continual communication available
3. It requires constant and consistent feedback
4. Transformational leaders need their followers to agree with them
5. Risks taken through transformational leadership can be disruptive 
6. It can lead to employee burnout 
7. Transformational leaders often focus on individual needs
8. It is a leadership style that can focus on deception
9. Transformational leaders are not always detail-oriented 
10. It is a leadership style which may ignore certain protocols”
(Gaille, 2018).

Transactional Leadership style is a style that works towards results, adheres to existing structure of the organisation and measures success in compliance with the organisational rewards system. In 1947 Max Weber described transactional leadership as “the exercise of control on the basis of knowledge”. Characteristics of a transactional leader are; someone who is focused on short-term goals, structured policies and procedures are favoured by the leader, the leader thrives on doing things correctly and following rules, the leader tends to be inflexible and opposed to change. Advantages of transactional leadership are; rewards are given to motivated individuals whose self-interest is to follow instructions, short term goals are quickly achieved and individuals have a very clear understanding of rewards and penalties. This type of leadership also provides an unambiguous structure for large organisations. Disadvantages of transactional leadership are; the rewards the individual receives are on a practical level for example, money and the rewards does not reward personal initiative. This type of leadership means that goals and objectives are already set so creativity is very limited (STU Online, 2014).

In order to deal with the above incident I used the transactional leadership style. I used this leadership style as the male suspect became volatile and immediately took a disliking to one of my colleagues. In order to execute the arrest as safely and quickly as possible I took control over the situation and carried out the role as the leader. During the incident the main goal was the short term goal which was arresting the male and conveying him to custody with the minimum force used by all officers and ensuring that no officers were assaulted during the process. I was also aware of the policies and procedures in place that needed to be followed in relation to this male. Although I used this leadership style during this particular incident, there have been times whereby I have shown qualities of a different leadership style. For example, when working with a colleague who has less service than me I can be a democratic leader. I am aware that my colleague looks at me to take charge at an incident however, I allow my colleague to be involved in the decision making process as it also benefits their learning and development.
As well as leadership styles there are leadership strategies. Leadership strategies are strategies that influence, engage and encourage excellent performance within the team. Five named leadership strategies are; Define and Communicate Vision, Encourage Recognition, Speak from the Heart, Delegate and Empower and finally, Commit and Continued Education. 

Define and Communicate Vision is measureable and long term. This type of strategy helps an organisation paint a picture of the future, have a vision for the organisation and be able to share the vision with other members of the team. This strategy allows the whole team to know exactly where they’re located within the vision throughout the whole process (Crestcom, 2016). Although this type of leadership strategy is normally used for long term visions, I used this type of strategy in order to deal with this incident. The reason I chose to use this type of leadership model was because the vision for the organisation was again to execute the arrest of the male as safely as possible and to convey him to police custody without any further complications. I informed every colleague on scene where exactly they are located within he vision to avoid confusion.

Encourage Recognition is a leadership strategy that focuses on recognising the individual and making them feel appreciated and valued. This type of leadership strategy instils a sense of commitment and engagement. Celebration and recognition is how the leader will encourage the individual and team to continue working above and beyond to show continued commitment to the organisation’s vision. Within in the workplace a study shows that 60% of adults agree that personal recognition is important however, the other 40% feel that don’t need recognition as they are self-motivated (Crestcom, 2016).   

Speak from the Heart is a leadership strategy whereby people mistake the strategy as some people are born with it and others are simply not however, that is not the case as this strategy, just like others, is a choice. When a leader is communicating with their team, the team member can and will know if the leader is passionately engaged about the organisations vision simply by how they talk about it (Crestcom, 2016). I would apply this type of leadership strategy when dealing with incidents whereby involved officer’s emotions are likely to be effected. For example, when officers have dealt with incidents like sudden deaths or assaults with significant injuries have occurred. 

Delegate and Empower is a leadership strategy whereby the leader will delegate and empower the rest of their shift. The leader that uses this strategy may feel that they are in a position of responsibility that may make them feel a sense of self-worth. The leader can then give that self-worth to other members of the team to empower them. Empowering the rest of the team can mean training them, coaching them, and rewarding them (Crestcom, 2016).   

Commit to Continued Education is a leadership strategy whereby it’s a journey which has no specific destination. Continued education, practical application of skills and networking both internally and externally are all elements that leaders commit to continuous development. It is encouraged to share knowledge and experience amongst the team by a leader who uses this type of strategy (Crestcom, 2016).  

As well as leadership strategies there are leadership models. Three leadership models that provide insight, practical tips and a fresh perspective on leadership are STAR team leadership model, Style and Focus Leadership model and 5S Uncommon Leadership model. STAR stands Strengths, Teamwork, Alignment and Results. Style and Focus Leadership model is the different team development stages which has been brought together from the STAR elements. This leadership model answers the following questions: 
“1. What stage of development is the team at?
2. What should be the team leader’s focus, as the team develops through the different team stages?
3. What should the leader’s style of leadership be for different stages of team development?”
The 5S uncommon leadership model consists of five S’s which are seeing, shaping, showing, serving and sharing. The author explains these further as 
“Seeing- having a vision and discerning a way forward
Shaping – creating the culture and systems to enable a vision to be realised
Showing – being able to demonstrate by action the kind of organisation you want to create
Serving – having a focus on serving your colleagues, your customers, stakeholders and the wider community
Sharing – developing and encouraging others to lead and building leadership capability more widely in the organisation”
(Leading Resources for Resourceful Leaders, 2013).
All three of these leadership models can be commonly used in policing by supervisors as they fit in with the policing environment. I think that the policing environment would benefit massively if every supervisor used one of the leadership models or a combination of leadership models, in order to lead and manage their staff.

From dealing with this incident I feel that I handled the situation very well in relation to managing conflict, taking control of the situation whilst acting as a leader during the incident, communicating with everyone involved effectively and ensuring that risk management level was low. I feel that I chose the right leadership style to fit the incident and that allowed me to deal with it in the best possible way. If I was to do this again I would consider using a mixture of leadership styles during the one incident. I would use a mixture of transactional and democratic as there were colleagues working alongside me during this incident with less service, so it would have been a good opportunity for them to be more involved in the decision making process. However, I am fully aware that this incident escalated rather quickly and this was the best option to take. 

In conclusion for this essay I have critically evaluated and evidenced my flexibility in leadership styles as I have discussed what leadership I used during this incident, what leadership style I could have used if I was to do it again and what leadership styles I have used when dealing with other police incidents. I have critically analysed leadership strategies that I have developed to manage a range of different operational situations as I have discussed five different leadership strategies and applied them to police incidents. I have also considered leadership models that could be commonly used in policing. Throughout this essay I have also reflected on the domestic incident that I played a significant role in and discussed how the above elements relate to the actions I have taken.
(2,519)













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:

This essay will critically reflect upon my three year probation within policing and will consist of mentoring and coaching definitions, theories and models used in policing and how I have benefitted from mentoring and coaching during my three year probation. Within the body of this essay it will discuss goal setting models and how I have met personal, professional and organisation goals. How my three year probation has aided me to learn, develop and perform within the workplace will also be referred to during this essay and lastly, this essay will explore feedback models and how I provided and received feedback in the workplace. 

In order to reflect upon my three year probation I will be using Professor Graham Gibbs reflection cycle model (Gibbs, 1988). Gibbs’ reflective cycle consists of five stages which are description, feelings, evaluation, conclusions and action. 

Each year of my three year probation has been significantly different. My first year of probation was spilt into two different halves. The first half consisted of my initial six month training whereby I studied law definitions and regulations and was expected to complete four exams. During these six months I was a student officer completing classroom based learning in company with other student officers being taught by police staff. The second half of my first year probation consisted of going out to my Basic Command Unit (BCU) and being taught by an experienced officer who was my tutor for ten weeks before being signed off as an independent officer and going into a mentorship phase. During this part of my probation I was able to put the theory I learnt into practice. During my first year of probation it was all about learning. My second year of my probation consisted of me developing my skills I had learnt during my first year and becoming a more independent officer. My third year of my probation consisted of me performing all the skills I had learnt and developed over the two years and applying them to everyday situations. During the third year of my probation I was able to share my knowledge and skills with new student officers who had joined my team and help them develop their skills. During the whole three years of my probation there were many challenges that I had to face and overcome which were specifically related to the role however another challenge that I had to overcome and adapt to was Covid-19.

In order for me to complete my three year probation, I had to be mentored and coached along the way. The Police Superintendents’ Association will say that mentoring is “sharing expert knowledge of a role or subject area to help others” and coaching is “support and guidance to maximise self-learning and development needs” (Police Superintendents’ Association, 2018). STEPPPA is a coaching and mentoring model that was developed by Dr Angus Mcleod. STEPPPA stands for Subject, Target identification, Emotion, Perception, Plan, Pace and Action/Amend (Mcleod, 2003). STEPPPA is primarily designed to overcome emotion during play. This model fits well into policing as there can be times where it’s emotionally difficult to deal with the situation that is in front of you. Another coaching and mentoring model that can be used in policing is the CLEAR Model (Hawkins, 1980). The CLEAR Model was developed in the mid 1980’s by Professor Peter Hawkins. The purpose of CLEAR model is to deal with personal and professional issues along with enhancing team performance. CLEAR stands for Contract, Listen, Explore, Action and Review. Again this model can clearly be used in policing as there is a definite break down of each stage whereby it is allowing you to learn, take action and review. 

From my initial two years’ probation I have benefited hugely from coaching and mentoring. My learning style is a mixture between visual and kinaesthetic. “Visual learners learn by seeing and kinaesthetic learners learn by doing” (Wilson, 2017). To allow me to get the most out of being coached and mentored it meant that I watched my tutor complete a task and then I completed the task after. I felt that it was important for me to tell my tutor what learning style I was as it allowed him to adapt the way he coached and mentored me. From being coached and mentored it has helped me start my new career as well as helping me with the future of my career as it has allowed me to develop my communication skills, problem solving skills and even allowed me to make mistakes and learn from them which I will continue to use and remember throughout the rest of my service. The disadvantage of being coached and mentored by the same tutor is that you only learn the way they conducted tasks. Everyone completes a task slightly differently and it was important to remember that I did what was most suitable for me. 

As well as being coached and mentored it was important that I set myself goals that I wished to achieve with the help of my tutor. The goals I set were both personal and professional goals and there were also organisational goals that needed to be achieved. In order to set my own goals I used the SMART theory. SMART goal setting theory was developed by George. T. Doran in 1981. SMART stands for Specific, Measureable, Achievable, Realistic and Timely (Doran, 1981). 

During my first year of my probation I felt that I needed to improve on my communication skills. I decided to set myself a personal goal which was to improve and develop my communication skills. Specifically, I wanted to improve on my communication skills as I knew that it was important to be able to build a rapport with individuals and to be able to gather as much information as possible when dealing with every incident. This goal was measurable as I was able to track my progression throughout my three year probation and I would notice the improvement in my communication and be able to track when the goal was achieved. This personal goal was more than achievable and very realistic as I would be dealing with numerous incidents, involving many different people during every shift allowing me to make progression towards this goal. The timeframe I set myself to achieve this goal was at the end of my third year in probation. I feel that I have already achieved this goal as I can personally see an improvement in my communication skills when dealing with policing incidents and I now am able to gather information from individuals without assistance from other colleagues. Being tutored and working with different and more experienced colleagues has allowed and helped me achieve this goal as I have witnessed them communicating with individuals.

Professional goals that I needed to meet were dealing with conflict, managing my workload and expanding on my existing knowledge. Specifically expanding on my existing knowledge, I set a goal to familiarise myself with law definitions and to get a working understanding of how I applied that knowledge during incidents. This goal was measureable as I was again able to track when I was confidently able to deal with a type of offence without any assistance from other colleagues. I was able to achieve different elements of this goal at different stages of my three year probation. Again this goal was very realistic as every shift I was exposed to different types of incidents/offences where my knowledge was challenged. The goal time frame was again at the end of my three year probation however, I was fully aware that I would never have the knowledge and understanding of every offence and incident given the wide range of incidents I am exposed to. During my initial six months of my probation I was in a classroom learning law definitions however, leaving the classroom learning environment and being a student officer on response has allowed me to put the theory in to practise and develop an understanding of what law definition fits into what circumstances. During live incidents, I have noticed that there are several offences that could fit the situation however, with the help and assistance from other colleagues I have been able to understand what offence is most suitable and why.

The chief constable for South Wales Police Force set out a delivery plan whereby organisational goals were set. The organisational goals that were set by the Chief Constable were split into two. Operational priorities protecting the vulnerable, preventing harm in our communities which had sub headings of prevention, partnership and peacekeeping. Organisational priorities understanding and responding to our people which again had sub headings of develop our organisation and develop our people. In order to achieve these goals my tutor and I would familiarise ourselves with the goals and discuss what we could do in order to make progress with achieving the end goal. By contributing my part working towards the organisational goals meant that the organisation as a whole was one step closer to achieving the end result.

Throughout the three years I have been able to learn, develop and perform in the workplace. (DeakinCo, 2017) will say that there are 14 practical strategies for motivating individuals to learn and grow in the workplace. From the 14 practical strategies there are;
1. Incorporate employee development into strategic planning
2. Formalise learning and development 
3. Incentivise and recognise employee achievements
4. Reward growth and upskilling
5. Make education the reward
6. Offer interesting and challenging work
7. Conduct regular performance reviews
8. Take an interest in employee’s career paths
9. Look for opportunities to empower and demonstrate trust
10. Provide mentorship opportunities 

Out of the 14 practical strategies 10 relate to policing. In order for me to learn, develop and perform in the workplace my supervisor, area training sergeant, my tutor and other colleagues have incorporated the above 10 strategies between them. My supervisor and tutor has incorporated all the above points and my area training sergeant has incorporated points 1, 2 and 7. Throughout my three year probation having other colleagues motivate me to learn, develop and perform has made the journey easier and more beneficial as it was a positive environment to be in and it was always acknowledged when I was performing well and achieving new targets.

Throughout my three year probation I was given the opportunity to provide feedback several times. I was often asked by my Area of Training Officer (ATO) what my thoughts were on the new police entry process and how I thought I was developing as a student constable. I was also given feedback via one to one sessions with my ATO during a review process. I was also given the opportunity to complete feedback questionnaires with areas of improvement within them. During my initial tutorship I often discussed with my tutor how I felt I was developing and if there were any concerns I needed to raise. Likewise, my tutor would discuss with me the areas I was exceeding in and the areas I needed to improve in. I feel like this is one of the most important sections whilst starting out in my police career as I was provided with reassurance that I was progressing and developing well and I was also told what I needed to improve on and how I could improve whilst being guided what to do. A feedback model that I feel police would benefit from is the STAR feedback model. STAR stands for situation/task, action and result. The author will explain the previous points further as; Situation/Task is explaining a situation or task that the individual was involved in so that both parties are aware and understands the context. Action is providing the details about how the individual dealt with the situation and what action that took during the situation both positive and negative. Lastly, the result is explaining to the individual what results they achieved as a result of their actions (Bhasin, 2020). This is important to help the individual understand what areas they have performed well in and what areas they need to improve in.

If I was to do my three year probation again I would take the opportunity to ask my tutor more questions to better my knowledge and understanding of my job role. I would also go in to the role with a more open mind as I felt that some situations I dealt with, I never thought that the role of a police constable would deal with for example, mental health related calls. However, I felt that overall I have progressed and developed at a steady even pace and learnt how to deal with a variety of different incidents. I have also recently started to team up with colleagues who are younger in service than I am and teach them the skills and knowledge that I have learnt. I believe that this next chapter in my career is where I will learn the most, as I am now expected to make decisions by myself.  

To conclude, from reflecting on my three year probation I have experienced six months of classroom based learning whereby I learnt law definitions and undertook four exams before leaving the classroom based learning environment and being exposed to live situations within my BCU. During the first two years of probation I have communicated with my tutor allowing me to get the most out of being coached and mentored. Now I am in the third and final year of my probation I am sharing my skills and knowledge that I have learnt and developed with colleagues with less service than me. Throughout my probation I have been given multiple opportunities to provide feedback and also receive feedback which again I have benefitted from. This whole process has allowed me to learn, develop and perform within the policing environment. I now plan to take all the skills and knowledge I have learnt from my tutor and other colleagues and put them into practise as I become fully independent. 
(2,339)
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