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Task 1

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

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


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

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

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


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



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



ANSWER:

This essay will aim to critically evaluate the College of Policing strategic role as it aims to professionalise the Police in England and Wales. I will use this opportunity to evidence how I am working to fulfil the role of a modern police officers and also reflect upon my final year of probation and see if I can identify any changes to the role. I will utilise Gibbs Reflective cycle (Gibbs, 1988). 
	It has been identified by the (College of Policing, 2022) there are often challenges faced in policing which impact on both individuals and organisations as a whole. Having an anxious or stressed workforce not only has a determinantal effect on individuals but also to policing as it fails to provide a service to the public. College of Policing has identified that a learning culture is beneficial to policing as it realises the potential of officers, promotes professional development, and further supports wellbeing. It has been identified in the Corporate Strategy 2022 – 2026 that bite sized learning through reflective practice is the focus for the next 4 years with greater focus on fairness and inclusivity of all members of the work force (College of Policing, 2022).
	Research has shown that trust in the police has risen to 74% since 1983 this is a 13% increase according to IPSOS MORI which is a global market research and public opinion specialist (NPCC, 2018). The vision of policing has changed with a focus on ‘Workforce Transformation’ whereby the police are able to become modern and adaptable to the ever changing society we live in (NPCC, 2018). This is underpinned by six areas: attraction and recruitment into the police service, professional development for the workforce, well-being and engagement, leadership in policing, pay and grading, and organisational development. (NPCC, 2018). It is important to note that when joining the police as a profession there is a requirement for everyone to follow the professional practices. Furthermore, through the workforce transformation and policing vision 2025 (NPCC, 2016) the aim is to highlight the complex roles and responsibilities of those within the police and provide them with the dedicated recognition required. Not only has it been identified that change needs to be implemented on attracting officers but there needs to be changes in the organisational structure, specifically co-ordinated professional development running concurrently with career progression.  This allows officers to broaden their opportunities for different routes and improving their performance (NPCC, 2018).  According to the Workforce Transformation in the Police Service 2018 (NPCC, 2018) professional development is set out in the following initiatives: the Police Education Qualification Framework (PEQF) which provides officers with qualifications directly linked to the professional role in policing. The Professional Development Programme which provides the tools within the infrastructure to improve performance and progression and professionalism. There is also the License to Practice that being within the national system it provides professional support to those in high risk areas of policing.  Further development includes recognition for those officers with advanced practitioner roles. This links into the fast track promotion to inspector program. Lastly, there is the Competency and Values Framework (CVF) used in recruitment which is the underpinning to the Code of Ethics (College of Policing , 2014) within the policing workforce.
(Brown, 2020) discusses the Police Education Qualification Framework (PEQF) identified short comings to this area of professional policing. In particular the notion that the degree has no advantage rather than connection to the university which is more prevalent. Furthermore (Huey, 2018) outlines that there is flaws regarding training models currently being utilised by police officers. Previously there was no requirement for police officers to have a degree, however the PEQF is mandatory rather than voluntary (Brown, 2020) this poses a question as to whether this mandatory qualification is open to police officers who were serving prior to its introduction. Also, should these officers not be encouraged to complete the PEQF program despite being substantive officers, surely with the College of Policing wishing to promote fairness and inclusivity all officers should be entitled to the qualification.
	Research conducted by (Charlotte Watkinson-Miley, 2022) examined the experience of PCDA students across three cohorts at varying stages of the PCDA program. The research discovered that there was a clear theme with the officers all sharing similar motivation for joining the police however obtaining a degree was not their motivation. Whilst some did show some appreciation for the degree, it was not the reason for joining with some identifying it as a necessary inconvenience in order to do the job they want to do. Those who had experience with higher educational learning, felt more prepared and had some idea of the expectations that would be placed on them in role however, failed to see how the academic work would translate to the role when dealing with the public. The standout from this research was that the students who had been operational and received tutoring disregarded the academic learning valuing operational learning more. Student officers involved in this study identified the disconnect between what is being taught by the university with a disconnect between the academic material and the role of policing. However, with the aim to professionalise the police, the forces, and universities are being instructed to combat negativity from students’ officers in regards to the program. 
In 2022 the College of Policing conducted a survey of new recruits, whereby it published findings that new recruits preferred the new entry route to the previous (IPLDP). Stating recruits had higher wellbeing scores, felt more confident in role, and felt better prepared to do the job. Whilst these headlines taken from the summary indicate that the PEQF and PCDA program is beneficial it is important to take into consideration that only 26% of people invited to complete the survey participated, this could indicate that 74% who didn’t participate either had nothing positive to say or did not care about the PEQF program that they did not see this as an effective use of their time. Only 18% of PCDA students and 21% of DHEP students said they were satisfied with university education and training. (College of Policing , 2022).
From a personal perspective, I do not believe the introduction of the PEQF program is beneficial in any capacity, if anything I believe it has a detrimental effect to officers wellbeing as they work a highly demanding job which is well documented in research conducted by the charity Mind and the study of emergency workers (Mind, 2021). When you factor in that student officers are expected and told that they have to give up 150 hours of their own time to complete a degree that has no relevance to the actual day to day police role it is understandable why there has been a mass exodus of officers 8,117 leaving in 2022 with 1,800 of those being PEQF students who were part of the governments uplift program (Jacques, 2023). From personal knowledge I have seen 3 officers leave the force due to the demands and stresses placed upon them from the PEQF program not the actual day to day job. Whilst it is anecdotal, I know of 2 officers who were “Pre Join Degree Holders” who received Regulation 13 paperwork (Police Federation, 2023) and dismissed from role due to the inability to actually do the day to day role of a police officers, which would suggest that despite having a degree and being academically accredited, it doesn’t mean you have the ability to perform in role.
The academic material is not transferable to real life situations; whilst dealing with a victim of domestic violence who had been severely beaten by her partner sustaining multiple injuries, I never thought academic writing techniques will help me here. When holding and consoling a child whilst paramedics treat his mother who had been in a road traffic collision, I was not thinking to myself what research study or what journal article I could use in this situation, I ensured I was a human being who showed compassion and ensured the child was protected and distracted. When a male committed suicide by dosing himself in petrol and setting himself on fire less than 20 feet in front of me, I relied on my instincts and took action not at one point did the ability to Harvard refence become a factor.
Salary is also a factor of the College of Policing wanting to professionalise the police then it should pay officers a salary that reflects that. The starting salary of an officer is £28,551 (Police Federation , 2023) it is only marginally higher than the UK average salary for non-graduates in 2022 which is £27,000 and significantly less than the average salary of a graduate  of £38,500 (Graduate Recruitment Bureau, 2023).  When you take into consideration fire fighters who do not carry a caseload and do not require a degree get paid a starting salary of £27,178 rising to £36,226 (Royal Berkshire Fire and Rescue , 2023). That salary of police officers is not reflective of the pay of graduates’ average earnings in the UK and with forces making it mandatory to have a PEQF degree and leaning into the professionalisation of police officers. This offers some controversary over wanting to become a police officer when a retail store manager for LIDL supermarkets, salary is £82,000 a year working the same hours (Indeed, 2023) without the fear of losing your job, should you miss an element of safeguarding, or undergoing trial by social media and not supported by your force. An example of this is officer NX121 who has been charged with the murder of Chris Kaba, despite that officer having, had a honest held belief that he or another, were in imminent danger, he used force that he deemed reasonable and necessary to avert that danger, which he did taking a single shot that hit Kaba in the chest resulting in him dying hours later (Dodd, 2023). The desire to professionalise the UK police force can be considered as virtue signalling by the College of Policing and police forces Senior Leadership teams to the ‘woke’ demographic. Whilst these remarks and views may seem inflammatory or provocative I am merely utilising (Gibbs, 1988) reflective cycle to give a true and accurate account of my views of the PEQF program I know a view which is shared by many others in the same position as me who would not be willing to voice their opinion, again anecdotal, however, from a personal perspective I have not heard a positive comment or remark made in regards to the degree.
In conclusion the professionalisation of the police service in the UK faces many issues that need to be addressed moving forward, the disconnect between police officer salaries and average graduate salaries in the UK raises concerns. Additionally, the negative perception of the PCDA program among students underscores the need for a comprehensive review with potential revisions, at present it would appear the only people benefiting from the program are universities getting paid to deliver material that is irrelevant to the actual role of an officer. I have made my views in regards to the program clear and would not be surprised to discover the program be discontinued in the near future.
Word count: 1872
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

This essay will look at evaluating the use of social media by police forces in England and Wales, as a means of informing and engaging with their community. It will also take into consideration my personal experience in regards to this and I will reflect utilising Gibbs reflective cycle (Gibbs, 1988). 
	 Considering that as of January 2023 there are 50.7 million social media users in the United Kingdom that equates to 86.4% of all internet users in Britain having a social media presence (Smith, 2023), it is important for police forces to recognise the changing environment and adapt their communication style and embrace an omni channel approach, when engaging the public.  Research from Ellison and Hardy in 2014 (Ellison, 2014) documented the change in internet use specifically the use of social networking and how it is used by the police creating optimism for openness and transparency to engage with the public. As many forces tended to work in isolation or ad hoc, it was recognised by the National Police Chiefs Council that work needed to be done in this area and set up the National Social Media Project (NSMP) (NPCC, 2019). This project aimed to create a consistent and targeted approach across all forces in regards to the use of social media (NPCC, 2019).
However, the use of popular mediums is not a new strategy used by police forces, with the utilisation of television programs and adverts in the late 1980’s and early 1990’s such as Crime Stoppers and Crimewatch UK. The premise of Crime Watch was that by seeking audience participation, this looked at creating a connection between the police and the members of the public (PHILIP SCHLESINGER, 1993).  Many forces have embraced the use of social media with forces using multiple platforms such as Facebook, Instagram, Tik-Tok and X formerly known as Twitter. Considering these platforms, I will look at how forces utilise the platform and for what purpose.
	 Focusing on Gwent Police and their social media accounts they appear to have 4 main accounts, Facebook, Instagram, Tik-Tok and X formerly known as Twitter (Gwent Police, 2023). It is apparent that the content shared on the accounts varies depending on the platform. Whilst all platforms are used it would appear that the use of Instagram and Tik-Tok are used for engagement purposes with the delivery of safety messages and campaigns. Research by (Cullen, 2022) in regards to the police and social media that there is a shift in communication styles with the use of creative and relatable content to demonstrate a human side to policing. Whereas X formerly Twitter and Facebook deliver the same messages, they also give information in regards to road closures within the force, it is also used to gather information for intelligence purposes for example sharing details of incidents to see if there are any witnesses. It is also used to share images from CCTV in attempts to identify offenders wanted in connection with crimes, to aid in the search for missing persons and sharing the results of success operations and convictions of offenders (Gwent Police, 2023). Gwent Police also utilises the Facebook platform as a way for the public to report non-emergency incidents. This is managed by the social media helpdesk, which is operated by a Force Communication Suite Operator (FCSO) who will risk assess and triage the communications in the same manner as they would a 101 call applying the THRIVE principles (Threat, Harm, Risk, Investigate, Vulnerability, Engagement  (College of Policing , 2021).
	Upon reflecting on my personal experience and using social media in a policing capacity I recall an incident whereby the use of social media proved to be an invaluable tool at my disposal. The circumstances of the incident were as follows; I was allocated to deal with an incident that was initially reported as criminal damage, however, after attending the address it was clear that the crime was vehicle interference. Initial golden hour enquiries and house to house revealed that CCTV from an adjacent address captured 3 males attempting the car doors in the street as well as front doors, whilst there were no forensic opportunities as the males were wearing gloves, I realised there were opportunities for CCTV in the area with many houses these day having doorbell cameras or other forms of CCTV. Upon returning to the station, I was aware that there were 2 incident logs of a similar nature, however the 3 incidents covered a geographic area of around 3 miles in the local policing area. Completing house to house would be a drain on resources both from a time perspective and an officer perspective. Therefore, I adopted the approach of an appeal via social media requesting residents from the specific area if they had CCTV between the material time frames. The response was better than expected with multiple members of the public coming forward with CCTV footage of the offenders, enabling me to identify more offences which had taken place including a confirmed burglary. The CCTV also helped identify a direction of travel and provided with better images to share of the offenders. The direction of travel helped identify further opportunities for CCTV which in turn helped to link a vehicle to the offenders. A comprehensive search of force systems helped ID the owner of the vehicle and their known associates resulting in multiple arrests and the recovery of stolen goods. Without the use of social media, the investigation process would not have been as quick and could have lost vital golden hour opportunities. By using social media, the reach of the request was far more effective at capturing individuals than a house to house process would have been.  Using social media in this way is in keeping with the findings from  (Bullock, 2018) whereby the research discusses how police forces are using social media in this way, whilst it is not seen as a problem solving tool, in my experience I found it to be invaluable. Whilst the use of social media can be a valuable tool for Police forces it is important to ensure it is used correctly and therefore is managed by strict governance.
	Gwent Police social media policy, provides guidance to users ensuring that they are using it effectively appropriately and safely, making sure that use of social media is taking into consideration the Code of Ethics (College of Policing , 2014) and the values of Gwent Police (Gwent Police , 2022). The policy has a legislative framework that includes, Equality Act 2010, Working Time Directive 1998, Data Protection Act 2018, General Data Protection Regulation 2018, Health and Safety at Work Act 1974, Computer Misuse Act 1990, Police (Complaints and Misconduct) Regulations 2020, Regulation of Investigatory Powers Act 2000, and Criminal Procedures & Investigations Act 1996. Users of the force social media account are responsible for the content shared and must ensure that content published cannot be reasonably perceived by the public to be of a discriminatory nature, be deemed as abusive or offensive, bullying, harassing or otherwise be incompatible with policing principles.  The user must ensure that the content published does not undermine or damage the reputation of themselves or the policing profession, nor should it damage the public’s perception or confidence in the police (Gwent Police , 2022).  These guidelines create a professional standard that protects both the organisation and the employer. 
Despite a wealth of opportunities that social media provides to police forces in the UK, research by (Rianne Dekker, 2020) would suggest that these forces are yet to utilise the true potential of social media, focusing on one to many interactions rather than many to many. It is understandable why forces would be cautious to adopt this approach. With the potential for information to be diluted as many voices create a dialogue that could be hi-jacked by ‘Internet Trolls’.  Gwent Police have considered this, with what they call ‘house rules’ whereby they have reserved rights to moderate posts and the right to remove inflammatory comments which become abusive (Gwent Police , 2022). 
Although as a whole the use of social media is seen as a positive by police forces as a tool for engagement, the Chief Constable of Greater Manchester Police, Stephen Watson believes officers time is better spent getting on with what they are paid to do and not virtue signalling online. These sentiments were backed by the home secretary Ms Suella Braverman, making comments that the public confidence in the police is getting the basics right the majority of law abiding citizens expect and deserve no nonsense old fashioned policing making the streets safer, not political correct distractions (Benjamin Cooper, 2022). Similar comments were made by the previous Home Secretary   Priti Patel over Twitter in regards to Dorset Police advertisement for the position of a social media officer, with Patel saying that police forces are given resources they require however should not waste taxpayers’ money, the public want police officers not social media officers. The controversy of this was that the position being advertised, the salary was greater than that of a Police Constable. Patel’s tweet provoked a reaction from the Dorset Chief of Police James Vaughan with an open letter response published on the forces twitter account making reference to the role being across 2 forces and required to engage with the population of 3 counties (McGuinness, 2019).  When you consider that the population of those counties is approximately 1.7 million and the tweet put out by Dorset police received less than 400 interactions it would suggest more is needed to engage with the public.
With the police forces using social media as an engagement tool, it led to officers and staff using social media in a personal capacity as a means of getting closer to the public. Research was conducted by Fernandez (Miriam Fernandez, 2017) whereby an analysis of 1.5 million posts from 48 corporate and 2,450 non corporate twitter accounts. The results showed that all bar 2 corporate accounts had more than 60% of their posts retweeted. For the non-corporate accounts, around 50% of them having 60% of the posts retweeted, and with the top 47 accounts hitting an 80% retweet ratio. However, the findings found that the majority of the accounts were retweeting each other’s work. This would indicate that the work completed by these social media teams is reaching those in other policing capacities rather than the local communities.
In conclusion the use of social media by UK police forces shows how they are evolving with the changing landscape of communications. Utilising social media as a way of engaging with the community using an omni channel approach creates transparency and community collaboration, along with humanising forces. Challenges still remain in regards to the use of social media by forces with the need to monitor comments and interactions, however this has been thought of and forces having strict social media policies in place with the Code of Ethics used to ensure professionalism is maintained.
Word Count: 1824













Task 3

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


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

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




ANSWER:

This essay will look to critically evaluate my use of leadership styles, and how I have been able to flex these styles based on the situation and changing circumstances. The essay will explore leadership in policing with the various models used. I will take the opportunity to reflect on various policing incidents whereby I have had to utilise my skillset as a leader using Gibbs reflective cycle (Gibbs, 1988).
	(Campbell, 2011) conducted a comprehensive review of leadership within the police systematically reviewing over 23 studies, written in English from UK and International sources spanning 3 decades 1979 – 2008.  The key findings from (Campbell, 2011) research was, a limitation for the evidence, with the leader’s impact in a police environment being predominantly based on the direct reports’ perception of an effective leader. 
Transformational leadership: Police leaders often set out to inspire and set out a vison, seen to appeal to the values of the direct reports, appearing to be a more effective leader than those that don’t adopt this style, with evidence to suggest that they have both a positive impact on the organisation and the direct reports. Transactional leadership: evidence suggests that police leaders rely heavily on this style of leadership, this may have a lesser impact on direct reports moral. However, can be effective in certain circumstances, with it being used to deliver results in an environment whereby the results are not to a standard required, it creates a level of respect from direct reports to the leader. Mixed Leadership style: evidence suggest that police leaders who adopt this approach are more successful than those who use a transformational style only. Active Leadership and role Modelling; Leaders who are active and, in the field, set a good example, which is known to set standards and have a positive impact on the overall integrity and culture of the team. Situational leadership: these leaders adjust their style to best suite the needs of individual direct reports in order to get the best from that direct report. Participative leadership; through the encouragement of sharing ideas participation in regards to decision making, this has a huge impact on direct reports moral and their engagement and can be beneficial to the leader who develops loyalty. Laissez / passive / avoidant: leaders who use this style are seen as less effective and can create a culture whereby the direct reports do not want to put in effort required for the completion of their job. Variations: Due to the dynamic landscape of policing and the need to be dynamic and react according to the situation policing at times needs a variation approach, which may be deemed as unconventional by other sectors, however officers in Australia had a higher satisfaction rate than workers in other sectors working for a transformational leader. Emotional Intelligence: There is evidence to suggest that leaders who have the capability to assess and manage the emotions of others as well as maintain a grasp of their own emotions make effective leaders, this can be positively linked to effectiveness in police leaders (Campbell, 2011). The report identified the strong need for leaders in policing to be able to adapt their style based on the context of the situation in front of them. It recognised the importance of a ‘command and control’ approach of transactional leadership within the police; however, this should not be the default leadership style and effective leaders need to use a variety of styles that would be deemed as softening the approach (Campbell, 2011).
	Whilst being operational I have utilised my leadership style effectively at a vast array of incidents all varying in different needs and complexities, However, when I reflect back on my leadership style, I am drawn to the back end of year 2 moving into year 3.  It was at this point in my career that I have gone from being part of a group of new officers (three in total) to join the team when I first started, transitioning to being the sole remaining officer from those three as people left the force due to the demands of the PCDA program, to being the senior officer on shift with the longest service.  The team dynamic over the three years has changed considerably, with the more experienced officer within the team passing Sergeant exams and boards or taking a lateral move across to different departments. This has brought both challenges and opportunities from a personal perspective; however, has enabled me to be flexible and develop leadership styles. Six further officers have joined my station since I have become operational, all of which have been officers on the PCDA program, with the 6 officers joining at different intervals they all have varying lengths of service and since joining the team and with me being the senior officer, have come to me with day to day support questions they may have in regards to process. There have been times when I have been asked advice in regards to investigations. This is where I have seen myself display and utilise the active leadership style (Nawaz, 2016), whereby I have led by example taking on the unofficial role model mentor position to best support others. I have a firm understanding of the ‘gold standard’ required by supervisors and then benefited from being in a role reversed scenario where the experienced officers supported me on my learning journey. In order to do this, I relied on my personal knowledge of Myers Briggs personality types (Myers, 1962) which is used by over 88% of fortune 500 companies as a tool for identifying peoples personality types and how those factors in to their development.  My understanding of the personality types and the use of speed reading (Barron-Tieger, 1999) whereby you can simplify the Myers Briggs personality types in order to   quickly identify the persons personality type and how best to engage and influence them. I have used this when directly leading the team I work in, coupling it with Blanchard’s situational leadership model (Nicholls, 1985) enabling me to establish what support they need and where they are on their development journey. 
	I can however reflect on a policing incident whereby I had to use multiple different leadership styles in a short space of time. The incident in question was an emergency call whereby there had been a road traffic collision on a busy trunk road within the local policing area. The early reports suggested that there were a minimum of 3 vehicles involved with multiple passengers, at the time injuries were unknown. The incident took place on a weekday at peak traffic time. I was the second unit to arrive on scene, it was clear that police constable (A) was overwhelmed by the situation and had limited experience, when dealing with road traffic collisions; it was apparent that I needed to take control of the situation and used a transactional leadership style in order to give clear directions on what action needed to take place, I tested their understanding of the instructions by getting them to reiterate them back to me. Police Constable (B) arrived on the scene this PC had more experience than police constable (A). Whilst I still maintained the lead at the incident, I was able to debrief the known information at the scene and with this officer used a participative leadership style with police constable (B), whereby we took a collaborative approach in the decision making of what actions needed to be completed next and delegate the relevant tasks to other officers arriving on scene. The ability to flex leadership styles in that situation, enabled me to control and manage the incident effectively and created a positive outcome. The use of a transactional leadership style with police constable (A) was the correct approach to take as it was used as a teaching moment and after the incident, we were able to review it with a discussion as to why the actions were taken, I actively encouraged police constable (A) to reflect on what we did at the incident and would they have done anything differently. Whereas utilising a participative style with police constable (B) maintained the relationship between us, by using a collaborative approach I was not seen as being demanding. 
	The college of policing corporate strategy (College of Policing, 2022) are committed that the National Centre for Police Leadership is to be established, with the aim to provide learning and development opportunities for everyone, the hope is to increase promotion and progression. It has been identified that this will predominately be focused on the education of frontline supervisors, however, the underpinning aim is effective leadership for all. This change has been identified from past challenges of insufficient focus on leadership and management. With the expectation of approximately 50,000 new officers joining over the next few, it is anticipated that this will create a strain on frontline supervisor due to the increase of inexperienced officers (College of Policing, 2022).
	In conclusion, leadership in policing within the UK is a complex matter, that requires an understanding of various leaderships styles. The ability to be flexible and adapt leadership approach is crucial considering the dynamic nature of the challenges faced in policing. (Myers, 1962) personality types can play a factor offering an insight into how to engage with individuals as a leader, by offering an insight into the individuals’ preferences and tendencies allowing them to effectively communicate with team members. With a vast array of leadership styles available including transactional, transformational, active, and participative, leaders are able to be strategic in picking the style that is best suited for the situation or for a person’s needs. The landscape of policing is complex and poses many different challenges and leaders must recognise that a one size fits all approach is not going to deliver the results that are expected. The College of Policing recognises the need for leadership for all and has started to plan for this with the introduction of the centre for leadership as part of their corporate strategy (College of Policing, 2022). Understanding that there will be a high demand on frontline leaders in the future as more officers recruited will inevitably create a balance of inexperienced frontline officers. From a personal perspective I have benefited from a supervisor who flexes their communication style based on my needs at that current moment in my development journey, I have also been able to utilise this approach now that I am seen as the senior officer on the team despite only being in my 3rd year as an officer, I believe that my default style is to be active and to act as a role model, however am able to demonstrate the ability to adjust my style in order to best suite the individual and the situation. Leadership is fundamental to the success of any organisation, and it is evident that the College of Policing is planning for future success.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

This essay will explore the benefits that of coaching and mentoring, and whether or not it has played a pivotal role in my personal and professional development over the last 3 years of probation as a Police Constable. Prior to joining the police I held a senior position in a corporate environment for 18 years whereby I coached and mentored people and utilised a mentor to help navigate my learning journey, so am familiar with the concepts and how, when it’s done correctly both coaching and mentoring can be invaluable in meeting professional and personal goals and achieving those set out in an organisation, I will use this opportunity to reflect on my 3 year learning journey using Gibbs reflective cycle (Gibbs, 1988).
	Coaching has evolved from athletic training models and the use of supervision of educational staff, as a tool to improve instructional and teaching methods, with many benefits (Gallacher, 1997).  In a workplace environment coaching involves the process whereby a more experienced or skilled individual takes on the role to help support and guide a fellow employee  in order to enhance their skills performance as part of that persons professional development (Clutterbuck, 2009), there can be many benefits for all those involved in the process, from the employee development perspective they are helped to gain a better understanding of processes and how to overcome problems, with the organisation benefiting from more skilled workforce, making achieving organisational goals more attainable due to having proficient and competent team members (Aaron Ganesh, 2015).  Whilst it has been identified that coaching plays a pivotal role within most organisations it is important to recognise the importance of the coach and the student relationship as without forming a relationship based on rapport, support and trust makes it difficult for the student to accept being critically evaluated or challenged without them seeing this as personal issues rather than development opportunities (Bluckert, 2005)the development of rapport and trust will allow the student to show vulnerability in an environment where they feel that whilst results are critical mistakes are acceptable.
	Over time the definitions of coaching and mentoring have become blurred, however they are separate methods for development (Garvey, 2004) with coaching focusing on developing new skills and supporting the individual, whereas mentoring focuses on certain experiences of the mentor and how they share best practice. Coaching is very much driven by the coach whereas the mentee drives the mentoring relationship.  In their book The Complete Guide to Mentoring: How to Design, Implement and Evaluate Effective Mentoring Programmes (Owen, 2011) summaries that the success of an organisation is based on the importance of mentoring. The concept of mentoring has many parameters some of which are based on hierarchy and partnership (Lancer & Clutterbuck, 2016) as well as taking into context the organisational culture (Garvey, 2014). It has also been highlighted by (Garvey, 2014) that the overarching definition of mentoring is that both individuals build on their learning whilst supporting and challenging thought processes and decisions made. The mentoring process can be seen as a two way street where both parties involved receive added value from the process (Zachary, 2012) as such mentoring is a new trend emerging in both the private and public sector workplaces, as it focuses on being individualised and learner focused rather than using a blanketed learning approach from a training centre perspective (Knowles, 2015).
	There are various types of mentoring techniques, one of which is reverse mentoring as an alternative approach, whereby a junior employee is placed in the position as the mentor and the senior employee becomes the mentee (Westall, 2021). The purpose of this to increase confidence and to challenge the hierarchy that is established within organisations in particular corporate environments (Business in the community , 2018). It is suggested that the benefits of this are offering a different learning experience to both mentor and mentee allowing senior individuals within an organisation to gain a better understanding of the mind set of junior employees. One such study where reverse mentoring has been instrumental within an organisation took place in Greater Manchester Police, whereby 10 senior colleagues and 10 PC’s or Sergeants placed them in a reverse mentoring programme. The study identified that an officer’s rank should not be considered during mentoring. It further identified significant reward and self-development for all those involved (Westall, 2021). When you compare this to traditional mentoring, which utilises a hierarchal structure, whereby the mentor maintains all the power in the relationship rather than the mentee (Morris, 2017). It has also been suggested that the traditional methods of mentoring of same sex pairings is not adopted for reverse mentoring (Murphy, 2012) therefore reverse mentoring offers diversity and equality to improve the mentoring programs. Based on the study completed in Greater Manchester Police, should other forces look at implementing this approach it may provide greater opportunities for new recruits and senior colleagues alike (Westall, 2021). However, research conducted indicates that female mentees responded better and saw their mentors as a role model when they were female (Belle Rose Ragins, 1990).
	Emphasis is placed on the relationship between the mentee and the mentor in regards to whether or not the mentee finds the process beneficial, with a number of pitfalls identified in why the relationship can fail. These include but are not limited to, a mismatch of personalities where the pairs morals, and values don’t align. The mentor distancing themselves from the mentee and not including them in important events or projects that could better the career. And lastly the mentor may have negative views and opinions of the organisation and project these on to the mentee, who will in turn without personal experience believe these views to be true (The Organizational Plumber, 2022). From a personal perspective I have witnessed the latter in my role as a constable with experienced officers with nearly 20 years’ service, appearing jaded with the role and one even saying “The jobs fucked” research suggests that longer serving officers will tend to feel like this and be reluctant to changes made within organisations (Frey, 2023). 
Prior to independent patrol status, I spent twelve weeks working alongside what in force is called a tutor, these twelve weeks were crucial in regards to shaping the learning process, that is still in the early formative stage. The tutor’s role is to be a ‘hands on coach’ as they are helping you develop new skills that you didn’t develop in an academic training environment, as a textbook or power point presentation may teach you legislation, however it does not teach you how to dynamically risk assess a situation and make on the spot decisions where the information is constantly changing. As an individual with an activist learning style defined by Honey and Mumford’s learning style model (Montaluisa-Vivas, 2019), I learn best when I am hands on completing a task and review and reflect on it later examining what went well and what areas are there for development opportunities, moving forward.  As discussed, the relationship between the coach or mentor needs to be one built on trust and respect, and I was fortunate to have an experienced passionate officer as my tutor, who was of a similar mindset to myself, very proactive and pragmatic in situations. My tutor understood the reflective process well and after each call we attended we would conduct a debrief and utilise this to complete written reflections to aid and document the learning process. These twelve weeks helped create a foundation for my learning journey. Once independent patrol status was achieved, I did not have a direct coach or mentor however benefited from the experienced officers on shift indirectly mentoring and providing advice. Experienced officers can be reluctant to support new officers if they have a know it all attitude rather than show vulnerability and ask for support as discussed in  (Charman, 2017) book Becoming Blue. The support received from these officers enabled me to develop a working knowledge of process and procedures required to complete the day to day elements of the role as a police constable. Those experienced acted as mentors in an unofficial capacity and aided my learning through story telling. From an organisational perspective mentoring via story telling is a long established practice within the police in the UK, as explored in (Robert Smith, 2014) whereby the use of storytelling to educate new recruits either by discussing previous experiences or telling tales of inept officers and their failings as a learning moment for the new recruits to avoid those pitfalls themselves. The use of alleged stories whereby they are similar to urban legends where the tale may be or may not be true act as training tools for new officers on what to do or not do in those situations. Where I feel I would have benefited from more coaching and mentoring is with the academic work of the PCDA program, having joined the police around 20 years after leaving full time education, and not moving on to higher education I have never been taught how to write academically. As part of our time in training school there was very little classes or support in regards to the requirements needed for the degree. Whilst online dropping session were available to students this could have been with different staff member from the university each time, as previously discussed in this essay the need for a strong rapport and the importance of developing a relationship based on trust is essential for the coaching and mentoring process and I feel that this could not be achieved via a Microsoft teams call. The benefits of peer to peer mentoring are well established, including improved grades and friendships along with mentors using advice that they have given in their own personal situations (Ashman, 2010), however peer to peer mentoring has actively been discouraged in regards to the PCDA program within force for fear of plagiarism, so at times I have felt that I have been on my own in regards to the degree.
In conclusion the relationship between a mentor and mentee is vital for the process to succeed. When there is a strong partnership between both parties, it can bring invaluable results for personal and professional growth not to mention the benefits it has for an organisation to achieve their goals. A healthy relationship built on rapport and trust can develop strong foundations for learning through shared experiences. As a police constable during my probation, I personally have benefited from both direct coaching and indirect mentoring whilst in role which has aided my development. There are opportunities for mentoring to be used in police forces across the UK to help develop officers within role. The concept of reverse mentoring has been trialled in Greater Manchester Police and has seen successful results for both the experienced and new officers alike, however it should be taken into consideration the cognitive bias of long serving officers and their unwillingness to change or adopt new methods. 
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