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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 critically evaluate the College of Policing and its role in professionalising police forces. I will also reflect upon my role as an officer and the responsibilities that are bestowed upon myself to ensure I fulfil the role of a modern professional police officer. Finally, I will critically reflect upon how policing has adapted during the course of my final year of probation. During this essay I will be using, ‘Borton’s Reflective Model which focuses on three questions to help individuals reflect on their experiences and understand what happened why it happened and what can be done to improve things in the future.’ J, Robinson (2022). 

The College of Policing formed in 2012 is a professional body for all the police forces in England and Wales. According to the College of the Policing they state their three main target areas are, ‘Setting the standards police should meet, obtaining evidence bases to suggest methods of reducing crime and professionally develop officers and staff.’ (College of Policing, 2023, a). In essence the College of Policing is important for numerous more reasons as already mentioned. The College of Policing serves as a hub for sharing best practises and disseminating knowledge within the policing realm. This ensures successful techniques and approaches are taken on across numerous police forces which will effectively create a more efficient enforcement system. The College of Policing works alongside police forces in the UK to better equip them to new and emerging challenges and trends in crime. Examples of this might include issues such as cybercrime, societal attitudes and expectations and terrorism. As the College of Policing are responsible for upholding the standards expected of officers and staff it serves as an organisation that holds police accountable to the communities, they serve which in turn improves public confidence in policing. One of the ways that this is done is through quality assurance and oversight, whereby keys areas such as use of force, investigations and interactions with vulnerable populations are scrutinised to ensure used processes and procedures meet the established standards of policing. 

The College of Police introduced a mandatory Police Education Qualification Framework (PEQF) to all forces in 2021 and is one of the key elements under the Policing Vision 2025. Traditionally new recruits relied on in house training from experienced officers as opposed to external training staff so the, ‘aim of the PEQF is to change this reliance on officer trainers and make learning more consistent across the country.’ E, Williams (2023). S, Charman (2018) ‘describes the onset of a new breed of police officer whose views on police work, the role of the police and ethical standards are in contrast to those of longer-serving officers’. These findings on such vast views on the reality of policing between officers shows the significance of broadening evidence based practises to deal with critical issues including public protection, vulnerability, ethics, victimology, procedural justice and legitimacy. This would suggest integration of a new systematic approach to the development and influence of new recruits joining police forces is method of phasing out attitudes and behaviours that don’t correlate with expected standards set by the College of Policing. This also links to the Policing Vision 2025 with one of the core priorities being, ‘a focus on making policing more representative of its communities and finding a better balance between personal accountability and a bureaucratic fear of making mistakes.’ (NPCC, 2016). The Policing Vision of 2025 was created by multiple organisations including Association of Police and Crime Commissioners (APCC), National Police Chiefs’ Council (NPCC) College of Policing, National Crime Agency and all chief constables from their respective forces. According to the NPCC there are five main priorities, the other four can be summarised as the use of multi force integrated IT and human resources to share procurement and reduce costs, extra training to officers and staff to combat the rise of internet facilitated crime, specialist capabilities and departments to be culminated and a more multi-agency approach to tackle issues that lead to crime and reduce the demand on policing. One of the aims of the programme, ‘Is to better embed professional knowledge with the police practise and as an upshot develop a police officer’s Epistemic Authority, that is the authority granted upon someone due to strength of what they know.’ (College of Policing, 2023, b). 

Gwent Police have recently implemented a new investigative method that aims to detect offenders and suspects in the form of facial recognition. Several police forces across the UK have used this method of technology since 2015 and has been spearheaded by South Wales Police and the Metropolitan Police. Facial recognition, ‘is a technology capable of comparing a human face from a digital image against a database of faces.’ (South Wales Police, 2023). There are three main types of facial recognition that come under this method, Live Facial Recognition which compares a predetermined watchlist of subjects against a live camera feed, Operator Initiated Facial Recognition and is the use of mobile phones to take photographs of a persons face and compare against a database of suspect profiles, the other method of this technology is Retrospective Facial Recognition which is used post event to compare still images of unknown faces against an image database in order to identify them. During the course of my final year in probation I have used this method that wasn’t available to myself previously due to the technological infrastructure only being made readily available relatively recently. When I have specifically applied this method of technology to investigations I have undertaken I have generally gained positive results. I have found this method to be particularly effective for investigations of shoplifting as most stores and supermarkets have numerous CCTV cameras with their stores that can capture live footage and still images of suspects from multiple angles. Other results have proven to be positive when South Wales officers carried out a pilot to facial recognition and was used on 42 occasions and on 35 people, which resulted in ’11 arrests 4 people being reported for summons offences and 5 cases of safeguarding measures being implemented.’ (South Wales Police, 2022). 
Along with the benefits of this technology has proved there has been some scepticism. In an article by the Guardian states, ‘in some cases courts have found against the way have used live facial recognition and how they have dealt with infringements of the privacy rights of people walking in the streets where the technology has been used.’ V, Dodd (2022). It is clear why this particular method of live facial recognition might receive more criticism as it can be deemed more intrusive than the other methods as mentioned. I recognise the use of such advancements in investigative techniques with new and improving technological capability directly relates back to the Poling Vision of 2025, ‘The recent rapid development of technology means it plays a significant and central part in what we do. Policing must embrace this new world and adapt to the new threats and opportunities it presents for 21st century policing.’  (College of Policing, 2023). 

The College of Policing are implementing a five year strategy in order to support officers and staff in their roles and to reduce crime as much as possible. According to the College of Policing’s website their five year plan is to, ‘Build trust and a fair culture, Transforming police leadership, Supporting career-long professional development, Boosting core skills and Strengthening innovation and implementing what works.’ (College of Policing, 2022, a). 

Over the course of my career so far I have relied upon the training provided to myself by trainers and my from supervisors along with training packages created by the College of Policing. As I am now in my final year of probation, I have noticed that my knowledge and skills and confidence in the role have greatly increased. All police forces have in recent years have been extensively recruiting new officers and staff as part of the Government’s drive to increase staffing levels across all UK police forces, referred to as Operation Uplift;

‘Operation Uplift is the national Government programme to enable the Home Officer and National Police Chiefs Council working with the Police and Crime Commissioners to co-ordinate the introduction of an additional 20,000 Police Officers across England and Wales over three years, 2020 to 2023.’ (Suffolk Police and Crime Commissioner, 2022). 

Due to this, this has meant there has been accelerated staff turnover with more senior and experienced officers moving onto other departments or more specialist roles and new officers joining frontline policing. I have personally gone to numerous policing incidents whilst being accompanied with other officers with less experience in the role than myself. One example of this includes an incident in which I attended whereby a member of the public was acting aggressively in a public place. This attracted the attention of other residents who were in the vicinity and the subject’s family who were trying to intervene which resulted in exasperating the situation. At the time I was accompanied with another officer who was younger in service and had just become independent. At the time I considered that I will take the lead of handling the situation and trying to diffuse the situation. I ascertained the subject was not going to become compliant so I requested for other units to attend. I then made the decision to arrest the subject for a breach of the peace before any more substantial offences end up being committed. From this then other people on scene became hostile and were actively obstructive and resistive. As I was only with one other officer at the time I made the conscious decision to tactically retreat a safe enough distance away whilst ensuring the officer was safe. I instructed for my colleague at the time to stay away from the group of people who were highly agitated at the time for the purposes of her and my own safety, until other assisting units arrived. 
I considered this was a situation that could had the high likelihood that myself and colleague might become injured on duty. Therefore I ensured we still had control of the subject whilst backing away to a safe distance behind a marked police vehicle to add a level of protection. I ascertained that I effectively assessed risk whilst the incident was unfolding and developing into a more unpredictable situation. I believe I was able to effectively do this and manage the situation from prior experiences I had learned from whilst I have been in the role. Going forward I believe I made the right decision to consider and put the safety of myself and colleagues safety first before trying to assertively police a larger group of people with force. This will be something I will continue to be aware of whilst being conscientious of the safety of other colleagues particularly if they have limited experience in conflict situations. This responsibility and leadership qualities I have discussed directly relate to the College of Policing’s five year strategy and in particular their reform over transforming police leadership.  The College of Policing have stated in their five year strategy the following, ‘Everyone in policing has a leadership role, and the complexity of the current and future operating environment demands effective leadership skills at all levels.’ (College of Policing, 2022, b). 

In summary this essay has evaluated the strategic role within the College of Policing when it comes to professionalising the police, I have identified areas in which the College of Policing are doing this well and could do better. I have evidenced how I am currently working to fulfil the standards expected of the modern professional police officer and have also reflected upon how I have personally noticed my role as an officer adapt over the course of my career until the last year of probation. During this essay I have also used Borton’s reflective model to identify what further areas of development I can focus on while moving forward in my career. 

WORDS: 1997



1

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


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

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


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




ANSWER:



During this essay I will be critically evaluating my experience with the use of social media in terms of community engagement and promoting policing initiatives. I will establish the wide range of uses that social media achieves with regard to assisting with investigations, public appeals for missing persons, identification of offenders from CCTV footage or still imagery and awareness of ongoing policing incidents that are happening in local communities. I will also discuss the positive and negative impacts of social media used currently by police forces across the UK. During this essay I will be using, ‘Borton’s Reflective Model which focuses on three questions to help individuals reflect on their experiences and understand what happened why it happened and what can be done to improve things in the future.’ J, Robinson (2022). 

Various social media platforms are used by police forces globally for the purposes of communication, community engagement, information sharing and public relations. Some of common platforms that are currently used by forces include the following. Twitter, many police forces have official twitter accounts to share updates, news and community engagement. Twitter is widely used for real time information dissemination. Facebook, is used by police forces to post updates share information about community events, footage related to investigations and interact with members of the public through comments and direct messages. Victims and witnesses of crime are also capable to report and log incidents through the use of Facebook that is then reviewed by specific social media teams within force control room, which are then allocated to the relevant officers if necessary. Instagram, is used by many police forces globally to share visual content including photographs and videos as well as short stories to engage with the community. Youtube, police forces often use Youtube to upload videos such as community outreach initiatives and public service announcements. Tiktok is a relatively new platform of social media that some police forces have started using to promote educational content and by means of community awareness and incentives. Police forces have taken to using Tiktok with an aim to reach a younger audiences in communities. 
So, it can be said that social media usage in police forces can reach a vast public audience. In some forces individual police officers are responsible for their own usage and publication of information across social media platforms which are regulated and monitored by the relevant teams in the respective force. An example of this is the case of a community support officer from the North Yorkshire Police namely Ed Rogerson who uses Twitter to post his own comments and media. ‘As an early adopter on Twitter he publishes when he is out on patrol and what he is investigating. He also published crime appeals, gives crime prevention advice, and published good news stories of police work and engages in conversations with the public.’ S, Denef. N, Kaptein. P, Bayer. L Ramirez.  (2012). 

The College of Policing have specific authorised professional practises that documents recommendations on engagement and communication for police forces to follow. The College of Policing states;
‘Successful policing depends on engaging and communicating effectively with the communities each force serves. Developing and maintaining positive relationships is an essential part of this, and should form part of everyday policing. It is not a passive process but a proactive collaboration between all parties involved.’ (College of Policing, 2023, a). 

It can be said that the rise and influence of social media has had in the last decade means other more traditional means people used to communicate have become more drowned out. With more and more people having easy access to smartphones and other electronic devices, inexpensive broadband connections and ever increasing mobile connectivity and speeds means social media is becoming more and more part of communities daily lives. One source described the influx of social media in recent times as, ‘Social media use has skyrocketed over the past decade and a half. Whereas only five percent of adults in the United States reported using a social media platform in 2005 that number is now around 70 percent.’ A, Summer (2019). 

A source from the BBC stated, ‘Police forces with strong social media presences have better relationships with the citizens they are policing, researchers claim. Their study involved several European countries and they found that in countries where the police social media presence was less strong, “unofficial” pages were popular.’ (BBC News, 2012). With the far reach opportunities that social media provides police forces across the globe there have been some occasions whereby this strategy has proven successful. According to a source, The New York Police Department’s Twitter account has over 1 million followers and is one of the most followed police in the world. ‘In 2012 the NYPD used Twitter to track down a man who had threatened to blow up Times Square. A passer-by saw the tweet and recognised the suspect leading to his arrest.’ (Ablison, 2023). Along with assisting with live criminal investigations as already mentioned the sheer reach of public accounts with a large following is also utilised to assist with locating missing persons. In cases of long term missing persons or high risk missing person police forces partner with partner agencies to harness social networks reach so when a certain criteria is met, ‘law enforcement agencies can issue geo-targeted posts, containing a photo and description, to appear in the newsfeeds of Facebook users in the area where a child is believed to be.’ B, Qvist (2016) a. A spokesperson from the Metropolitan police force also documented positive results as a result of social media cohesion in terms of missing person enquiries, ‘The use of social media supports our investigations and appeals and has achieved great results, some of which simply could not have happened through traditional communication channels.’ B, Qvist (2016) b.

Along with the multiple strengths and benefits to social media usage in policing there are of course numerous negatives that come with it. One of the risks involved include the concern over security as all social media platforms are still capable of being hacked, which poses a likelihood of confidential information being leaked that can lead to further and more drastic consequences. One example of when this has occurred is the breach to the Metropolitan Police’s Twitter service in July 2019, ‘The country’s largest police force was hit by a cyber attack in July and a series of tweets were sent from its verified account, which has more than 1.2 million followers. The tweets contained offensive language and mentioned the names of several people.’ (BBC News, 2019). Along with the risk of cyber security there are other risks which include an over reliance on technology and social media usage and officers might use traditional policing methods such as community patrols, face to face interactions less often as it might be deemed social media interactions are sufficient enough. Police forces and officers can also become the target of online cyberbullying and harassment, which can lead to implications in daily operations. This is again an issue that has to be monitored by corporate communications teams in forces across the country as the public’s varying views and opinions are orchestrated through social media platforms and with specific officer details being disclosed they too are at risk of being targeted of online abuse. 

Prior to starting my career with Gwent police I followed the force on their respective Facebook and Instagram accounts, whereby they posted regular updates and information about operations they are conducting in local areas and other points of note. I would say I built an interest in joining the force from getting an insight into the varied and success stories Gwent posted on social media sites. Even throughout my career as an officer I have kept up to date with the forces latest news and developments that are posted as a means to gain information on key events that are ongoing in other force areas and local to the city I reside. During my final year of probation, a point of contact from the corporate communications team reached out to officers who were willing to post their own views and thoughts on response policing including a photograph of themselves. This was something I decided I would do as I am passionate about my role as a response officer and would like to portray the role with my own views to a very large audience. The incentive of this was an awareness initiative known as ‘Response Policing Week’ and was aimed to promote response policing for the hard and good work officers do on a daily basis along with making their respective communities aware of their local policing teams. Response policing week was described as, ‘an opportunity to highlight the difficult, demanding and unpredictable work that response officers and staff do to keep people safe. Working alongside Oscar Kilo, College of Policing and the NPCC want to recognise response policing as a specialism.’ (Gwent Police Federation, 2023). 

Response Policing week was not just exclusive to Gwent Police but is a national scheme that is held every year that highlights individuals from response policing teams all across the UK. Similar events are hosted by respective forces across the UK who highlights other key departments such as neighbourhood policing teams, roads policing and specialist operations teams ect. Response policing week was advertised via Twitter, Facebook, Instagram and LinkedIn. The College of Police ensured Response policing week was a collaborative event that members of the community could engage with speakers, ‘We will be hosting a series of events that are open to all who work in or have an interest in response policing with details and booking available via the College of Policing website.’ (College of Policing, 2023, b). I believe schemes such as Response policing week is a valuable initiative that can help to instil a positive relationship between communities and frontline officers and also influence members of the public to potentially take up policing as their new careers choice, such as myself. If further opportunities are available to myself to further promote positive qualities vis social media or at public events I would be keen to engage and offer advice and guidance to members of the community. Schemes and initiatives such as response policing week directly correlate with the engagement policies and underlined by the College of Policing. Collaborative events that strengthens public support through engagement with neighbourhood policing is described as, ‘This level focuses on securing community participation in relation to local priorities and problems. Neighbourhood policing has shown that public confidence improves when local people are involved in decisions about the issues that most concern them.’ (College of Policing, 2013, a). Police forces often use social media to publicise planned operations or ongoing critical incidents under force policies known as intermediate strategic engagement. This is described as, ‘Engaging communities at this level enables greater understanding of how policing may affect individuals and communities, either as part of equality analysis or to influence strategic priorities and decisions.’ (College of Policing, 2013, b).

In conclusion this essay has critically evaluated how police forces use social media to their advantage in terms of community engagement and interaction along with assisting with investigations. I have also highlighted some of the pitfalls of social media usage in current times and have used some examples that have highlighted how this has had an adverse effect on policing. In this essay I have also reflected upon my own experience with social media as an officer and how I felt this had benefitted myself and the community. 
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Task 3

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


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

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




ANSWER:

This essay will aim to evaluate leadership styles I have adopted during the course of my career as a police constable and my level of flexibility in adapting various leadership styles to suit varying situations. I will analyse multiple leadership strategies that I have learnt that are currently used in policing. During this essay I will be using, ‘Borton’s Reflective Model which focuses on three questions to help individuals reflect on their experiences and understand what happened why it happened and what can be done to improve things in the future.’ J, Robinson (2022). 

To understand how leadership in modern day policing is utilised it is important to understand the qualities of a leader and leadership. Leadership is described as, ‘Leadership is a set of behaviours used to help people align their collective direction to execute strategic plans and to continually renew an organisation.’ (McKinsey & Company, 2022). Leadership in policing is usually delegated to officers in rank ranging from sergeant to chief constable, however it is also important each individual officer has the potential and capabilities to demonstrate basic leadership qualities and skills even at police constable rank. The College of Policing ratifies the importance of leadership in policing and states, ‘Leaders have an important responsibility in being role models for improvement and setting and displaying the right standards of behaviour across the force.’ (College of Policing, 2017). As explained it is important for senior ranking officers to set an ethos within their respective force to ensure their expectations and standards are adhered to. In a HMIC report undertaken in 2016 it found that South Wales Police at every rank and grade were aware of the expectations of higher ranking officers. ‘Members of the workforce told us they all felt they had some form of leadership responsibility. Staff were committed to fulfilling the chief constable’s expectations, with frontline officers particularly expressing the view that leadership is about empowering staff to provide quality services to the community.’ (HMIC, 2016). 

There are various leadership styles that are adopted to suit various businesses and organisations and individuals based on the aims and objectives. The College of Policing has identified two specific supervisory leadership styles that group together multiple positive qualities of other leadership styles that should be adopted in policing, which are supportive leadership and transformational leadership. The College of Policing describes supportive leadership as, ‘supportive leaders are characterised as open, honest, fair and focused on the wellbeing development and empowerment of their people.’ (College of Policing, 2022, a). Transformational leadership is then explained as, ‘similar to supportive leadership, but also includes role modelling high standards, going beyond self-interest, fostering collective values, and acting as a coach and mentor.’ (College of Policing, 2022, b). From further research some of the other most commonly used methods of leadership styles also include the autocratic style. Also referred to as authoritarian leadership can be described as, ‘the leader makes all decisions with little to no input from group members. The leader controls all decisions and makes choices based on their own thoughts and beliefs with little to no advice from those who report to them.’ (Police1, 2020, a). Obviously, this very undemocratic method of leadership with only be applicable in some very particular scenarios of organisations whose value align with those principles. In contrast to autocratic leadership is another method that is adopted by some leaders and is commonly known as laissex-faire leadership. A source describes this leadership style as, ‘leaders who use a laissez-faire leadership method don’t make any decisions themselves but allow the team or subordinates to make decisions. They are dependent on their staff to make all the decisions regardless of the situation.’ (Police1, 2020, b). This liberal style of leadership is effective in some situations and disadvantageous in others. One of the benefits with this type of style is that it can improve individuals own leadership qualities and independence. However, this style of leadership would not be appropriate for some individuals in police force as a source states, ‘If staff aren’t trustworthy, self-motivated and highly competent individuals, implementing this leadership style may reduce productivity.’ (Indeed, 2022). For example, if some officers are subject to performance reviews, then this style of leadership would not be adequate and would require a more autocratic method of approach. 

One would assume that there is a particular leadership method that is best practice when it comes to being an effective leader in policing, however from a review undertaken by the National Policing Improvement Agency in 2010 found there was no specific method that fitted all;
‘A systematic review of the international evidence base for police leadership styles, behaviours and competencies found no studies which supported strong ‘what works’ conclusions. The ability to apply different leadership styles including transactional to suit different contexts is the key to great police leadership.’ P, Neyroud (2010). 

From my experience as a police constable I have noticed my first line manager has adopted an autocratic method of leadership when it came to setting standards and expectations as they align with the code of ethics and expected standards of behaviour. This would be generally expected it terms of setting rules and expectations of officers. In certain scenarios I have also adopted the same method of leadership in cases of highly confrontational incidents involving members of the public and myself and colleagues. This has particularly been more prevalent in incidents I have attended with other officers who are relatively new in service and have limited experience in the role so far. One specific incident that I recall I have used liassex-faire leadership and also autocratic leadership is when I had attended a domestic related incident and a mother contacted police as her son was acting aggressively due to being intoxicated. I had put myself into the call as an assisting officer and a number of officers were attending were relatively new in service. I then arrived at the incident after my colleagues. Upon arrival my arrival my colleagues were already spoking with either party separately to establish if any offences had occurred. I considered as my colleagues knew more the information circumstances of the incident; I will adopt a laissex-faire method but still remain on scene in the event the situation was to escalate. The reporting person stated her son had been throwing garden chairs and was shouting so called police to prevent the situation from escalating. There was no complaint forthcoming from the mother of the subject, and she did not want him to be removed from her property as his behaviour had de-escalated. 
My colleagues were contemplating their options and were considering removing the subject from the address or leaving the address without taking any action. Whilst I was at the address, I reviewed previous incidents that had been logged involving both parties and noticed the mother had never made any formal complaints against her son and further incidents always persisted. I then took it upon myself to investigate the matter further and this is when I noticed there had been some minor damage that had occurred to one of the chairs as a result of being thrown by the subject. I discussed this with my colleagues who were reluctant to take positive action, however I reminded them a criminal offence had still taken place albeit the level of proportionality was relatively low. I advised them there is no other option other than arresting the subject to which one of my colleagues then obliged with. I felt this was a good example of autocratic leadership as I took into consideration that my colleagues wanted to use their discretion and judgement a prosecution was unlikely, however I felt obliged to act in accordance with the Code of Ethic in particular, ‘acting with honesty and integrity at all times.’ (Gwent Police, 2022). I also was aware my role also includes the responsibility to safeguard victims of crime. I understood at the time my autocratic decisions at the time would have directly affected my colleagues which could result in causing pressure and tension. Autocratic leadership is also very effective during incidents that involve a high level of variables and element of risk whereby officers are required to make a quick decision based on the situation they are presented with. For example, on some occasions, I have instructed colleagues to assist in particular methods with a live incident as I had taken ownership of the incident in terms of locating high risk missing persons or locating offenders, as at the time I knew the most relevant information and intelligence that would lead to locating the persons in question. 
Going forward autocratic leadership is a quality each individual officer should be able to uphold as long as they are considering the National Decision Model and making decisions in accordance with the Police Code of Ethics then their professional judgement is harder to scrutinise. On occasions whereby my colleagues and myself are dealing with an incident that does not require decisions to be made in quick succession and the element of risk is relatively low, I generally prefer to adopt the method of transformational leadership. I consider this is another effective method of leadership that can be utilised in policing as it takes into consideration individual views and considerations of individuals. When team members feel their opinions are valued it helps to inspire the team to exceed expectations and make a collective effort to do the job well. A source described the benefits of transformational leadership as, ‘Integrity is a core of transformational leaders. Their entire sphere of influence is based upon them being transparent and is focused on doing the right thing.’ J, Thompson (2019, a). This again directly aligns with the Code of Ethics and are expected standards of behaviour. I have personally used this method of leadership in terms of dealing with my own investigations and have considered the views and considerations of my colleagues to help assist with my investigation plan. However along with the benefits also come some disadvantages of transformational leadership. One of them being if others colleague values and opinions do not align with the leaders then the vision and values are more difficult to impose if the workforce does not share the same goal. ‘Fundamentally a transformational leader’s power is his influence. If someone disagrees with the leader’s vision for the organisation then he loses the ability to influence them and loses all power.’ J, Thompson (2019, b). 

In summary this essay has evaluated and evidenced my flexibility in terms of adopting various leadership styles within policing. I have analysed numerous leadership methods currently used within policing and reflected upon some situations whereby I have chosen a particular method of leadership. I have also evidenced how a changing situation required adaptability in my leadership in that event and the reasons why I made decisions to change leadership methods to reflect my duties as a police constable. 
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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:

During this essay I will be critically reflecting upon my three year probation as a police constable. I will also discuss how mentoring has helped myself to meet my own professional goals and assisted with my development. I will also consider various mentoring theories that are currently used in policing to develop probationers and how feedback is integrated. During this essay I will be using, ‘Borton’s Reflective Model which focuses on three questions to help individuals reflect on their experiences and understand what happened why it happened and what can be done to improve things in the future.’ J, Robinson (2022). 

Throughout the course of my employment with Gwent Police coaching and mentoring has remained a very prevalent aspect of the role. Upon initially joining Gwent Police in March 2021 I remained in training school for a period of six months whereby I was in a cohort of thirty people. A handful of tutors were responsible for teaching the laws and regulations concerning most types of offences I would be likely to come across as a response police officer. During this time, I was also taught how to deal with various scenarios of conflict situations involving other class members as role players and other incidents that are now common practise since becoming independent. Whilst in training school our knowledge was tested with periodic exams that set a benchmark to which I managed to successfully pass. The COVID 19 epidemic was still in effect during my time in training school and as a result it resulted in some sessions being taught from home via the use of Microsoft Teams video conferencing calls. Upon completing my six months training school phase of my career I felt my general knowledge of specific offences and best practise approaches in terms of certain situations was to a very competent level. Upon reflection of this period, I feel from the intensive theory and practical sessions ultimately helped me to achieve my personal goal of successfully passing my theory exams. However, I still felt far from competent in the role and was lacking any real experience of challenging scenarios. I felt slightly apprehensive about how I would deal with real life situations and meeting the expectations expected of me. 
Upon joining my station to which I was allocated and beginning the next phase of my mentoring journey I predominately learnt on the job whilst shadowing a tutor constable with more experience. I was also crewed with another officer with the same level of experience as myself and I felt I benefitted from observing my tutor and colleague deal with incidents first hand and taking on board advice and constructive criticism from my tutor. Feedback was performance reflection was predominately achieved through self-reflection. At the end of each shift, I summarised three aspects of each incident that I attended for the shift. The topics for reflection included, ‘What happened? What went well? And what could be done better?’ I then submitted my own feedback and reflections upon my performance to my tutor who then holistically reviewed my performance. This specific phase of development lasted for an approximate period of three months, and I was assessed independently on specific competencies that form a general basis of response policing. During this phase I was able to achieve the organisational and professional goals that were expected of myself by meeting a threshold of competence in specific criteria of incidents I had attended. Whilst completing these objectives I gained increasing confidence in dealing with members of the public and confidence and knowledge when dealing with a vast array of varied incidents. Mentoring of new officers has proven a successful method of coaching and has also assisted with employee retention in some forces as a study, ‘The Lansing Police Department mentoring program was focused on employee retention and professional growth. The retention statistics revealed positive program results. The yearly retention rate from 1992 – 1997 was at 82% and increased in 1998 to 86%.’ L, Valencia, (2009). 

After successfully becoming accredited as an independent police constable I felt as if my learning journey was effectively starting all over again. This is because at the time of becoming independent I had one supervisor that was responsible for the oversight of over ten other police constables in a considerably busy area of the force. Upon reflection I feel I would of benefitted from more supervisory support upon becoming qualified so I had to seek support from other peers and more experienced colleagues when needed. This only helped myself to an extent as I found other officers also had little time to help oversee my development and knowledge of the role as they had their own investigations and workloads to manage. I was also faced with the trepidation of now being more solely responsible for investigations and dealing with subjects and victims of crime who all have an expected level of professional judgement and knowledge for any officer they have an interaction with. I was aware I no longer had constant supervision that was available to myself during my three month tutorship phase and had to depend on more experienced officers in my shift for any queries I had. Upon reflecting upon this period, I would say for a period of another three months is when I had made most of my mistakes and learnt through experience. I feel during this period was the hardest and most mentally challenging as I was still adjusting to working varying shifts patterns, understanding force policies and procedures in terms of prisoner handover processes, radio etiquette, managing investigations and prioritising cases based on threat risk and harm, along with getting to know each individual colleague on my shift on a more personal and professional level and adjusting to their own methods of work. However, I strongly believe this most suited my learning style as I learn best from doing a specific activity or following a process over and over again. This specific learning style is described as, kinaesthetic learning and can be described as, ‘requires that you manipulate or touch material to learn Kinesthetic-tactile techniques are used in combination with visual and/ or auditory study techniques, producing multi-sensory learning.’ (Houghton University, 2023). 


Through the repetition of making minor mistakes in the early stages of my carer this raised some doubts in my own mind and colleagues minds in relation to my suitability and competency at the role. The experience of being responsible for managing investigations and workloads along with fulfilling the competencies as set out by workplace assessors via evidence matrixes, completing university workbooks and assignments to a set standard all while being very new to responsibility such a role includes was very daunting. I would often reflect upon my own performances and doubt myself as I found I received little to no feedback whether positive or constructive from peers of shift supervisors since becoming independent. The value to feedback both positive and constructive was very important to myself so I found on some occasions I independently sought 1 to 1 progression discussions with my sergeant. However at the time I had the impression my own performance was not well observed due to the demands my supervisor was at the time. In more recent months I have noticed a vast increase in my confidence and satisfaction in the role. This is due to these concerns as mentioned being recognised by senior leadership teams and implementing another sergeant to assist in my own force area and manage a smaller team of officers to better manage them. From my own experience as an officer new to the role and the challenges I faced in terms of lack of knowledge and fast decline in level of support since becoming independent, I now feel obliged to assist new officers at incidents and am always happy to assist with any queries they have. I personally take pride in felling that I am assisting my colleagues to help their own development. 

In conclusion I have evaluated upon my role and experience as a police constable during my three year probation documenting key stages of my development along with the positives and also challenges I experienced. I have discussed how coaching and mentoring assisted in my own learning and suited my learning style. I have discussed what personal and organisational goals that were expected of myself and as to how I achieved them. 
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