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Task 1

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

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


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

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

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


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



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



ANSWER:


In this essay I am going to discuss the College of Policing and evaluate the role they are playing in professionalising the police within the U.K. I am going to look at what the College of Policing is and the work they complete to develop the role of a police officer and to better the police as an organisation nationwide. I will discuss and evaluate different strategies currently in place to professionalise policing such as the Policing Vision 2025 and the College of Policing’s 5 year strategy amongst others. I will look at how these strategies are working to change the role of a police officer in modern day policing. I will explain how I have been able to adapt into the role of a professional police officer within modern policing throughout my probation. I will explain what my role as a professional police officer is and how the role has changed throughout my probation, I will discuss how my final year within probation has seen the biggest change to the role. I will discuss opportunities I have been provided through my role and evaluate a situation in which I was able to demonstrate new skills I have developed through the role of a police officer.

The College of Policing define themselves as “a professional body for everyone working across policing. It is an operationally independent arm's-length body of the Home Office.” (College of Policing, 2021). The College of Policing is responsible for all learning within the police and works to develop packages to assist with learning and development of the police. The College of Policing set “requirements, accredit, quality assure and deliver learning and professional development” (College of Policing, 2021). The aim of College of Policing is to ensure that all police forces nationwide are working to the same standards and are receiving the same learning points to assist with development of the police as an organisation. They also look to provide the best practices for forces to follow by creating useful toolkits which assist with outlining what works and what doesn’t work as well. Within the professional frame work of the police sits the ‘Code of Ethics’, this details the behaviour which is expected to be displayed by all staff members of the police both inside and out of work. “The Code of Ethics was produced by the College of Policing in 2014 in its role as the professional body for policing. It sets and defines the exemplary standards of behaviour for everyone who works in policing. It is a supportive, positive, everyday decision-making framework and is a constant reinforcement of the values and standards that policing is proud of” (College of Policing, 2014). The code of ethics is made up of nine policing principles which are as follows: accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect and selflessness. These nine policing principles are the foundation to ten standards of professional behaviour, these are expected to be displayed by all those working within the police. As a professional modern day police officer, these are the principles and standards of behaviour that I strive to display every day both inside and outside of work, regardless of my surroundings. As a police officer, following the standards of the code of ethics provides a solid foundation to build and develop upon and ultimately into a proud and professional officer.
Within policing, work is constantly being completed to improve the workings of the force and advance the way we look at things and the service we provide. In doing so, multiple strategies have been devised which each look at different aspects of policing and how they can be enhanced. The first strategy I am going to discuss and evaluate is the ‘Strategic Policing Requirement’ (SPR) which was first introduced in July 2012 in relation to Section 77 of the Police Reform and Social Responsibility Act 2011. This document looks at the threats faced within the U.K. that require a national response to ensure that they are dealt with in the most effective way. “It focuses on those areas where government has a responsibility for ensuring that sufficient capabilities are in place to respond to serious and cross-boundary threats and supports chief constables and Police and Crime Commissioners (PCCs) in balancing local and national priorities” (Home Office, 2018). The threats in which this document details are surround issues such as terrorism, large scale public order incidents and serious organised crime, amongst other things. A three year inspection was completed by HMIC starting in July 2013 - “HMIC found that we could provide assurance that chief constables are having regard to the SPR, but that much more needs to be done by forces to secure the levels of preparedness that are necessary for them to collectively respond to all of the national threats, as required by the SPR” (HMICFRS, n.d). The Home Office created the document to assist Chief Constables to work together to establish a more unified and prepared response to threats to national security. This strategy has provided the framework for further work which has been completed into the individual categories and subsequently, further Strategic Policing Requirements have been created. This strategy is very important to national security and sets the foundation in which Chief Constables from around the U.K can use together to develop more tactical responses to potentially dangerous incidents.

The second strategy I will look at is the ‘Policing Vision 2025’. This was designed and released by the National Police Chiefs’ Council (NPCC) in November 2016 and sets out the future of policing and subsequently what policing will look like in the year 2025. When released, the NPCC described its purpose - “It will shape decisions around transformation and how we use our resources to help to keep people safe and provide an effective, accessible and value for money service that can be trusted” (National Police Chiefs’ Council, 2016.  The vision was created jointly by the Association of Police and Crime Commissioners (ACPP) and the National Police Chiefs’ Council (NPCC), along with support from the College of Policing, the National Crime Agency and other community partnerships. The vision sets out what needs changing within the police, why it needs to change and how they will change it. From this report, five clear points of reform for the police to focus on were created. This is an easy to follow document created for public reassurance as to how the police will develop into a more professional organisation to provide a better and more efficient level of service. Some of the points raised within this strategy include the use of police resources in a more efficient way, how digital crime will be approached, evidence based policing and policing by consent.

The third strategy I am going to look at is the ‘Workforce Transformation 2018’. This strategy was created by the College of Policing, it works alongside the Policing Vision 2025 to assist with its successful delivery. “The College of Policing’s ‘Workforce Transformation in the Police Service’, outlines the programmes, services, reforms and initiatives which support the delivery of the Policing Vision 2025.” (NPCC, n.d) It sets out a number of guidelines on how the Policing Vision 2025 will be delivered in an effective manner.

The fourth and final strategy I am going to discuss is the ‘College of Policing’s 5 year strategy’. This plan was created by the College of Policing in 2014 and highlights how they plan to improve the police into a more professional workforce. The vision of the plan is defined by the College of Policing as “to be a world-class professional body, equipping our members with the skills and knowledge to prevent crime, protect the public and secure public trust” (College of Policing, 2014). The document details how the College aims to improve professional standards throughout the fourty-three police forces within the U.K. and create a more effective working strategy for all forces to subsequently improve public confidence within the police. There are a number of aims and objectives detailed within the document and the College has provided the ways in which they can confirm when an objective has been successfully achieved. This document again provides a framework for developing a more professional workforce as the previous strategies have also done highlighting the important work that the College are undertaking to enhance the police nationwide.

As an officer I have always strived to present myself in the most professional manner in line with the expectations of police officers in the modern day. One way I have been able to do this is through the completion of the ‘Policing Educations Qualifications Framework’ (PEQF) which for me has consisted of a 3 year degree-apprenticeship programme. This programme has required me to complete operational portfolios, policing related workbooks and I am currently working towards a dissertation in a policing related title that interests me. The PEQF was introduced in 2016 across all fourty-three forces within the U.K. The framework was introduced in line with the Policing Vision 2025 and looked to standardise all training and required qualifications across all forces. The College of Policing’s explanation as to why it is needed as “there is increasing demand on the police to do more than just solve crime and ‘catch the bad guys’. It’s understood that learning and support for new recruits will help them to start well and stay in a job that recognises their level of expertise and values their contribution” (College of Policing, 2020). By completing the PEQF I am not only developing myself as an officer and my knowledge and skill base, but also conforming to the characteristics of a professional police officer in modern day policing.

Alongside the PEQF, I have also seen my role as an officer change significantly over my probation period. Since becoming an independent operational officer, I have completed  a number of attachments with different teams to develop my ability. Some of these attachments were mandatory for furthering knowledge, such as a Criminal Investigation Department attachment. During this attachment I was able to assist in more complex investigations to enhance my ability as an officer and allow me to further understand how to approach more difficult cases. Some of the attachments I have completed were not mandatory and were organised through conversations with the relevant teams, an example of this is an attachment I completed with the Organised Crime Unit within South Wales Police. During this attachment I was able to witness and understand the more covert side of policing and complex investigations into Serious Organised Crime – predominantly the high scale supply of controlled drugs. Attachments like these have allowed me to take on different roles and develop my ability as an officer. They have also allowed me to take on roles that I am interested in pursuing further into my career and develop my understanding of how different teams work. 

As well as attachments, I have also been provided with a number of courses to attend which have developed me as an officer and provided me with further opportunities within my role as an officer that I was not open to before. The first course I was able to complete was a ‘HOSTYDS’ (Hollow Spike Tyre Deflation System) course. This has caused my role to change in day to day policing as it means I can be utilised as a resource for either pre-planned or spontaneous vehicle pursuits. Another course I have been able to complete was a ‘standard response course’ which allows me to drive emergency police vehicles whilst displaying the blue flashing lights and operating the siren systems. This course has again changed my role as an officer as I am now a designated emergency driver within my team, which a relatively low experience team with a shortage of emergency drivers. Whilst on the topic of experience, I have seen my role within the team change as I find myself being required to assist with tutoring new students whilst in their tutorship if their designated tutor is out of work. During these times, I take on a higher level of responsibility for both myself and the development of the student officer I am helping. This level of responsibility is becoming more frequent as the more experienced officers leave response for specialist roles. The third and final course I have completed is my ‘X2 Taser’ course. This course has changed my role within the job significantly as I am now utilised for ‘taser deployment’ incidents whereby operators are required to be carrying taser to attend. This level of call is unfortunately becoming more common with the increasing issues surrounding the use of weapons. Similarly, I find myself being allocated to assist with arrest enquiries for more dangerous suspects due to my training with this equipment, something I was glad to be in possession of in May 2022. Whilst conducting arrest enquiries for a high priority suspect wanted for multiple burglaries, the suspect has exited a rear window of a property armed with a large kitchen knife. As I have put myself between the male and the exit from the garden, he has lunged the knife towards my neck attempting to make contact. As a result of my training, I was able to make space between myself and the male and successfully deploy taser allowing for him to be arrested and preventing possible further injury to either myself, other colleagues or members of the public.

In conclusion, modern day policing is changing. The College of Policing are working hard and have a very important role in professionalising policing within the U.K. The College of Policing have worked alongside other associations to create a number of different strategies to do this and they all link with one another to provide a framework for a more professional police force nationwide.

Word Count - 2296

























11

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


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

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


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




ANSWER:


In this essay I am going to look at the use of social media by the police and review its use as a way of engaging with local communities, as well as exploring how it can be used as a tool to assist with investigations. I will look at what social media is defined as and what social media platforms are used by police forces nationally. I will look at the different ways that social media is used by the police to engage with communities, assist investigations and to gain information about ongoing incidents. I will look at how information obtained through social media can be used by the police and the policies in place by police forces around the use of social media as a tool. I will explore both the positives and negatives associated with the use of social media by the police and how this can affect the relationship between the public and the police. I will speak about previous incidents that I have had involvements with and explain how social media was used in them as both a tool and a method of engaging with targeted group of local people.

Social media is defined by the Cambridge Dictionary as “websites and computer programs that allow people to communicate and share information on the internet using a computer or mobile phone” (Cambridge Dictionary, 2019). There are countless social media sites available for use, the most popular sites being: Facebook, Twitter, YouTube and Instagram. Different social media sites have unique functions and abilities, however they all share the same focus of posting content and posts to followers of the user. Most social media sites allow for followers to like, comment and share posts from other users to their own followers / friends. Social media is widely used by a large proportion of society and the number of users of the sites is increasing. According to Simon Kemp on behalf of DataReportal, a recent report shows that as of July 2022 “social media users grew by 227 million over the past year” (Kemp, 2022). The total number of social media users as of July 2022 is 4.7 billion, which makes up 59% of the world’s population (Kemp, 2022). With such a large number of users, effective use of social media can be a very efficient tool in reaching a large audience in a short time frame, this can make it a very important tool in police incidents / investigations. Police forces around the United Kingdom use a variety of social media sites to engage with communities, this includes the main sites such as Facebook and Twitter which are used to share information surrounding ongoing incidents or to gather information and intelligence. Police forces also use video sharing websites such as YouTube and TikTok where they can share educational videos about policing strategies and work to show the public what we are doing and why we do it; this is also used as a method to build a community relationship between the police and the public, as it allows for more light hearted videos to be shared by the police and join in with trending posts, this will subsequently gain more traction with younger members of the community.

The police can use social media in a range of different ways to engage with the public and different styles of posts are aimed at different groups in order to target specific people. An article from the Chief Constable of Surrey Police which was posted by the National Police Chiefs’ Council (NPCC) states that “social media allows us to share information quickly and easily with the right people, and in the right places, and operational colleagues know that this often unlocks a case and prevents further crime” (Stephens, n.d.). Police can use their social media platforms to upload posts relating to awareness, for example a post regarding a serious RTC (Road Traffic Collision) that may cause travel issues could suggest alternative routes for drivers to use to prevent further congestion and queues. Similar posts can also be posted to provide guidance and crime protection advice to members of the public to hopefully prevent them from being victims of crime themselves, Stephens states “in Surrey, during a series of burglaries the force used Facebook to warn people in postcodes where the offences were taking place and give them crime prevention advice. Officers said this helped reach people who may not have been in when they were making house calls and sped up the process” (Stephens, n.d.). The police can also use social media platforms to assist in policing investigations, for example by posting photos of persons involved in incidents, as both witnesses and suspects, and appealing for the public to help identify those persons. An example of this provided by Stephens is “Dyfed Powys Police issued an appeal for information about a man wanted for murder. A member of the public saw the appeal, recognised the man on a public beach and reported him. He was arrested, charged and subsequently jailed” (Stephens, n.d.). This is an example of how the public have managed to assist the police with investigations by providing the police with information surrounding the incident. The police also use this strategy when posting about wanted / missing people as it is useful at spreading an image of that person and encourages members of the public to come forward with any sightings / information to assist police. Another way that the police can use social media to engage with the public is by promoting community events and meetings with local policing teams, this allows members of the public to meet police officers and familiarise themselves with their local officers. Finally, the police also use social media to provide reassurance to communities by informing them when high priority arrests are made and priority suspects are charged with offences where it is in the public interest the share such information.

Information gathered via social media platforms can be used by the police in a number of different ways. Information and intelligence can be obtained to assist with police investigations as previously mentioned however aside to this, social media can also be used as a platform to allow people to report incidents of note or crimes. It allows for people who do not require an immediate response and might be nervous to phone in incidents to take time to word their reports and prevent unnecessary stress and worry. A survey conducted in 2018 by police forces within the U.K. “found that 51 per cent of respondents viewed social as their preferred method of contacting police about non-emergency issues” (Stephens, n.d.). This shows that the use of social media as a medium to report crime is a very beneficial resource to those more familiar with these platforms. Aside from information provided to the police via messages on social media, the police are also able to use public posts made on social media about the police to monitor the feelings of the public about numerous things, this includes “understand(ing) the policing issues that people are talking about online” and to “decide how best to engage with communities to impart confidence in the police” (College of Policing, 2020). This has a positive effect on both the police and the community as it assists the police in delivering a better service, subsequently increasing the public’s confidence in the police and creating a stronger relationship between the public and the police. 
The use of social media by police forces can have both positive and negative effects on the police and the public’s perception of the force. The positives of social media include a lot of what has previously been mentioned, such as providing communities with reassurance regarding worrying events and offenders. Another benefit is gathering information and intelligence to support police investigations and helping identify suspects and witnesses, such as helping to locate where they are. There are a huge range of positive benefits to the use of social media by the police, however as I have previously stated, this also comes with risks and negative aspects which I will now discuss. Firstly, although social media posts about positive work done by policing teams satisfies the majority of people, some followers of the police’s social media accounts will be cynical of the police and attempt to downplay the positive work by comparing it to other situations where the same positive outcome could not be achieved. This can not only spread negative information about the police, leading to a decrease in public confidence, but it can also have a negative effect on the officers and staff who are publicly shown within these social media posts and cause issues with their confidence and mental health. Another issue relates to the posting of wanted persons to social media sites by police, although positives can be drawn from this strategy of tracing wanted persons, it also alerts the suspects to the fact that they are wanted by the police. This information is also publicly accessible by that person associates, this could subsequently cause that person to take more drastic steps to avoid apprehension and cause associates to hide key information from the police once they become aware of their status. The social media accounts run by the police force are monitored and reviewed prior to posting to ensure that there is nothing sensitive shared with the public and nothing likely to cause offence. The same however cannot be guaranteed when it comes to the use of social media by police officers out of the work environment. Risks can quickly rise with the use of social media when officers and staff within the police force share potentially offensive or sensitive posts on their personal social media accounts, public or private. “In August 2018, following an IOPC investigation, an independent panel concluded a South Wales police officer had a case for gross misconduct, with a sanction of a final written warning. The officer resigned prior to the hearing taking place. A member of the public reported a number of potentially offensive Facebook posts which they felt breached the rules of SWP in relation to social media” (Independent Office for Police Conduct, 2021). Following on from personal use of social media accounts by police officers, risks arise from members of the public using social media searches to gain personal information on police officers they have had encounters with, this could detail where that police lives, the identity of their family members and vehicles that they drive. This can have dangerous consequences if obtained by the wrong people and could lead to safety concerns for those employed by police forces and their families. There are a range of steps that can be taken by officers and staff to reduce this risk, these are detailed in a document released by the Association of Chief Police Officers (ACPO), some of them include: “ensure privacy settings for social media are set to the highest level”, “are careful when accepting ‘friends’ to access their social media” and “are not associated with social media of criminals” (Association of Chief Police Officers, 2015).
I have been involved in numerous incidents in which social media has been utilised as a tool which has positively benefited both the police and the local community. In August 2022, South Wales Police were made aware via numerous different Facebook posts of the same male who had been caught on CCTV attempting to gain access into multiple properties without permission within a small area on the same night. Photographs of the male involved were shared via these posts and it was clear that the same male was responsible for all of the attempted burglaries and had been identified as responsible for a theft from a garden in which a bicycle was stolen. Reports started coming into the police around 08:00 am and officers were tasked with reviewing CCTV to determine if anyone could identify the person responsible. Multiple officers were able to identify the male due to previous involvements with him and an arrest strategy was developed. Within twelve hours of the initial posts being made by the various victims, I attended an address linked to this male and I subsequently arrested him on suspicion of multiple attempted burglaries, as well as the theft of the bicycle. The stolen bicycle was found within the property the male was arrested in, as well as the clothes he was identified wearing in the CCTV, the bicycle was then returned back to the owner and the clothes were seized. A public post was then made by the South Wales Police Facebook account whereby community reassurance was provided that the male responsible for the burglary was in custody – this post was highly shared and all of the comments from people in the community were positive about police action. The male was subsequently charged with the offences and remanded in custody where due to his previous convictions of similar nature, he was provided a custodial sentence. Another incident whereby the use of social media has provided a positive result was in April 2022 when I attended reports of a domestic assault. An account was provided by the victim that the perpetrator (her partner) had attacked her by punching her to the face causing bruising to her cheek after a verbal argument. The offender had left prior to police arrival and could not be located for a considerable amount of time. An appeal to locate the male was posted to South Wales Police Facebook and Twitter accounts and shortly after, information was provided by a member of the public that the male was staying with a friend. I attended at this address with colleagues where we located the male hiding within a wardrobe, he was subsequently arrested on suspicion of assault, however due to lack of engagement from the victim, he was released with no further action. This is an example of where information and intelligence provided by members of the public has been able to assist with an ongoing police investigation and subsequently led to the arrest of the wanted male.

In conclusion, social media has a key role in modern day policing and is used by the police in a number of different formats to assist them in different ways. Social media can provide both positive benefits to police forces by assisting with investigations and gathering information and intelligence, however can pose risks to the officers and staff who are publically posted by forces. When used in the correct format, social media is becoming imperative to a successfully run police force and is a hugely important tool in providing a high level of service to the public.
 
Word count - 2444



Task 3

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


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

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

In this essay I am going to explore leadership within the police and evaluate how leadership and management skills are used within the force. I will look at what leadership is and how it is defined within every day living, I can then use this information to integrate it to its use within the police. I will look at the different leadership styles that are seen in day to day policing and how I have been able to use them to my advantage in a range of different situations. I will look at my own experience of demonstrating leadership skills and evidence how and when these sorts of skills have been used and adapted. I will explain how different leadership and management skills have been available to use depending on different situations I have been faced with and analyse how effective it was as a result. I will look at a variety of different incidents that I have been involved with and explain how leadership and management have been integrated into them, I will look at this from both my perspective as well as leadership styles that I have witnessed myself from supervisors at these incidents.

Leadership is seen within the police every day in different ways and is a key part of day to day policing. Leadership does not have one particular definition however, “leadership can be defined as the process of understanding people’s motivation and leveraging it to achieve a common goal” (CIPD, 2022). ‘Leaders’ within teams play an important role at ensuring that goals are met. As there are many leadership styles, displaying leadership can be done in different ways – “experience suggests that successful leaders don’t all behave the same. They may act differently, even in similar situations, and have quite different personalities” (CIPD, 2022). The question is often asked within teams, who is the ‘leader’? “Leadership is often seen as an individual competence or a role. However, whilst leadership is often exercised by those in charge, being in charge is not necessarily a requirement” (CIPD, 2022). Leadership within the police comes from a variety of different ranks, however is demonstrated and necessary at every level of working to achieve a good working environment. Without leadership within a team, there is likely to be reduced productivity. “When there is no good leader to direct a team, a department, or an organization, then the following scenarios are inevitable: delayed decisions, conflicts, low morale, reduced productivity, and success is difficult” (Nichvalodoff, 2020). Ultimately, without clear leadership there is likely to be confusion within a team and lack of organisation subsequently resulting in reduced results. 

There are multiple different styles of leadership, some more common than others, however all are used in some way within the world or work. The first leadership style I will look at is ‘autocratic’ leadership. “Autocratic leaders make decisions without consulting their team members, even if their input would be useful. This can be appropriate when you need to make decisions quickly, when there's no need for team input, and when team agreement isn't necessary for a successful outcome” (Mind Tools, 2009). This leadership style is not used very often within the police as each situation is different and strictly following one person’s decisions as oppose to a group response is not efficient. Every officer has a different way of dealing with incidents and investigations and not allowing colleagues to complete work in their own way is not a fair leadership style. Despite this, some incidents do require a more ‘automated’ response, such as burglaries or serious assaults in which initially the priority within an investigation is following the ‘golden hour’ investigative actions to ensure that all evidence is gathered effectively. Through my experience, the only time I have adapted this as a leadership style is when assisting with tutoring new students on response. This is because they sometimes find this the most useful leadership style during the earlier shifts within their tutorship as they want to ensure that all the work they complete is correct and no mistakes are made. Aside from this, I have also experienced this leadership style when conducting search warrants as it is planned by the leading officer and the plan of action is decided upon by this officer to ensure that all evidence is gathered without risk of it being destroyed. I do not see Autocratic Leadership as an effective style within policing as it is likely to prevent officers from developing effectively.

The next leadership style I will look at is ‘democratic’ leadership. “Democratic leaders make the final decisions, but they include team members in the decision-making process. They encourage creativity, and people are often highly engaged in projects and decisions. As a result, team members tend to have high job satisfaction and high productivity” (Mind Tools, 2009). This leadership style encourages problem solving as a team and results in more team cohesion as oppose to an autocratic leadership style. Democratic leadership results in officers feeling more included and less likely to feel degraded through a more demanding autocratic leadership style. “Employees under this leadership style tend to become supportive and closely connected with each other. Collaboration is appreciated, and everyone’s opinions are taken into account” (Miller, 2017). This leadership style is most commonly used within neighbourhood policing teams where time can be taken to discuss problem solving strategies and put measures in place to assist victims. Despite this, a democratic leadership style does come with negatives. Firstly, a democratic leadership style can be more time consuming as not only does it take time to gather everyone’s opinion on an incident, but to decide upon the best decision for that incident can take longer. “The consensus approach often leads to procrastination, leading the management to find it difficult of working within the allowed framework and timeline. Hence, a bad choice in case of time sensitive or urgent deliveries” (Miller, 2017).  In situations where a decision is needed to be made quickly to prevent loss of evidence or safeguarding, another leadership style may be more appropriate. An example of this would be at the scene of a serious assault / stabbing that I attended which occurred within a large open field. In this case the longer the delay in gathering evidence, the more likely it was to be missed or destroyed. In this case a more autocratic leadership style was better utilised as a more experienced officer was able direct officers to specific roles to ensure that loss of evidence was minimalised. 

The final leadership style I will look at is ‘laissez-faire’ leadership. “Laissez-faire leaders give their team members a lot of freedom in how they do their work, and how they set their deadlines. They provide support  with resources and advice if needed, but otherwise they don't get involved. This autonomy can lead to high job satisfaction, but it can be damaging if team members don't manage their time well, or if they don't have the knowledge, skills, or self motivation to do their work effectively” (Mind Tools, 2009). This is a more laid-back approach to leadership and allows for members of the team to be given more freedom to make their own decisions and manage their own work. This can have good results and officers feel more trusted within the team to make their own choices and don’t feel as if they need to be micro-managed at every stage of their own investigations. This leadership style can be very effective at allowing officers to develop their skills and abilities. This leadership style is more effective with experienced officers who are familiar with investigations, however is less likely to provide the same results with less experienced officers who still require some level of guidance on how to proceed with investigations and deal with incidents they are unfamiliar with. Some officers may also find that this approach is less appealing to them as they appreciate confirmation from a leader prior to making decisions to ensure that they are not making mistakes or the incorrect decision. “The team’s perception of their leader can largely impact their performance. Most teams want to know that their leader cares and is present to understand the challenges they face. Some people begin to lose trust in the leader and the organization if they hardly ever see or hear from the leader” (Lindberg, 2020). I see this leadership style in my day to day role as this is the style my supervisor takes, he allows us freedom to deal with incidents as we feel necessary. This also allows him more time to monitor calls and workloads as he is not spending unnecessary time micro-managing the team. When working alongside other colleagues this is the leadership style I tend to take, unless a colleague asks for assistance, it allows them to understand the incidents on their workload fully and take time to develop a strategy to deal with it. This allows them to develop as previously mentioned and take more pride in a positive outcome.

Whilst looking into leadership, it is important to understand management within the work place and explore how it differs from leadership. “Leadership skills are typically more soft skills-based, whereas management skills tend to be more hard or technical skills” (Bretous, n.d.). A manager within the police is more of a sergeants role and therefore I have not had much experience within this sort of role, however having worked closely with neighbourhood beat managers within the neighbourhood policing team, I am familiar with some of the processes used to help manage teams and create a productive work place. “Management consists of controlling a group or a set of entities to accomplish a goal. Leadership refers to an individual’s ability to influence, motivate, and enable others to contribute toward organizational success” (Nayar, 2013). 

Modern day policing is a very demanding role and no incident is ever the same as the last. Leadership skills are necessary by all roles at every incident, I have worked with multiple different teams and witnessed many different leadership styles and different ways of working. Similarly, I have been to many incidents in which I have taken control and shown different leadership styles to help support other colleagues around me and as a result of changing circumstances whilst at an incident, I have been able to adapt my own leadership style during an incident in order to achieve the best outcome. In August 2022 I responded to an ongoing fight whereby it was reported that a male had been stabbed multiple times. Whilst on route to the call myself and a colleague have come across a male walking away from the scene covered in blood, I stopped the vehicle and approached the male aware that he may be in possession of a weapon. I handcuffed the male to conduct a search of him when I noticed multiple stab wounds to his torso and arms, at this time I took control of the incident prior to any further officers arriving at scene. I attempted to administer first aid in the first instance whilst my colleague made other officers aware of our location and situation. A short time later an ambulance arrived at our location where the male has then entered their control, I left my colleague with the ambulance crews whilst I approached the scene of the initial incident. Upon arriving at the scene there were clear signs of an altercation outside of a property – the furniture outside was upturned and there was a large pool of blood on the floor leading in the direction of the male we had stopped. I checked inside of the property whereby the incident occurred however there was no one inside, around this time further units started to arrive at the scene. During the early minutes of the investigation, I took an autocratic approach of leadership to ensure that no evidence was lost – I pointed one colleague to the scene of the incident and asked him to start taping the area off and holding it as a scene ready for further examination. I asked another two colleagues to start with house to house within the street to confirm exactly what had happened and to locate any witnesses or any other injured persons. I asked my colleague with the injured male to start obtaining as many details from him as a victim whilst I updated my sergeant and bronze inspector with an early situation report. Once things at the scene had calmed down and we had confirmed that the perpetrator had left and the circumstances leading to the altercation, I was able to bring the officers back together to talk about what information we had and to develop a plan as to the following steps of the investigation. At this stage I demonstrated more of a democratic leadership style whereas a team we were able to discuss ideas and to determine how best to approach the investigation. Once details of the suspect had been gathered including an address, as a team we conducted arrest enquiries for the male suspect. At this time, I took on a laizzes-faire leadership style and allowed officers to take up their own positions and roles within the property as I felt they were more than capable of doing so. I arrested the male at his home address on suspicion of section 18 assault and conveyed him to custody whilst the team continued with a search of the address for further evidence. Again during this time, I allowed them to search the property in their own fashion, taking on a laissez-faire leadership style. Throughout this incident I was able to adapt my leadership styles due to the changing risk assessment and requirements of the incident. This allowed me to ensure that the best evidence was obtained whilst also valuing my colleagues opinions on how we should conduct enquiries and continue the investigation.

In conclusion, there are multiple different leadership styles seen within policing and it is clear that no one style of leadership is the best answer in modern day policing. Different styles of leadership are required at different times depending on the situation, the colleagues you are leading and the requirements of the case. Leaders do not need to demonstrate only one leadership style and the style displayed by a leader can constantly change and develop as a result of changing circumstances.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

In this essay I am going to reflect upon my three year probation within the police force and analyse how I have developed as an officer since first starting my probation. I will look at defining different mentoring and coaching models used within policing and give examples of how I have seen them used within policing. I will conduct research into feedback and how it should be used in the workplace. I will explain how feedback is incorporated into the mentoring and coaching I receive and how it is used to assist me. I will explain and break down what my three year probation has entailed and how each aspect of my probation has enhanced me as an officer. I will explain how coaching and mentoring theories have benefited me as an officer throughout my probation. I will explain how the coaching and mentoring I have received throughout my probation has assisted in helping me achieve my own targets as well as goals expected within the organisation. I will also evaluate how mentoring and coaching has helped me develop personally as an officer and how it has benefited my performance at work. I will look at how it has assisted me with learning about roles that I am interested in pursuing in the future and developing my knowledge around these roles. 

As with most workplaces, correct coaching and mentoring is key within the police to create a productive workforce and to ensure that staff are confident in their ability to conduct their roles. Although similar in nature, coaching and mentoring are different things and understanding what they are is important. “Coaching aims to produce optimal performance and improvement at work. It focuses on specific skills and goals, although it may also have an impact on an individual’s personal attributes such as social interaction or confidence. The process typically lasts for a defined period of time or forms the basis of an on-going management style” (CIPD, 2021.  CIPD define mentoring as a “relationship in which a more experienced colleague shares their greater knowledge to support the development of an inexperienced member of staff” (CIPD, 2021). Coaching tends to be a more short-term relationship where the ‘coach’ looks to focus on the skills and abilities of a learner to improve their work performance. Contrastingly, mentoring tends to pan over a longer period of time and a ‘mentor’ is usually someone within an organisation with greater experience who will guide a less experienced member of staff to focus on career development. Both coaching and mentoring can be hugely beneficial to learners who are trying to develop and further themselves within their career. In 2018 a coaching and mentoring programme was launched by the Police Superintendents’ Association in collaboration with the College of Policing. “The programme provides training in becoming a coach or mentor, enabling officers and staff across the policing family, access to informal, flexible support to help their professional development” (Police Superintendents' Association, n.d.). This programme was developed to assist both mentors and mentees with development within the police, whether it be role specific or promotion based.

In almost every aspect of life feedback is involved in some capacity, whether it be at work or whilst taking part in a hobby amongst other things. LEO Learning define feedback as “a reaction or information that occurs as a result of actions or behaviour undertaken by an individual or group” (LEO Learning, 2016). Feedback can be provided by anyone in a number of different formats, feedback does not have to be verbal, it can also be shown physically, for example a thumbs up or written, such as an email or letter. Feedback is important to learning and developing as it allows for learners to identify their own strengths and weaknesses and set themselves goals. There are many different types of feedback, however in this essay I will look at two of them which have been identified by the College of Policing. The first type of feedback I will look at is motivational feedback, the College defines motivational feedback as “where you seek to build someone’s confidence” (College of Policing, 2021). This type of feedback is specifically important during the early months of an officers operational career. Starting a new role as demanding and intimidating as the police is not easy, therefore positive feedback which increases confidence is imperative to developing an officers performance. Despite this, too much motivational feedback could have negative consequences depending on the recipient. In a role such as a police officer, being overly confident can land you in difficult situations and cause team friction, especially for less experienced officers. Too much motivational / positive feedback could result in issues like these. The second type of feedback I will discuss is developmental feedback, this is defined by the College of Policing as “where you are looking to build someone’s competence” (College of Policing, 2021). This type of feedback does not only focus on what has already been done, but focuses on creating target’s or goals for the recipient to strive to achieve. This sort of feedback is again very important within the work place and can greatly benefit those who seek to develop their competence and aim towards a goal. In order for feedback to be effective, it is important to use both types of feedback, however not to use both at the same time. Feedback needs to be simple and easy to understand, if it is made too complicated it can confuse the recipient and not have the desired effect. As much as giving feedback is important, it is equally important to be able to take feedback. “Sometimes this can feel like a difficult and uncomfortable process. Accepting praise, constructive criticism and advice is not always the easiest thing to do. However, if done in a meaningful and supportive way, it can give you a fresh perspective on your work” (College of Policing, 2021). Being able to take feedback within the police and act upon it to better yourself as an officer is very important for developing performance.

Since joining the police as an officer, my probation has consisted of three years. Each year has been different and allowed for different elements of essential learning that has led me to be in the situation I am currently. The first six months of my probation consisted of training school whereby I learned the foundation of policing, how to conduct myself as an officer and the key knowledge required prior to becoming an operational officer on response. During this time I was taught about criminal offences and their relevant definitions. I was also provided with personal safety training along with first aid, as well as learning about how to deal with different scenarios and adapt to varying situations. During this training period I benefited heavily from coaching which was delivered by trained learning and development staff / officers. The coaching was specific depending on the day to focus on particular skills required as a police officer. The coaching provided was hugely beneficial to learning how to conduct myself as an officer and how to effectively demonstrate the role of a constable. The coaching was provided in different formats; classroom based teaching was provided for definitions and understanding of the role, whereas practical teaching was provided for operational learning on how to put the knowledge into practise within an operational scenario. During operational scenarios, the use of both motivational and developmental feedback from the trainers was useful for understanding what went well and what can be improved upon for next time. It made is easy to set targets for myself when completing similar role play scenarios. Following my six months within the training school, I was deployed to an operational response team for an initial three month tutorship phase.

During my three months of tutorship, I worked very closely with a trained tutor constable who I joined for every shift of this phase. “The role of a tutor constable is to take student officers out for their first shifts after they have competed their initial training. They aim to ensure the students attend a wide variety of jobs and are competent in the role before being allowed to patrol independently” (Thompson, 2021). During this phase, my tutor took on more of a mentorship style role where he would attend calls with me and provide guidance whilst observing my ability to police and assessed my decision making skills. He would provide assistance in circumstances where I was struggling, however gave me the time to problem solve where it was suitable. Throughout this period I found the mentorship delivered by my tutor was very useful. It helped my development as a police officer by observing how he performed the role and taking guidance from him. I have found that my present method of policing is very similar to his and therefore it is clear that his mentorship was beneficial. During my tutorship, my tutor took on a coaching role at times as he would develop skills not taught during training which could only be actioned as an operational officer. At the end of my tutorship, my tutor assessed my ability and declared me fit for independent patrol and signed me off as a fully operational officer.

At the time of writing this I now have two years of experience working on response. During my time on response as a result of the area I work, I have been lucky enough to have two sergeants who supervise the shift and provide guidance and feedback. Throughout my time on response, I have spent one on one time with them both where they have been able to provide guidance and feedback on my ability and decision making skills. These conversations help with setting goals and targets at the aspects of the job that I feel I need to improve upon. Through observing them at incidents and the way they handle certain situations, I have been able to develop my own performance. Having conversations with both of my supervisors allows me to develop my performance and learn new skills as they are able to send me on a range of different courses and attachments. During the early months on independent patrol I found the case file work difficult and understanding how to build them was an issue of mine. Through speaking with my supervisors and receiving feedback, they suggested I spend some time in the HUB which is a team dedicated to interviewing suspects and building files of evidence for prosecution. I was able to set myself targets for improvement prior to this attachment and saw a huge improvement in my case file building, and also a vast improvement in my interviewing ability which I had not anticipated. This managed to grow my confidence hugely and meant that I was not only achieving personal goals, but also professional goals by enhancing myself as a professional police officer. Following my time in the HUB I found an interest in tackling the issue of drugs supply, I spoke with colleagues about roles within this field and I was advised to approach the Organised Crime Unit who would be able to assist with an attachment. I completed a two week attachment with the Organised Crime Unit was coached by a number of experienced officers who taught me new skills in regards to the covert side of policing and introduced me to large scale drugs supply investigations. Not only would they coach and mentor me to learn new skills, but they also allowed me to manage a number of warrants and investigations under their guidance and provided me feedback throughout to help build my confidence and enhance my performance. I found this attachment very useful at building new skills and identifying roles I am interested in pursuing in the future.

Aside from the attachments, I have also been able to develop and learn through numerous courses such as my standard response course and my taser course. These courses require a lot of dedication and hard work to pass and they consist of constant coaching and feedback. The skills provided by these courses are important for development and contribute to a more professional work force and organisation. I have also found that now I am starting to gain more experience within response policing, I am being trusted with helping to tutor student constables when their tutors are away from work. Taking on this role means I am starting to display mentoring and coaching techniques and also allows me to provide motivational and developmental feedback to colleagues. Being able to provide the coaching and mentoring has assisted with developing myself as an officer and has grown my confidence in taking on a role with more responsibility.

In conclusion, coaching and mentoring within the police are imperative to growth and performance improvements. Understanding the difference between coaching and mentoring is important, as well as understanding the characteristics of each. Similarly, feedback is important to improving confidence and competence. Knowing what feedback to use and when to use it can ensure that feedback is received in a positive way. Additionally, being able to accept feedback is beneficial for setting goals and making improvements to individual performance. I have benefited hugely from coaching, mentoring and feedback throughout my time as a police officer and something I will continue to benefit going forward. Now that I am becoming a more experienced officer within response, I am starting to see myself being given more responsibility within the team and I am starting to display the characteristics of a coach / mentor when helping to tutor new student constables, this is subsequently improving my performance and helping me learn with them. This also allows me to provide feedback to colleagues that I haven’t previously felt confident enough to do.
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