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Task 1

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


	
Critically evaluate the overall strategic context of policing and relevant national policing strategies

Consider the strategic Policing requirement, Policing Vision 2025-2031, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy


Evaluate the strategic role of the College of Policing in professionalising policing

Consider what is a professional body and how this defines the police profession



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




ANSWER:

The Strategic Review of Policing in England and Wales, which was introduced by the Police Foundation in September 2019, sought to explore how crime, fear of crime, and other threats to public safety are evolving and evaluate the capacity of the police to address these challenges as part of a broader strategic response. Sir Michael Barber served as chair of this extensive independent assessment, the first of its sort in many years, which was supported by an advisory board made up of former top police officers, elected officials, and eminent academics. 

In February 2022, Sir Michael Barber voiced his views and opinions on the strategic view of Policing. His statement was impactive and stated, “only fundamental reform would reverse the crisis of confidence in policing and without reform, the British tradition of policing by consent is at serious risk”.

He made it clear that the excellent work by Police officers is having a great effect on the public and their dedication to keeping all members of the public safe is at a high. However, and despite the gruelling work that is carried out by the dedicated Police officers of England and Wales, he issued some worrying statistics.

These statistics contained that online fraud today makes up over 40% of crime, the vast majority of which goes unreported, let alone prosecuted. With homicide by sharp instruments increasing between 2015 and 2021, violent crime that is often drug-related has also increased. Another increase of statistics was noted and between 2017 and 2020, the number of people detained under the Mental Health Act rose by 33%, and three million investigation hours were allotted to missing persons annually.

However, he also pointed out that other serious crime rates, such as knife crime, neighbourhood crime like burglaries, and offences involving firearms, have all decreased since 2019.

Sir Michael Barber explained how the police department must proceed if it is to get out of the current predicament. The most poignant fact he had to say was that “there’s a capacity challenge; there aren’t enough police”. (Policing review 2022). 
This leads us onto the fact that the pledge and the promise to the members of the public to recruit 20,000 officers in 2020, has still not been fully fulfilled. 

The prime minister at the time Boris Johnson, issued a statement in July 2021. He stated “I am delighted we are already almost half-way there in delivering our commitment of 20,000 more police officers to fight crime by 2023”. (Gov.uk 2021).
However, as of December 31st 2022, this promised figure was not yet met. The findings revealed there had been an uplift of 16,753 officers recruited as part of the Police Uplift Programme and a further 472 officers which had been recruited via other funding streams. This grand total takes the recruitment drive figures up to 17,225 officers recruited and the remaining vacancies to reach the full capacity of 20,000 new officers was promised to be March 2023. (Gov.uk 2022). 

On March 31st 2023, Policing Vision 2030 was released by the College of Policing, the Association of Police and Crime Commissioners (APCC), and the National Police Chiefs' Council (NPCC). This intends to build on the Policing Vision 2025's successes to bring about radical change throughout the whole policing system. The updated vision will make it possible to concentrate policing efforts on the key objectives that must be accomplished before the decade's turn. (College of Policing 2023). 

Vision 2030, which was created by Marc Jones Joint Chair of the SPPB and Chair of the APCC, Andy Marsh Joint Chair of the SPPB, Chief Executive Officer College of Policing and Martin Hewitt Joint Chair of the SPPB, Chair of the NPCC. The Vision 2030 is openly for Policing and it gives us a system-wide, overarching goal to work towards. This puts the service in a good position to meet both local and international priorities for law enforcement. One of the main tenets of Vision 2030 is to prevent and respond to crime. It is understood that the need of teamwork and the sharing of knowledge is paramount in order to accomplish both. In conclusion, this is policing's goal for the year 2030, to provide a police service that is reliable, inclusive, and trusted by the communities it serves.

The Vision 2030 statement is clear and states, “By 2030, to be the most trusted and engaged policing service in the world working together to make communities safer and stronger”. (Policing Vision 2030).

The Policing Vision 2030 has provided 5 pillars of improvement that it wants to target and provide a greater outcome in these areas by 2030. The 5 pillars consist of; “To help keep our communities safe, to prevent crime and criminality, to respond effectively to all appropriate demand and bring perpetrators to justice, to develop and inspire our workforce and evolve our culture and to embed a culture of continuous improvement and innovation in policing”. (Policing Vision 2030).

In November 2014, The College of Policing issued a 5 year strategy plan. The independent chair of College of Policing, Professor Dame Shirley Pearce stated, “At the College of Policing we are determined to make a difference to the way people who work in policing are supported to do their jobs”. (College of Policing 2014).

Since the early days of policing, the environment in which the police must provide efficient crime reduction has drastically changed. Then, it was widely regarded as a craft, and warranted officers had legitimacy due to the fact that they were selected from the people and communities they served on a grassroots level. Since the creation of contemporary police forces, crime patterns, communities, and communication channels have all changed. As a result, the abilities and knowledge needed to stop crime in its tracks and respond to it have changed and will continue to do so. There is still much to be done before the police can take advantage of many of the professional support systems that other sectors take for granted. Policing is already adapting to meet the demands of the next several decades. The five-year strategy will result in goals that it endorses and that they feel will improve all police forces in England and Wales to their highest potential. The objectives will consist of; setting standards of professional practice, identifying, developing and promoting practice based on evidence, supporting the professional development of those working in Policing, supporting Police forces and other organisations to work together to protect the public and prevent crime and to identify, develop and promote ethics, values and standards of integrity.

The vision of the College of Policing’s 5 year strategy is simple, “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 College of Policing has developed a strategic role within professional Policing. They openly and clearly state “A strategy is a plan of action designed to achieve a series of objectives or a particular goal. It sets out the high-level overview of the police response and, as such, does not get drawn into tactical or operational detail”. (College of Policing 2013).

The College of Policing also emphasises that the development of a plan to guide police activity is the responsibility of the gold strategic commander. Each policing operation is different; while prior, comparable incidents may have provided a list of goals that might be used when establishing a gold plan, each operation is different and should therefore have its own strategy. However, in all strategies produced, commanders must always and continuously think about the applicable statutory and common law powers and obligations, as well as the policies available to help address any relevant threat, after developing the gold plan. The gold strategy must constantly show the reasonable exercise of police authority. The College of Policing states that the powers and policies that are considered should include “police duties and other statutory/common law obligations, human rights obligations, legal basis for police action, relevant Association of Chief Police Officers (ACPO) policy, authorised professional practice (APP), force policy, or applicable code(s) of practice, use of force implications and whether the operation will require adherence to any authorisation process such as certain surveillance or stop and search powers”. (College of Policing 2013). 

The silver commanders should be able to make judgements that are justified and implement tactical options that support the overall plan thanks to the gold strategy, which should operate as an enabler for silver commanders. It shouldn't interfere with a silver commander's operations. When the gold commander has approved a road closure on at the beginning and end of an event, such as a high-profile sporting event, that I am on the Police Support Unit, that is an illustration of this method. All requests for entrance into the closed road using a vehicle must be directed to the silver commander who will then decide whether to approve or deny the request. The silver commanders are the commanders in charge on the day.

Associations and societies with individual members who practise a profession or occupation are called professional bodies.  The organisation keeps watch over the knowledge, abilities, behaviour, and practise necessary to work in that profession successfully.  The professional body assists people in advancing their careers by outlining the precise knowledge, expertise, and academic standards that will support this process. Being in a career that has a professional body that over sees your force is a great advantage and the most impactful way to measure your career progress and make sure that your skills, knowledge, and competences remain current is to advance through the professional bodies' qualification criteria. (Future People 2022).

In July 2012, Theresa May announced in the House of Commons that The College of Policing would be the professional body to increase the professionalism in Policing today. She stated, “Its mission will be to safeguard the public and support the fight against crime by ensuring professionalism in policing”. (Theresa May 2102).
The College of Policing main goals will be to safeguard the public's interests, raise policing standards, find examples of effective policing, and disseminate best practises. Their aim at the time of announcement was to encourage the police and partners to collaborate to accomplish a common goal, including playing a significant role in directing the work of the higher education sector to enhance the larger body of evidence on which policing professionals rely. They also stated that The College of Policing will support the education and professional development of staff and officers.

Another promise from Theresa May whilst introducing the new professional body was that it will put police officers and staff members at the centre of the profession, assisting them in using discretion and finding solutions to difficulties in order to combat crime, particularly by removing onerous paperwork and having faith in the expertise of qualified experts.

(1816)
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Task 2

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


  
	
Give a brief description of the incident including social and legislative contexts and any relevant cultural, ethnicity and language issues.

Critically evaluate the use of social media platforms as an investigative tool and consider the principles and processes of an effective communication strategy. 

Critically reflect on an incident that you have attended, where social media was used effectively.

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:

To reflect on the following incident, I will be utilising the Borton’s Reflective model (1970), What?, So What?, Now What? This is simple reflection tool that allows you to break down the incident into three stages. To describe the So What? element of the reflective tool, I want to talk about an incident I attended at a store where a detained Muslim female was refusing to engage with the male officers who were first in attendance. 

During one of my shifts, over my personal Police radio I heard a request for a female officer to attend a Tesco store where male officers had detained a female for shoplifting however, due to her ethnicity and religious beliefs, she was refusing to allow male officers to search her and her belongings. Upon attendance, the female was visually agitated, but I was also informed by my colleagues that there was a language barrier and the female’s English was very poor. I tried my best to communicate with the female as I needed to conduct a stop search of her as there was an allegation that she was a suspect for a shop lifting offence but when I was trying to explain to the female my intentions and reasoning and objectives for the search, she was struggling to understand me.
As I approached the Now What? element, I continued with the incident and utilised my knowledge and contacted Language Line Solutions. For more than 40 years, Language Line Solutions has offered safe, high-quality language support services to the criminal justice industry. In 1982, a police officer founded the company and they are now honoured to collaborate with agencies all around the world. In order to address every situation where a language barrier can be present, Language Line Solutions was founded. From supporting local police teams as they interact with an increasingly diverse population to helping emergency service call centres in life-threatening circumstances. (Language Line Solutions 2023). 

As Language Line Solutions was a success, I was able to successfully engage with the female and complete my stop search which resulted in the female being in possession of items from the store that she had failed to purchase. As a result of this, I arrested the female for theft. 

As I address the Now What? element of the reflective tool, it was apparent to me that due to her religious and cultural faith, under The Equality Act 2010, this female was now a protected characteristic and was a risk factor so I needed to transfer this information to the custody staff so they would be able to deal with her effectively. Custody then notified me that there were no female custody officers on shift at that time which effectively meant that I would have to stay with the female during her stay at the custody suite. The College of Policing state that female members of the custodial personnel who are responsible for monitoring the requirements of the female detainees should be available. As soon as it is practical, the forces should grant this access. A female police officer or female police staff member who is on duty at the station or unit should be given this responsibility if a female member of the detention staff is not available. (College of Policing 2022). 

According to a recent report produced by Congressional Research Service, “70% of adults used some form of social media in 2021, compared to only 5% in 2005”. (Thomson Reuters 2022). With social media's enormous rise in popularity, more and more people are revealing details of their lives online.

2008 saw the beginning of the first connections between the UK police and social media as several forces began testing. Since then, there are currently 1,000 police Twitter accounts that have been approved, and they all use accounts that have been authorised by their force and their top officials. (The Social Element 2023).

The Greater Manchester Police published a tweet on October 14 and 15 2010 describing each incident that had been reported to their control room over a 24-hour period—more than 3,000 of them. The number of followers on GMP's Twitter account climbed from 3,000 to 17,000 at the end of the programme. The idea behind it, according to their Chief Constable, was to “raise awareness of the diverse and complex role of policing, explaining how much time officers spend with non-crime matter”. (The Social Element 2010).

The National Police Involvement Agency issued set guidelines in 2010 to all Police forces that use social media. “The National Police Involvement Agency’s guidance advises forces to adopt seven principles for effective communication. These are to be credible, consistent, responsive, inclusive, ethical, and personable, and for the police service user to be an ambassador for the force and the service”. (The Social Element 2023).

The College of Policing explains how It is critical that the police department and the media collaborate well. Using the media to reach out to the public and spread information can help solve crimes, prosecute offenders, and maintain community safety. The public may gain understanding of the police's actions and motivations as a result. As new technology, crimes, and dangers materialise, so does the setting in which the media and police interact with one another. This interaction is consistently positive and respectful. In other cases, it means making decisions that could come under scrutiny and question. This emphasises how important advice is for assisting with decisions.

Instead of limiting interaction to individuals in senior positions, it could be seen as promoting and fostering engagement between the media and police. Regardless of seniority, everyone involved in policing has a responsibility to communicate. The media should only receive true information about operational incidents or investigations from officers and staff of all ranks and roles. By promoting the legitimacy of policing, being open with information alone is a policing purpose. This includes being transparent about or promoting policing efforts and taking responsibility for one's deeds, choices, and omissions. (College of Policing 2022). 
All Police forces that operate a social media platform, have found that it can be a great avenue to create the gathering of intelligence. Due to human error by criminals operating in the use of social media, this may result in the leaving or public publication of evidence through various social media channels and platforms. It is also used to disseminate information as such, information to the public to notify them of them of any road closures that are in place for their local area in hope that they can arrange an alternative route to decrease any further disruption to their journey. Another effective use of social media by the Police is the engagement between the force and local communities.

I sought the public's assistance during one of my own investigations to locate a man I needed to speak with about allegedly stalking a young girl. I got in touch with the social media staff and asked them to share this man's picture on social media. After a short period of time, a large number of individuals identified the male, resulting in his successful prosecution and the victim receiving justice. However, during the time this image was circulated across the social media platform, members of the public were commenting names of other males, some who were vulnerable. This came with negative views from members of the public who did not appreciate vulnerable members of the public being mentioned and names being exposed to thousands of followers.

As I can continue to express the advantage of Police forces using social media such Facebook, Instagram and Twitter to help with the gathering of data and intelligence for investigations such as issuing calls for witnesses, information about missing people, and assistance in the identification of suspects; due to incidents like the Mayhill Riots in May 2021, South Wales Police made an appeal to the public for help in identifying several suspects who were accountable for the terrible disturbances that took place over the course of that weekend. The South Wales force then took to social media to announce the successful news that 18 people had been jailed for a total of 83 years combined for their despicable part they played in the riots. The release of this information was shared and viewed over 18,000 times across the platform. (South Wales Police 2022).

However, South Wales and Gwent Police forces received a huge back lash from members of the public on social media during their dealing with an incident involving 5 people that were reported as missing then later found having been involved in a road traffic collision. The Police were scrutinised in their delayed reaction to finding and recovering the vehicle with three of the missing persons deceased inside. When the vehicle was finally discovered, the news spread across all social media platforms which then encouraged masses of people to arrive at the destination. The behaviour of the crowds called for a Police Support Unit to be deployed in which I was part of. (ITV News 2023)

There are also risks of the Polices’ use and expressions on social media that are defined as harming to the persons involved. A classic example is the Greater Manchester Police, who came under fire for a tweet they sent out in which they expressed satisfaction with the verdict in a case in which a lady received a 5-month sentence for her involvement in riot looting. This woman only received a community service sentence after successfully appealing her punishment. A tweet from the same force also provided the residence address of a man accused of setting fire to property during the riots. He was later exonerated, but not before his apartment had burned down in what was thought to be a vengeance attempt. (Social Media Today 2012).

Also in 2020, the BBC News reported that two Police officers from Cambridgeshire Police, PCs Amy Taylor and April Cooper shared videos of themselves shouting abusive language in a police car and acting improperly in a police station and all while wearing police uniform. The two police officers claimed at the hearing that the tapes were to enhance morale. However, final written warnings were handed to both officers. There is no question in my mind that the tapes have harmed our constabulary's reputation, according to chief constable Nick Dean. A member of the public who had viewed the films and thought they were "unprofessional" had reported them. (BBC News 2020).

In conclusion, it is obvious that there are both advantages and disadvantages to police departments using social media platforms in today's society. No matter what the police do or don't while performing their duty, the people will never be completely satisfied, and they will always be criticised. However, when it comes to the Police prosecuting criminals, such kind of information can always be relayed on being well received by the general population. Additionally, it is obvious that when using social media, police officers must always keep in mind that they are professional members of a professional force and must always adhere to the rules for using any social media site.

(1935)













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 key principles of leadership in relation to policing and explore how you have applied appropriate leadership skills in this incident as a police constable 
 

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:

Although leadership has no clear definition, it can be widely viewed as the capacity to comprehend people's motivations and use them to further an objective. Effective leaders can produce favourable results for individuals, teams, organisations, and larger communities by using various strategies and acting at any level. (CIPD 2022).
However, when it comes to the world of Policing, an ongoing, individual learning process is required to become an effective law enforcement leader. Leadership is a lifelong journey of self-discovery and social development. Through self-giving, mentoring, developing, and promoting those who work for us, it entails putting others' needs ahead of one's own. Developing competent law enforcement leaders who can fight crime and defend the innocent is a process that our organisations are steadfastly trying to complete. (LEB 2011). 

The College of Policing have developed six elements of that have been developed to define the proper and anticipated actions of leaders at all levels. These elements consist of, “inspiring common purpose, developing and valuing people, building an inclusive workplace, leading across boundaries, performance and improvement and understanding self and others”. (College of Policing 2023). 

IMD (2023) states “Leadership in itself is a somewhat a fluid principle. Generally, most leaders adapt their leadership styles to suit their situation”. (IMD 2023). The most common six leadership styles typically used today are transformational Leadership, delegative Leadership, authoritative Leadership, transactional Leadership, participative leadership and servant Leadership. A leadership approach known as transformational leadership places a strong emphasis on change and transformation. By utilising their potential, leaders who use this strategy hope to motivate their people to go beyond what they previously believed was possible. This leadership style is very important in the Police force as Police Officers deal with difficult situations and sometimes, these difficult incidents have a negative impact on that officer so having a leader who believes in their staff to do more is a huge advantage. A delegative leadership style, sometimes known as "laissez-faire," emphasises giving team members the freedom to take initiative. This type of leadership is characterised by trust and reliance on the team members. They don't micromanage or overly involve themselves in giving advice or critiques. Instead, delegative leaders encourage their team members to use their initiative, resources, and expertise to achieve their objectives. Visionary is a term frequently used to describe authoritative leaders. Those who embrace this leadership style see themselves as mentors to their followers. People around leaders who exhibit authoritative features are more likely to be inspired and motivated. They give their teams general direction as well as instruction, criticism, and inspiration. This encourages a sense of success or accomplishment. A leadership stance that focuses on rewards and penalties is known as transactional leadership, also referred to as managerial leadership. This leadership approach blatantly emphasises structure, presuming that people may lack the drive to do their jobs. Participative leadership, often known as democratic leadership, is a leadership approach that encourages managers to consult with their staff members and include them in decision-making. This leadership style necessitates that leaders be inclusive, have effective communication skills, and, most importantly, be able to delegate authority and responsibility. A leadership approach known as servant leadership prioritises the needs of others. It places a heavy emphasis on developing close bonds with those around you and focuses on helping them realise their greatest potential. As a leader, you must concentrate on getting to know the team members and enhancing their skills while also establishing a positive example and comprehending their own objectives. (IMD 2023)

Even though there is no direct instruction on what leadership styles should be used when it comes to the world of Policing, the University of San Diego believes that there are three most common leadership styles that fits the role of a Police Officer and the duties they carry out. They recommend that authoritative, transactional and transformational leadership styles are used to provide the best reaction to an incident and the best way to manage the officers involved in that incident. (Online degree 2021). 

To reflect on an incident that I attended whereby I utilised a range on different leadership styles to manage the situation, I will be using Borton’s (1970) reflective model, What? So What? Now What?. “Borton’s framework is a straightforward model that is very easy to use and easy to implement in many situations. It allows the user to think about a situation without adding too much structure”. (Toolshero 2023).

Addressing Borton’s element of What? I will reflect upon an incident whereby a student and I had attended an on-going domestic where the female had been seriously injured with a knife. As we arrived at the scene, the female was in the road and was screaming loudly that she had been stabbed by her ex-partner but he had fled the scene and was still in possession of the bladed article that was used to injure her. My first instinct was to ensure that the female was assessed medically due to her injuries which involved a stab wound to the top her arm that was bleeding heavily. At this stage, I took the role of a leader and was instructing the student on what to do because this was the golden hour of the incident and I needed to ensure that all evidence was preserved at this time. Due to the complex needs of this incident, I adapted the authoritarian leadership style because I needed to get this incident under control and the correct type of units attached to it. I quickly requested an ambulance to assess the females wound, a dog handler to search for the suspect, firearms unit to assist in the search and to dis-arm the suspect should he be located and more response officers to carry out the golden hour principles. The HMICRFS states that the golden hour principle as “The principle that effective early action can result in securing significant material that would otherwise be lost to the investigation” (HMICRFS 2022).

Contrary to popular belief, an authoritarian leadership style was in my opinion the most effective leadership style at that time when as the student officer present with me lacked the necessary competence and decisions needed to be made quickly, they were able to see how one officer manages a scene and an incident as well as how working with other departments that specialise in particular policing areas can aid in decision-making at an incident. The direct approach of an authoritarian leader can be useful for individuals without experience. 

During the time in between myself requesting other units and them actually arriving; due to me arriving at the scene first and receiving first hand of what had potentially happened, I had to carefully think about my leadership style and which one I would need to adapt in order provide the arriving officers with the correct information so that they could carry out their specific duties. When the other units arrived, I briefed them on what had happened and even though I was still in a leader position, I adapted the delegative leadership style as the information I provided to the dog handler, fire arms officers and ambulance staff, I was well aware that with the information I had provided, they were free to introduce their own instructions in line with the role they carried out. 

I now address and reflect on the So What? element on Borton’s reflective model. Due to my instructions to the dog handler and the fire arms officers on which direction the suspect had made off in, they were able to quickly locate him and also successfully located the bladed article that was used in the attack. This also minimised the disruption that would potentially have been caused to the neighbouring members of the public because they were advised to stay in doors until the suspect was located due to the threat that was perceived as the suspect was still in possession of a deadly weapon. When the suspect was brought to me, I arrested him for Section 18 grievous bodily harm. Golding [2014] EWCA Crim 889 indicates that “harm does not have to be either permanent or dangerous and that ultimately, the assessment of harm done is a matter for the jury, applying contemporary social standards”. (Crown Prosecution Service 2023). Due to the level of the females’ injury, I decided that this offence was appropriate and necessary. 
As the male was still in possession of the bladed article in a public place when the fire arms officers located him, I decided to further arrest the male for possession of an offensive weapon in a public place, Section 1 prevention of crime act (1953). Section 1(4) defines an offensive weapon as “any article made or adapted for use for causing injury to the person or intended by the person having it with him for such use by him or by some other person”. (Crown Prosecution Service 2023). 

As I reflect upon the Now What? element of Borton’s reflective tool, I may reflect on what happened and determine whether a different style of leadership might have been more successful. However, being flexible and adaptable in my leadership style was undoubtedly useful in this situation as the victim received the correct care she needed and the suspect was arrested for the appropriate offences in quick time which prevented the victim from potentially being further assaulted and there was minimal disruption to the neighbourhood. When I reflect upon the leadership style I carried out with the student, I feel I adapted the correct style to fit the dynamics of that incident. However, as time went on throughout the students’ tutorship and they gained more experience, I stopped leading in an authoritarian manner and started leading in a delegative and transformative manner. This increased the student's autonomy and enhanced their capacity for decision-making, but it also gave me the option to revert back to an authoritarian style if I wanted to in order to provide a fast pace reaction to a serious incident like this one I have elaborated on.

In conclusion, leadership is necessary in many aspects of police work. It permits decisions to be made that put an incident to rest while keeping the victim's and the community's welfare in mind. Even if it could be difficult to identify a leader or to step into a leadership role during an incident, someone will need to intervene in order to manage the resources and the situation. Being able to embrace a range of leadership philosophies will go a long way towards helping one develop into a great leader, but there is no universal definition of what makes a successful leader given the demanding nature of a police officer's job. These examples show how many leadership philosophies may coexist, as well as how each philosophy must be applied properly in the proper situations in order to be an effective leader. This makes it possible to safely resolve issues. Police commanders must be able to command officers and take into account the abilities and attitudes of their staff. They must also possess a participative and supportive leadership style.
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically analyse how coaching and mentoring support can promote professional development

Critically analyse the principles of work-based assessment within policing


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


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



ANSWER:

Two well-liked strategies, coaching and mentoring, are designed to assist people in growing, developing, and reaching their full potential, typically in a work setting. Some individuals confuse the two strategies and use the phrases interchangeably, but there are crucial distinctions to be aware of before deciding which approach or strategies would be most helpful in a given situation. 

An individual is given direction on their aims or objectives during the coaching process in order to help them realise their full potential in particular personal or professional development areas. By listening, probing, and respectfully disputing the person's opinions, the coach assists the individual in reaching their own decisions and next steps. The coach can also assists the person in shaping or developing their mentality and breaking down goals into more manageable chunks.
In mentoring, an older or more seasoned person serves as an advisor or mentor to a younger or trainee employee. The mentor takes the time to get to know the individual and their unique issues before offering support, feedback, and sharing knowledge, skills, and or experience to help them develop and improve. When someone is mentored, doors and opportunities may open for them, such as when important stakeholders are introduced, and the mentee's career prospects are improved.

When a person is facing a particular issue, such as they have to learn a certain ability, or is being considered for progress in an organisation, you might utilise a coach to support them. In order to realise one's potential, advance one's development, or advance one's career, one could employ a mentor as a method of personal development.

However, when it comes to coaching and mentoring, there are both parallels and distinctions. It is crucial to comprehend this in order to select the strategy that is ideal for you or a particular situation. In some ways, the two methods are different.  However, there are some key differences between mentoring and coaching. Mentoring is directive such as the mentor typically does the majority of talking during any meetings and may give the mentee instructions on how to progress further. But coaching is seen as non-directive. This is when the coach provides the person being coached the opportunity to do the majority of talking by asking them questions and they can then develop their own plan and consider the route they need to take. (High speed training 2023)

The website for the international coaching community explains how the basic principles of coaching helps someone to make the required adjustments and move in the desired direction. Receiving coaching to assist a person at every level of becoming who they want to be can also be helpful. Coaching fosters transformation through raising awareness and empowering decision-making. They continue by describing how a senior employee who is seen as smarter and more knowledgeable than they are provides advice and acts as a mentor. Mentoring involves lengthy discussions that may not only take place at work. A Police officer who has years of experience in the force where their student works is referred to as a mentor. Both mentoring and coaching mostly concentrate on recent and upcoming successes. (ICC 2022).

It is possible to classify mentoring and coaching as both comparable and different behaviours. Coaching is sometimes viewed as a position that the coach voluntarily accepts. However, a mentor might occasionally unintentionally take over. A mentor is frequently a source of support for younger officers on the shift, for example, in the police, even when they are not acting in that position. Coaching is seen as a short-term stage in a student's progress as opposed to mentoring, which is a continuous, long-term activity in which a student can approach a mentor as and when needed. 
Throughout a student constable's probationary period, coaching and mentoring can be divided into its many parts in the context of law enforcement. A student's 12-week tutoring period and the first six months of their initial police training are covered by the coaching phase. After the tutoring phase is complete, a mentoring phase that can extend for several months or even years follows. Nevertheless, a constable's career may occasionally need repeating both periods. The mentoring phase is ongoing for a purpose, and the coaching phase would take place during any required formal training that the police officer attends. Every police officer working a shift will possess a different set of policing abilities. While one police officer might be proficient at enforcing traffic laws but less so at compiling records, they can ask another officer for advice and guidance who may be more experienced in that field.
According to Annabelle Reitman and Sylvia Benatti's article from 2021, coaching and mentoring are crucial for every firm looking to increase its capacity for sustainable growth. While coaching is a topic- and period-specific approach to enhancing a range of employees' talents and abilities in a company. Mentoring, on the other hand, is a long-term tactic to enhance employees' capacity for working abroad. However, as previously stated, she highlighted the importance of being aware that there are significant differences between mentoring and coaching. (Mentoring versus Coaching 2021).
In 2018, The Police Superintendents' Association and the College of Policing jointly developed a coaching and mentoring programme. In order to allow officers and workers across the policing family get informal, flexible support for their professional growth, the curriculum offers training to become a coach or mentor. Chief Superintendent from the Metropolitan Police issued a statement in relation to the benefits that people will receive by being part of the coaching and mentoring programme. He stated, “The benefits to those you support are significant. I’ve seen just how much of a difference it can make to people, by providing the chance to focus on their needs, discussing challenges, concerns and ideas in a completely safe environment”. (Superintendent’s Association 2019).

The coaching and mentoring process can make use of a wide range of theories and paradigms. The cornerstone of ongoing professional development is continuous personal development, in which our own growth is woven throughout every aspect of our practise. Practises that promote the synchronised cycle of action, reflection, new knowledge, and new practise are produced as a result. Professor Peter Hawkins and Smith (2006) defined supervision as “The process by which a Coach with the help of a Supervisor, can attend to understanding better both the Client system and themselves as part of the Client / Coach system, and by so doing transform their work and develop their craft.” (Mindful leaders 2010).

The pair also came up with a coaching continuum which consisted of skills, performance, development and transformation. The skills phase, which in the case of policing would have been the initial police training that I completed which consisted of six months training. It also relates to the precise talents that I had to complete to fulfil the job. The performance phase focuses on improving the students' performance, this was accomplished in my tutorship while cooperating with my experienced tutor which helped me greatly to arrive into the development stage. The development phase is more concerned with long-term development than it is with my current job. After my tutorship, I earned my independent patrol status, this then also enabled me to enrol onto courses such as my response driving course, a taser course and I have also become part of the Police Support Unit (PSU). At this current time, I am progressing into the transformation stage whereby I will complete the required three year probation period. On completion of this, it will also open new avenues for myself so I can venture down the route of my desired policing role.

In 2020, The College of Policing developed a Policing Education Qualifications Framework (PEFQ) which they stated “This is a professional training framework for police officers and staff. It’s based on a modern curriculum of dynamic operational training, underpinned by sound theoretical education. Currently focused on new joiners to the police, the PEQF is being developed to cover the range of professional training, including some voluntary roles, and staff and officers at all levels”. (College of Policing 2020). 

The introduction of the Policing Education Qualifications Framework (PEQF) is fairly new to the forces. Long before there were common admission requirements, learning opportunities, or assistance, Police forces were recruited differently. The service acknowledged that standardising these areas should be a top focus. The PEQF also encourages the hiring of 20,000 more police officers, opening up more opportunities and increasing the appeal of joining the force. More and more people are expecting the police to do more than just investigate crimes and catch the criminals committing the offences. It is acknowledged that new hires need training and support to get off to a good start and continue in a workplace that values their contribution and recognises their level of skill. The PEQF will also address the long-standing issue of failing to recognise the level at which police officers’ function and establish a framework within which the College can adjust the learning offerings for all officers and employees. The beginning of this was the initial entry points, to make sure they adhered to the demands of the forces and the service as outlined in Policing Vision 2025.

However, the introduction of the PEQF must ensure that across all forces, the learning provision should be standardised, especially the first training for newly hired officers, this also includes procedures and instructions to assist current officers and employees in achieving their potential; for instance, by using their prior knowledge and training as a foundation for additional study and the acquisition of transferrable and recognised credentials.

In order to encourage more people to enrol onto the PEQF, The College of Policing introduced two routes that would be accessible. One route is the Police constable degree apprenticeship (PCDA). This route “is a three-year programme and is funded primarily through the apprenticeship levy but is delivered by a police force in collaboration with a higher education provider”. (College of Policing 2020). In order to enrol through this route, the learner needs two A levels or an equivalent level 3 qualification, as what is defined in the Education and Skills Act 2008.
The second route into the Police force is Degree-holder entry programme. This route is fully funded by the Police and would take the degree holder two years to complete. However, the student would need a level-6 degree in any subject other than the degree in professional policing licenced by the College. 

To help the student to progress through their 12 week tutorship regardless on what entry route they take into the Police force, The College of Policing introduced a coach and or a mentor that works with a that student to establish and accomplish their professional and personal goals, enhance performance, or address workplace performance difficulties. Their partnership is temporary and frequently short-lived, concentrating on particular skills or improvement objectives. (College of Policing 2023).
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