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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:

The College of policing play a vital role within policing in England and Wales they by their own admission are responsible for supporting professional development, setting standards and sharing knowledge and good practice (The college of policing, 2021). In an age of policing where public scrutiny is high and accountability is at the forefront of public opinion The College of policing have an important role to play, though they are set out by the home office their role as an independent body is clear.
	To gain an understanding of how The College of policing are important to professionalising policing in the U.K, it must be understood why that is required. Well publicised are budget cuts to spending in the police from the government. The mayor of London, Sadiq Khan highlighted that The Metropolitan Police had faced 600M in cuts from recent years (London.gov, 2018), moreover the institute for government (2021) states there has been a 16% drop in real term spending since 2009/2010 to 2018/2019. With budget cuts so fierce the professionalization of the police will ensure that the service provided meets public and official expectations. Whilst this is not the sole reason, it is an important factor. It must also be acknowledged that there have been great changes in society in the last century and with these changes come new challenges, as all business and organisations have had to, policing must change. 
	The college of policing as earlier stated identifies 3 areas of responsibility. These are key to their strategic role in professionalising policing. Firstly supporting professional development, Antley (2020) argues that professional development boosts credibility, furthermore he goes on to state that no one is born brilliant at their job and to be successful you must learn the skills required. The College of policing is responsible for the curriculums, qualifications and formal training (The College of policing ,2021) thus to have successful police officers the college of policing have to be effective at their role. Secondly they set the standards, this is primarily done through the use of authorised professional practices.  These can be likened to standard operating procedures for other organisations and with standard operating procedures comes greater transparency (Amare, 2012). With the authorised professional practices being mandatory to all police forces it creates equality throughout the system meaning that the public will receive the same treatment no matter what part of the country they are in. This is vitally important as it creates a level playing field and makes expectations on all forces equal, if forces could choose to not adopt these then their professionalism could be questioned. The authorised professional practices set a standard that the police must live up to.  Having this creates a way to measure professionalism, as such when this standard is not met changes can be made to ensure professionalism is maintained. The final area is sharing knowledge and good practice similar to the previous point raised, lifelong learning is now recognised as one of the most important competencies people must possess (Collins, 2009). With this in mind the continual training and sharing of good practice is important to develop people so they can provide the best possible service. 
	The College of policing has also taken strides in recent years in regards to multiagency working, this can only be seen as a positive.  Multiagency working enables different services to join forces, this will help to secure improved outcomes (Children’s Workforce Development Council, 2008), one of which could be seen to be the professionalization of the police. Notably they have combined in 2018 with Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services and the Independent Office for Police Conduct in 2018 to produce a concordat, then a year later in 2019 with the Home Office again to produce a concordat. These concordats set standards, aims and objectives for all involved and are a clearly demonstrate a willingness to adapt to a better working practice. In addition to the above, one of the boldest changes was the introduction of a new recruitment and training model under the umbrella term Policing Education Qualifications Framework. Previous was the Certificate of knowledge in policing this was a short course that multiple training providers could deliver which offered no form of ongoing learning when an officer was in their probation, though it did formally award a level 3 qualification. The new police constable degree apprenticeship and degree entry holder programs are delivered by a higher education institution, they reward a level 6 and level 5 qualification respectively. Higher education will impart in-depth knowledge and understanding, whilst providing lifelong learning opportunities allowing people to upgrade their knowledge and skills from time to time based on societal needs (Library & information science academic blog, 2018). The College of policing are responsible for bringing in this change, in doing so officers now will now have a qualification which is reflective of the job they do, ultimately instilling confidence in the public. 
	The role of a modern police officer has changed greatly over the years and the landscape of policing is far different to what it was some 150 years ago when Sir Robert Peel introduced his 10 principles. With the introduction of the Metropolitan Police act 1829 the role of a police officer then was to maintain the peace and apprehend criminals (Brodeur, 2010). Comparatively the college of policing now states the purpose of a police officer is to “Play a critical front-line role in the prevention and detection of crime and the criminal justice system. Constables work in partnership on a day-to-day basis with local communities, stakeholders and colleagues in order to promote law and order, reduce the fear of crime, provide reassurance and build confidence to improve the quality of life for citizens” (College of Policing, 2021).  The contrast between the two roles is striking, it is immediately apparent that the role has evolved encompassing far more aspects that years gone by and as such policing has had to change and adapt. Though it is clear to see how the role of a police officer has changed, to contextualise this change can be difficult, what exactly does this mean in real life day to day applications for police officers? 
	To effectively fulfil the role of a modern police officer, you must embrace these changes and accept that the role is far from what it was over a decade ago. Calls to the police and incidents that are attended are now predominantly non-crime calls according to the College of policing (2015) these calls make up 83% of reports. This highlights how the role has changed, it is no longer a crime-orientated reactive approach but rather a community focus on prevention (Ford et al., 2020). This prevention is made possible because of multi-agency and partnership working, crime is complex and requires complex innovative and comprehensive solutions; partnerships are better than individual agencies at identifying and defining problems of greatest concern (Berry et al., 2009). How this translates into real terms are the use of public protection notifications, these are forms that will be submitted after contact with a suspect, witness or victim. The purpose of a public protection notification is to make other services aware of what has happened, the police will not always be the correct service to deal with the issue, for example someone who requires help with their mental health would benefit from a referral to a G.P or mental health crisis worker. When a public protection notification is submitted it can be graded high, medium or low risk, these risk grading allow the correct action to be taken, where immediate harm is going to come to someone the public protection notification is graded high. 
	As I have entered my third and final year of probation, though I am doing the same role often more is expected of me. I have joined the police at a time where there is a huge uplift in police officer numbers, the government has pledged to provide 20,000 extra officers across the U.K (Home Office, 2021) this has impacted upon me in two main ways. Firstly with an increase in new officers I have seen experienced officers move departments away from response, as this role is now being completed by new officers. In turn this then causes the second impact which is that though I only have just over 2 years of service I now find myself in a position where I am one of the most experienced members of my team. This presents new challenges for me as lesser experienced officers look towards me for guidance, I am now far more involved in complex incidents and beginning to make decisions on my own. With experience has also come more skills and responsibility, having completed training courses such as Taser and sexual offences first responder the incidents I get deployed to are now often more serious. With these serious incidents there is inherently more risk for myself, the public and officers, it is also likely that these types of incidents will involve indictable only offences meaning care must be taken to ensure best evidence is achieved. Even with the increase in pressure I still feel confident and positive in my role, the incidents may be more complex but the same methods and principles are used to deal with them. The National Decision Model (The College of Policing, 2013)  is still key and used to make every decision, central to that is the code of ethics (The College of Policing, 2013), both of these allow me to easily tackle any challenging situation that comes my way. It has also remained important to continue to work as a reflective practitioner with the use of Gibbs reflective cycle (1988). This has previously allowed me to highlight what has worked well and what hasn’t worked so well, with the continued use of this I will continue to develop. 
Published by official governing bodies such as the College of Policing and the National Police Chiefs Council there are key documents which will highlight what the role of a constable is currently, what it has been previous and what is to be expected in the future. These documents are important because they come from the official governing bodies, they are unambiguous and address policing as a whole across the U.K. The first document which is published by the College of Policing in 2014 is The Five Year Strategy, this document is clearly now out of date and as of yet it has not been succeeded by a newer version, it does however highlight some important issues and set the scene for policing in the last 10 years. Interestingly the purpose of the College of Policing is clearly defined as 5 targets; “
· Sets standards of professional practice
· Identifies develops and promotes good practice based on evidence. 
· Supports the professional development of those working in policing. 
· Helps police forces and other organisations to work together to protect the public and prevent crime. 
· Identifies, develops and promotes ethics, values and standards of integrity.”
As earlier noted in 2020 the College of Policing only identified 3 key areas, the wording may be slightly different but it is fair to say the first three points align well with both the 2014 and 2020 version, clearly this is still a key priority. When looking at the 4th point from 2014 there I an onus on working together with other organisations, this has been a key theme in the development of the police service. With the exclusion of this I believe this is an acknowledgement that the police have become effective at multiagency working and though it will remain vital the College of Policing no longer needs to advocate for it, as it is well understood and received. 
The National Police Chiefs Council are responsible for creating both The Workforce Transformation (2018) and Policing Vision 2025 (2016), the former is intended to support the delivery of the latter by outlining plans and strategies to reach the goals set in the Policing Vision. When describing the plan for policing in the next 10 years it is stated that it will “‘By 2025 policing will be a profession with a more representative workforce that will align the right skills, powers and experience to meet challenging requirements.” One of the major points in the Workforce Transformation document which has already been discussed is the introduction of the policing education qualifications framework, the fact that such a monumental change has happened and been implemented so fast shows a real desire to achieve the set goals. A large part of the Policing Vision (2016) acknowledges that there has been a change in the complexity of crimes and this is often enabled by advanced in technology, a vision and plan under the title of better digital policing is set out. Many points are set out under this however they remain vague and void of any real life applications, this I believe is an area which still requires a lot of attention and better development, it is summarised well in the document “Criminals are exploiting technology, and the tools to preserve anonymity online, more quickly than law enforcement is able to bring new techniques to bear” whilst it is admirable to note limitations, it is also frustrating to see a lack of vision to tackle the issues. 
Having independent bodies such as the College of Policing is vitally important for the regulation of the police service, they help set and maintain standards. Policing in the U.K has managed to hold onto its key concepts, ideas and policing by consent mantra set out by Sir Robert Peel many years ago. There is however a growing ideology that change will be benefited and in places these changes have already started to take place. As I have entered my final year of probation I have witnessed some of these changes first hand and although my policing career has been born into these changes it is clear the positive impact they are having, allowing me to develop into a confident and competent officer.
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Relevant areas of the National Policing Curriculum:  
Communication Skills, Social Media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

Digital technology and social media has changed the world we live in, offering new ways to communicate, share information and advertise. The Office of National Statistics (2021) state that in February 2020 96% of U.K households had internet access, whilst Statista (2021) shows in 2021 88.5% of U.K residents had access to social media. With social media being so dominant it is unsurprising that organisations are turning to it to promote and share information. It gives opportunities to interact with the public in their everyday lives and various opportunities for public relations (Khan et al., 2014). When considering the effects of social media for the police service it is important to understand how and when it is accessed, 78% of persons in the U.K in 2018 had internet access on their smartphone (Office of National Statistics, 2021) with this come the ability to contact these persons 24/7 whenever they have their phone. 
	The exponential growth of social media may have only happened in the last 5 years but police services from across the U.K have been experimenting with it since 2008 (Crump, 2011) it has however exploded in popularity in recent times. Police services now use a wide range of social media platforms such as Facebook, Twitter and Instagram, each will have its own use and some may be better at achieving certain goals than others. The Police Foundation state quite simply the purpose of the police using social media is to provide them with a new way of connecting with the public (The Police Foundation, 2014). By providing more ways to connect with the public will inevitably provide better engagement, this will lead to an increase in confidence and trust in the police from the public (The College of Policing, 2013) amongst other benefits. Here I will discuss the benefits, risks and how my force uses social media. 
Of the three major social media platforms I will look at each individually, how they benefit the force and what kind of engagement they seek with the community. Firstly Facebook, this is arguably the biggest social media platform in the U.K with 42 million users (The London School of Economics and Political Science, 2021). When analysing South Wales Police Facebook posts you can see that there are many different types of posts, there are informative posts which share general information with the public, such as road closures or contact details, these posts are purely factual and exist to deliver helpful information to the public, with such a large audience this is highly effective. In a similar vein posts that share information about events and partner agencies can often be seen, these deliver a different type of information primarily they exist to increase awareness and improve public engagement. The last common category seen on Facebook will be posts that benefit South Wales Police, examples being a photo of a wanted or missing person that the police hope the public will be able to help identify. This type of post carries huge benefits, already stated is the  reach and sheer popularity of Facebook, being able to appeal to so many people for information for free is a huge benefit. Facebook also allows for a post to be shared or commented on, in allowing the post to be shared by other users it further increases the audience size. Facebook doesn’t come risk free however, one major issue can be the comment section on posts by the police are unregulated this can be disadvantageous as persons from outside the force can post at will, this option can be turned off in anticipation for this however. 
	Twitter is a very similar platform to Facebook, however it has less of an audience size at around 16 million in the U.K (The London School of Economics and Political Science, 2021). Much like Facebook the primary features are the similar and the posted content is almost identical. Twitter does impose a limit of 140 characters per post, this means that factual or informative information on the platform can be limited for policing purposes, often you will find links to official police websites or indeed Facebook if there is a post of a serious nature intended to put a point across. With this said Twitter posts are more frequent and have a more jovial tone, for policing purposes it can be considered the informal sibling of Facebook used primarily for community engagement. The final major platform used by South Wales Police would be Instagram. This much like Twitter is centred on community engagement using the medium of photographs because of this is also maintains that jovial light hearted feel, rarely on here will you see any serious content about ongoing investigations. There is also a South Wales Police Youtube account, this contains videos. These videos are usually self-promotion, highlighting campaigns, individuals or work operations completed. The channel is not particularly active or well maintained the videos have very few views comparatively to other social media platforms. This could be an area for improvement for South Wales Police.
One area of social media usage that has seen success has been to implement local or specialist accounts on various social media platforms. Like the main original accounts these sub-accounts have the same goals and work the same way, the difference being that they target a much smaller more specific demographic. These accounts allow for far better, more personal engagement with the subjects as it is likely they have a shared interest in that area. A study in 2011 comparing The Metropolitans (The MET) and the Greater Manchester Police’s (GMP) tweets supports this development. It found that the MET had a much more impersonal approach to tweeting and these were aimed at a generic audience, whereas GMP was the opposite and aimed their tweets at individual followers (Denef et al., 2013). Whilst both styles support engagement it could be suggested that having a main account and smaller local or specialist accounts is a development that allows the force to see the benefits of both approaches. This is important when we begin to consider the reasons for the police using social media, in relation to twitter specifically Crump states that these accounts have been set up by local policing team and are a way to engage with people who are ordinarily not reached by police engagement efforts (Crump,2011). 
	My career has been spent mostly as a response officer so I have has limited opportunities to use social media but when I have it has been highly successful in achieving its objective. The force policy for identification of suspects is very detailed contains many step such as image circulation on automatic facial recognition and within our intranet system of officers to see. I attended an incident that involved a particularly unpleasant racially aggravated assault, it was a completely chance meeting where the suspect and victim were unknown to each other meaning very few line of enquiry. The incident was captured on CCTV and a clear image of the suspect was available, however regrettably all identification methods had failed. With this permission was sought to post the image of the suspect to social media on Facebook, once permission was granted and the image posted within 24 hours a member of the public had called the control room as advised by the post to say they know the identity of the person responsible, subsequently following this the person was arrested and charged. Social media has made this entirely possible without this the person responsible might have never been identified. However, this approach does not come issue free, the U.K adopted The Human Rights Act in 1998, particularly relevant is article 8 “Right to respect for private and family life” (The Human Rights Act, 1998). It could be argued that by publishing a photo or name of a person wanted by the police before they have been convicted in a court breaches this. The act does allow exceptions for public authorities, the wording is somewhat ambiguous and when written in 1998 it could certainly not be anticipated that the use of social media would have grown so much, nowhere does the exception state that public authorities should be excluded on the grounds of identifying, apprehending or detection of a criminal. This issue has been recognised by The College of Policing in their authorised professional practices and as such they have included guidance on respecting a suspects right to privacy, its states suspects should not be identified unless a clear justification for a threat to life, the prevention or detection of crime or a matter of public interest and confidence (The College of Policing, 2017). A further issue identified could be that by requesting the help of the public projects an image that community safety and wellbeing requires public-police cooperation (O’Connor and Zaidi, 2020). Though with that being said, I see this as less of an issue as our policing by consent principles require public cooperation, if anything it could eve serve to strengthen these bonds.
	Another use of social media is to reassure the public, I have experienced this first hand. There was a time where multiple businesses were being burgled overnight in the same area in a short space of time, local people, business owners and the media were quick to vent frustrations at the police. In response to this I worked as part of a team to tackle this issue, as officers were covert the public were oblivious that anything was being done especially as work was being undertaken late at night. I took to social media explaining actions that were being taken and that persons had been arrested and charged, subsequently the problem ceased. Had it have not been for social media the public and business owners would have been unaware that the police had taken any action, it served to inform, reassure them and put a message out to other potential criminals as a deterrent. A further use of social media that is common in South Wales Police is to promote and share successes from such occasions as community events.
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Figure 1 South Wales Police & Crime Commissioner



Figure 1 shows South Wales Police & Crime Commissioner, Rt Hon Alun Michael engaging with a member of the public holding a prop. This is a type of prop is used so that the public can engage through social media, the idea is that a photo is taken and then uploaded to social media by the member of the public to show what the police are doing and promote their work. This engagement from the Police and Crime Commissioner clearly shows how important social media is and demonstrates in a very practical way how it is used.
	One way I believe that U.K policing as a whole could use social media better is to release body worn footage from critical incidents, providing it is regulated and falls within a certain criteria. Modern policing is difficult and in an age where technology allows people to upload and edit media instantly this brings new challenges, often officers face trial by social media where a selectively edited short clip of a much larger incident is posted online with an anti-police rhetoric. This in turn has a big impact in public confidence in the police and can marginalise groups from the police and prevent engagement. The issue had been acknowledged by John Apter who is the national chair of the police federation of England and Wales he recommends that forces to publicly release the BWV footage to redress the balance (Police Federation, 2020). With the social media echo chamber causing these negative effects, I believe more could be done through the use of official police social media accounts to combat this.
	A unspoken risk of social media is to that of officer safety. Police officers will often attempt to hide their identity on social media through changing their name or deleting it altogether in an attempted to decrease the size of their social media presence. The job of a police officer can be dangerous and involves many risks more so in recent times with criminals turning to new ways to gain the upper hand on the police. The Ministry of Defence Police posted guidance for social media usage by officers where it makes a long list of recommendations on how to keep safe expressing the danger of an officers identity becoming known to the wrong person, one of these points is “Ensure privacy settings for social media are set to the highest level” (The Ministry of Defence Police, 2013). Given this new apparent danger to police officers that is being born from social media, official police accounts must take this into consideration when posting online. If links can be made to officers it could begin to seriously jeopardise their safety. Furthermore it could begin to restrict their career choices, it will be impossible for an officer to undertake some forms of covert roles when they have had their image placed on official police social media accounts for years. 
	The advantages of social media are very clear to see, it has multiple real life applications which can greatly benefit U.K policing. There are risks attached with it but if these are correctly managed the benefits far outweigh these. Community engagement is of paramount importance and social media is an excellent way of growing this an engaging in new ways. As social media accounts develop and their following becomes greater they will become an even greater tool to the police. My experiences have shown me only positives, helping to identify suspects and engage with members of the public that I would have been previously unable to do.

2275 Words







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:

Almost every aspect of policing involves leadership, this could be myself leading others or others leading me, this assignment will focus on my leadership style and how I have developed these styles for varying situations. Leadership can be defined as “Interpersonal influence, exercised in a situation, and directed, through the communication process, toward the attainment of a specified goal or goals” (Tannenbaum et al., 1961). A simplified version and the way I see leadership is how my actions and decisions as part of a team influence the outcome of what we are trying to achieve. In terms of policing as I have entered my final year of probation I am being required to lead more and more often, as I gain more experience and confidence and newer officers come, whether this is in general administrative tasks or at live incidents. Leadership is not something that is new to me, I have been developing leadership styles both consciously and subconsciously my whole life, this may have been in a professional setting or personal all have an impact on the type of leader you and styles you adopt. I have learned that there is no right or wrong leadership style and there is certainly not a one size fits all, a good leader will adapt to situations and change their style to suit these and this will be discussed later.
	Often confused is the leadership vs management paradigm, leadership is about working and guiding people whereas management is seen as being task based. To examine this closer it is worth noting how Weathersby (1999) describes the two, he states that management is the allocation of resources towards an organisational objective to achieve results, most importantly it is about control. Whereas he describes leadership as motivating people towards a common vision and encouraging them to align their self-interests with that of the organisation, importantly it is about persuading not commanding (Weathersby, 1999). This leadership vs management concept is a little more complicated and not straightforward in terms of policing, we would like to see ourselves as leaders however in some instances I believe we do fall into the fit of manager, this is particularly true of obeying rank. In the U.K as in many other countries the police use a militaristic command and control model which amongst other things encompasses rank based leadership and a deference to authority (Nixon, 2012). To recite Weathersby (1999) leadership is persuading not commanding, yet commanding is built into the policing rank based structure, therefore in certain situations officers of rank may find themselves as more managers than leaders. 
	As earlier mentioned there is no right or wrong leadership model and many can be found within policing, I will now explain some of these and how they fit into or are used effectively or ineffectively in an operational context. Kurt Lewin is highly important to studies on leadership styles, Wheeler (2008) says that Lewin is often called the father of psychology, although this could be disputed. Lewin has acquired such a title because of his work which highlighted 3 major leadership styles, though more have been identified by further research Lewin’s initial 3 still remain prominent. Firstly there is an autocratic or an authoritarian leader, this is characterised by individual control and the group having very little input into the decisions made, this leader will make choices based on their own ideas and judgements without seeking advice (Cherry, 2019). This leader who will often seem bossy and will only attempt to do things by their on means are usually seen as a negative leadership style, this is because of the sheer reluctance to accept any other point of view or take on board suggestions. However Hoogh et al (2015) argues that although autocratic behaviours are generally bad for team moral and performance, it is also stated that it can have a positive effect of performance and team moral because it creates an environment of predictability and security. These observations are important within a policing context, for example if I am the most senior officer at a major ongoing incident I will be looking to instruct others in my team, when doing so if my team can begin to predict and anticipate my orders they will be able to complete them far better. Ongoing incidents will often require dynamic decisions to be made the autocratic leadership style works well here, it allows for fast unchallenged decision. Results will be good however the leader needs to have a high skill level relevant to that incident for this to happen. You will also see this example of leadership within the bronze, silver and gold command structure that is used throughout policing and other emergency services, within this each role is based on skill, expertise and competency (The Home Office, 2021) so the opinion of those with less is inconsequential making autocratic leadership effective. 
	Lewin’s next leadership style is democratic leadership and as the name suggests this seeks to take on board the ideas of others. Democratic leadership can be defined by the performance of three functions; distributing responsibility among the members, empowering group members and aiding the groups 
decision making process (Gastil, 1994). Gastil further adds that the group primarily serve these functions and that the leader follower dynamic might often change. This type of leadership is can be described as the most effective type of leadership but it does have its downsides, in situations where roles are unclear this can lead to failure and communication issues, furthermore the group may not posses the knowledge or expertise to have meaningful input (Cherry, 2019). Khan (2015) argues that democratic leadership should not be used when both the business can’t afford to make a mistake and where employee safety is a critical concern. These 2 critical points are things that the police cannot afford to jeopardise, given this you will not see democratic leadership at live incidents. There is a place for democratic leadership in policing however. Where a department may be setting up a pre-planned operation or making plans for the future a democratic leadership is best. In this environment it allows everyone to contribute allowing member the opportunity to express the wide range of skills and ideas they have, a plan of action can then be devised having taken on all the ideas.
	The final leadership style suggested by Lewin is laissez-faire leadership which from French translates into let it go, this is suggestive of the leadership style. This style can be defined by non-involvement, showing indifference, being absent when needed, overlooking achievements and problems, it is a style of leadership which offers little direction and allows group member to make decisions on their own (Gemeda, 2020). A laissez-faire leadership style is usually seen to be negative, but it does play a very important part in policing on a daily basis. With a laissez-faire style of leadership it allows freedom for officers to make their own decisions at incidents, this allows them to develop and builds skills and expertise that will strengthen their leadership qualities. Comparatively an authoritarian approach can be seen as micromanaging, it places stress on the leader and increases their workload. If you as a leader understand that your team are highly functioning and capable of making decision then the laissez-faire style can be highly productive. This of course has its downside, without a high functioning team this approach can lead to role conflict, role ambiguity and conflict with co-workers (Skogstad et al., 2007). As I take a step back at minor incidents and allow other lesser experienced officers the chance to deal with it, I am sub consciously using a laissez-faire style.
	Leadership is situational, It has been discussed how differing leadership styles can benefit certain situations, Tannenbaum (1958) highlights this well with his continuum of leadership behaviours as shown in figure 2
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Figure 2 Tannenbaum R, Schmidt W How to Choose a Leadership Pattern (1958)
Figure 2 illustrates the first iteration of this continuum, in recent times it has been adapted and simplified by various authors, in essence it highlights the two extreme ends of leadership styles and all those that come between. Far right of the continuum can be related to the laissez-faire style of leadership, it allows team members a wealth of freedom to act how they wish, within a defined parameter set out by the leader. At the far left of the continuum is the authoritarian style, here the leader makes decisions on his own, the team are rarely included in the process. At the centre of the continuum we find democratic leadership which could be described as a blend of the two styles, the leader whilst still making decisions seeks the group’s opinion taking on board their views. Importantly this is not a fixed scale a leader’s style can change and adapt dependant on the task and group. This is commonly observed in policing where the task changes as does the leadership style to best meet that task.
	Further emphasising the need for a leadership style that adapts to different situations is Paul Hersey, Ken Blanchard and Walter Natemeyer’s situational leadership model (1979). The style is explained by diagram figure 3.
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Figure 3 Paul Hersey, Kenneth H. Blanchard, Walter E. Natemeyer
Situational Leadership, Perception, and the Impact of Power (1979)
In figure 3 we can see the followers or group are given a maturity level, this assesses their skill base and how capable they are of completing the task, this then influences the style of leadership in the above task behaviour, dependent upon maturity level will depend how supportive or directive the lead is needed to be. In policing you will see this often as officers develop. A newer officer completing an easy task may require lots of guidance, whereas a more mature and experienced officer will require no guidance to complete that task. If the leader were to treat all officers the same, newer officers may not get the help they need to develop and older officers will become frustrated at the high level of guidance they are receiving that they do not need.
A newer leadership concept is transformational leadership, which is now ever popular within the police, Cockcroft (2014) cites this as a reason for a cultural change within the police service in recent times. Transformational leaders are those who stimulate and inspire followers to both achieve extraordinary outcomes and in the process develop their own leadership capacity, they help followers grow and develop into leaders (Bass, 2006). Policing has undoubtedly been modernised and a huge culture change has occurred since the introduction of the Police and Criminal Evidence Act 1984, transformational leadership has played a part in this. When I have a transactional leader as part of the team they feel inspired to work for the leader. In policing you often see this type of leadership from newly promoted people into new departments who are keen to make a positive impact, this type of leadership creates an environment that makes people want to engage. In contrast to this style would be transactional leadership which is not found as commonly within the police, this in part is due to its main characteristic. Transactional leadership is where a leader exchanges something of value with a follower (Whittington, 2009 ), it works on the person completing a task set by the leader and then achieving a reward for their action. I have not come across any transactional leaders in my time as a police officer. I believe this is the case partly because we are a public service, as a police officer I do the job not for reward or benefit, the role can be emotive and I believe if you need this style of leadership to incentivise it then not only is the leadership style wrong but the wrong kind of person.
	Active leadership is common place within the police and it is respected through all the ranks. Active leaders as the name suggests are leaders who are directly involved with their team, they encourage them exert passion and show their appreciation. Often a leader or senior figure in policing will have more experience than you, when they adopt this type of leadership it allows the team to work very closely with them and learn. I would compare active leadership to the beginning of my tutorship when I first became a police officer, my tutor would be alongside me working closely encouraging me and giving advice. Now that I am no longer in this phase of my career, having gained experience this is a style of leadership I am able to use to help others. Within policing there is not always one best way to achieve your goal, through good active leadership working with different officers allows me to show them different methods and allows me to learn different methods. 
	Within policing there are many different roles and ranks, day to day life can look vastly different depending on the role you have and the part of the organisation you work, this is why it is important that there are lots of leadership styles. I believe that the best leadership within policing responds to the situation, a good leader will be capable of adopting many leadership styles and them implementing the one that best suits the needs to the group or task. As I have developed as an officer I have begun to lead more and developed my own leadership style, I can see that this is not ridged. The role of a police officer is set in a dynamic environment where change be is organisational or at a live incident comes fast, being an adaptive leader and changing my leadership style to match this change will allow me to better develop myself and others around me.
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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.     Ibservational leanring theory 

How do you provide and receive feedback?

Timeline tutorship, developing, competent, leading others, 
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ANSWER:
	
As I near the final months of my probation I continue to reflect and develop as both a person and a police officer. I have learnt new skills and achieved personal goals which have strengthened my ability as a police officer, these skills and developments in myself have not come overnight but have been a result of intensive coaching during the earlier stages of my probation and then a mixture of coaching and mentoring as I have progressed through my probation. During this assignment I will critically reflect upon how my three year probation has progressed, some of the methods I have used to develop and how I have changed as an officer in this time. 
As I left my initial training phase which was classroom based I entered a 12 week tutorship with a single specific tutor, here was the best example of coaching, though I have experienced and delivered coaching throughout my probation within my tutorship it was most pertinent. When we think of coaches in an academic sense Deiorio et al (2016, P2) defines them as “A person assigned to facilitate learners achieving their fullest potential. Coaches work with learners by evaluating performance via review of objective assessments, assisting the learner to identify needs and create a plan to achieve these, and helping the learner to be accountable. Coaches help learners improve their own self-monitoring, while modelling the idea that coaching will likely benefit them throughout their career.” This definition fits perfectly with the role my tutor played in my tutorship, he helped to develop me by showing me tasks and then getting me to complete them, whilst slowly backing away causing me to begin to evaluate my own success or failure through reflective practise. 
When I consider the benefits that coaching has had on me in my probation, I begin to realise the positive impact it has had most notably it has improved my performance as a police officer. As I have observed and been instructed by my tutor notably my interpersonal skills and conflict management have increased, conflict management being cited as a key skill by The College of Policing (2021). I highlight these two skills because I believe these are the two that I can accredit most because of good coaching, watching how much tutor engages with people and handles conflict. Furthermore the Institute of Coaching (2021) list empowering individuals and encouraging them to take responsibility as a benefit of coaching, as well as being able to contribute more effectively towards the team and organisational goals. I can see first-hand the effects these benefits have had on me, as I neared the end of my tutorship I became much more independent taking responsibility for decisions made at incidents, this meant that I was able to attend both a higher quantity of incidents in a shorter time and more complex incidents requiring less supervision which in turn helped my team. 
Coaching has also benefitted me in my personal and academic life. Some skills that have been learnt are transferable, these are skills that are transferable between different contexts and situations (Nägele, 2017), skills such as problem solving and time management. I had previously attended university and struggled academically, on reflection I always put this down to poor time management. I have had to learn to manage multiple investigations, I have firstly done this through my tutor coaching me by setting me tasks to complete within a time frame, now I independently manage all of my investigations. This time management has been key for helping me stay organised and efficient at completing academic university work, by planning my time to complete work it has massively reduced stress and positively impacted upon personal life. These positive have kept me motivated for the academic side of my probation, this motivation is a key element for academic success (Rahiem, 2020).
As I have progressed out of my tutorship the some of the coaching elements have remained particularly from my supervisor who I still see in that role, however I would liken the next stages of my development more to mentoring than coaching. I have then move into being mentored by not only my tutor but my whole team. Mentoring has allowed me to continue developing both as an officer and person throughout my probation and I have no doubt long after. Mentoring can be defined as “Mentoring in the workplace tends to describe a relationship in which a more experienced colleague shares their greater knowledge to support the development of an inexperienced member of staff” (Chartered Institute of Personnel and Development, 2021). However McLaughlin (2010) argues that mentors aren’t always people who have been there and done that before, instead they can also be professionals trained in coaching whose job it is to guide people to meet their goals. This become critically accurate when I begin to think about my attachments that took place after my tutorship. During these attachments I had the opportunity to work alongside people in specialised roles such as roads policing and the public protection units. Here the officers were trained to have specific skills that form part of their role. McLaughlin’s observation is also true I believe to certain training courses I have been fortunate enough to attend, when I think of the trainers for these courses such as response driving, Taser and sexual offences responder, they are all professionally trained coaches who are there to ensure that I have met the goal and leave the session with the skills I need to go forth and be competent with that new skill. In acquiring these new skills it has not only developed me as an officer but also help to meet organisational goals, such as increasing number of officers carrying Taser.
	As I have progressed through my probation I have begun to think about different career opportunities within the police and where my career will go next, this has been supported by good coaching from my supervisor, he has allowed me to go on attachments to see different departments and explore other roles. Other times I have worked closely with him to see what the role of supervisor entails with an eye for promotion, this has highlighted the more strategic elements of the job. My supervisor has been important in my development often I see qualities in him that make a good coach or mentor. It is his job to assign work to the team and within the team there are a mixture of abilities and skills, some officers will be far more efficient at certain tasks than others however, when allocating these out he does not simply give the tasks based on skill he varies it. It would be easy to give the tasks that people are efficient at to them continuously as this in the short term is the most productive, but in the long term it will deskill the team. Furthermore to this point, simple tasks can become mundane and monotonous by sharing these out equally it solves this issue. Likewise challenging tasks empower people and keep them engaged.  
I was fortunate enough to complete all of my attachments, once I had completed these or worked with a different department I could see how the work I do as a response officer directly effects them. This caused me to change certain practises about my own work to become more effective and make their jobs easier. An example being when I was working with the public protection unit, I was aware that all the public protection notifications were processed by them, but I was unsure what some parts of the form were for. A colleague has mentored me highlighting the purpose of some sections of the form, further explaining how they can have a huge impact on the investigation and future safeguarding. This was something that I had not previously thought about that I immediately started to do. Not only did I now understand the process better but I was able to then go and pass this knowledge onto others.
	I have mainly spoken about how I have been the beneficiary of coaching and mentoring, but unusually and unexpectedly I found myself coaching and mentoring others relatively early in my career. As I emerged from training school the first ever cohort to begin the PCDA qualification I had studied hard and competed and passed the exams required of me, in doing so I had learnt a lot of legislation and gained other academic skills. I noticed that early on I was more aware of certain offences and legislation that some of the other newer officers on my team. Once I had grown in confidence I was able to mentor them and tell them about what I had learnt in training that they did not know, as they had not had the same training as me. Grima et al., ( 2014 ) highlights that being a mentor can increase job satisfaction, it certainly did do that for me. Whilst I was still a new officer and unsure about much often asking for help, being able to guide and develop others made me feel valued to the team. When in the final year of my probation I am one of the most experienced members of my team, often I now find myself in the coaching role as I am paired with officers who have recently left their tutorship period. Having recently been through the process of tutorship, still being in my probation and studying as part of the PCDA, I am in a good position to advise and coach, as I can relate to the officers. This will not always be the case as I mature I may lose some of that relatability, but so far I believe it has helped me to coach, mentor and build strong relationships.
	As described above coaching and mentoring is vitally important and forms part of my everyday life as a police officer, with that it is important to acknowledge some of the theories particularly that of mentoring. Hay (1995) identified that there are 4 stages of the mentoring life cycle. McKimm et al., (2003) describes the characteristics of these Firstly is the initiation, orientation and courtship stage. It is suggested that at this stage it is about forming a bond, building trust and setting objectives. Secondly is the getting established or honeymoon stage, this is about the development of an open and honest relationship by both mentor and mentee, here plans become established outcomes. The third stage will be autonomy, this is where the relationship is high functioning and objectives are being met Hay (1995 ) suggests that here regular appraisals should take place to maintain the validity of the mentorship. Finally is the ending or divorce stage, this can be characterised in two ways either a positive natural conclusion or premature termination, this is where as the name suggests the mentorship ends. I have found myself at all of these stages with various persons, interestingly sometimes as the mentor and sometimes the mentee. However whilst they are all relevant I do feel that in policing there is no natural conclusion, so long as there is a relationship between people and they work together there can always be learning and mentoring from each other.
	When I reflect on how I have learnt in my probation but particularly in my tutorship it was usually through observational learning Cherry (2021) describes this as learning by watching others, retaining the information and then replicating the observed behaviours. This way of learning is important to policing because mistakes can rarely afford to be made, often if they are they can have a huge impact upon someone’s life, Bandura (2008) emphasises that without the benefit of modelled guidance human development would be greatly retarded, exceedingly tedious and hazardous. It is worth noting however this type of learning can also have its negatives. During my tutorship I am with my tutor who has undertaken a tutor’s course they understand the gold model and how to coach to develop someone. Once I leave my tutorship I could be paired up with other officers who may have bad habits. If observational learning is used here then it would mean I begin to learn these bad habits.
	Providing feedback is an important part of not only developing others but for developing yourself especially in a coaching or mentoring relationship, this is because feedback can have a strong positive effect on learning (Gielen, 2010). When providing feedback it should always be constructive, given this there are 4 ways to provide feedback. Negative and positive feedback, these highlight either negative or positive outcomes on a past behaviour that should or should not be repeated. There is also negative feed-forward and positive feed-forward, these highlight negative actions that should not be repeated in future and affirm positive actions that should be repeated in future (Federation University,2021). When I provide feedback I strive to make it fit into one of the above categories, if it does not it could be construed that I am simply criticising which would be counterproductive and potentially damaging to the relationship.
Throughout my three year probation I have learnt many skills and developed both as an officer and a person, some of these skills have gone onto benefit me not only as an officer but in my personal life. Through coaching and mentoring I have been able to better develop and been fortunate enough to be able to develop and have a positive impact upon others. I have learnt theories relating to coaching, mentoring and feedback that will benefit me throughout my career. Though my probation is nearly over I am confident this skills I have learnt will continue to help develop others and myself for a long time to come.
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