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Task 1

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

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


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

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

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


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



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



ANSWER: 

‘The College of Policing plays a critical role in the policing system…’ (College of Policing 2023). This bold statement emphasises the importance of the College of Policing but what impact and relevance does the organisation have? To explore this in more detail, this essay will firstly consider the three core functions of the College of Policing. These main functions were reviewed in the College of Policing Corporate Strategy published in 2022 and aim to be at the core of the police forces mission to ‘boost professionalism, drive consistency and improve leadership.’ (College of Policing 2022)

To begin with, setting standards. The College of Policing has created guidelines to support police officers in providing consistent and improved services for members of the public. The aim of specific standards guidance enables officers to continually improve their service and provide opportunities for accredited training which is ‘widely used.’ (College of Policing 2022 p10)

Secondly, the desire to share knowledge and good practice emphasises the importance of using evidence-based approaches to guide practice. As a key function, officers are encouraged and supported to explore the latest innovations in practice to support decision making. The sharing of good practice could be within one police force or perhaps reaching further afield. As identified by Dame Shirley Pearce (2014), the world has changed and is ever changing since the early days of policing. It is paramount that police forces maintain effective methods for crime reduction. 

In connection with sharing knowledge, the third core function identifies supporting professional development as crucial in order to continue to improve services. Police Officers are encouraged to consider their career pathway and continue with their professional development not only for promotions but to also enhance or specialise in their area of interest. Alongside professional opportunities are the ongoing well being services available to officers from the College of Policing. As identified in Corporate Strategy (2022) officers can continue to access support via Oscar Kilo as a wellbeing service. Officers well being is also viewed as a priority for the police service to run effectively. 

With the three key functions at the core of the College of Policing there are also five strategic ambitions identified. The ambitions were created following a fundamental review in 2022. These include:
1. Building trust and a fair culture.
2. Transforming police leadership.
3. Supporting career long professional development.
4. Boosting core skills. 
5. Strengthening innovation and implementing what works. 
(College of Policing 2022)
The aim of these ambitions is to ensure the College of Policing continue to support officers in ‘securing the confidence of our communities.’ (College of Policing 2022). The publishing of the document, Corporate Strategy 2022-2026 identifies key ambitions and where the police force currently is with that ambition. However, more importantly it highlights what more can and will be done in order to achieve that ambition. This information is essential for improving transparency with members of the public and hence increasing trust in the police force. This document clearly states areas of need for improvement but vitally what actions will be implemented to support improvement and change. 

However, upon reflection of published documentation there appears to be repetition of areas of need for improvement over the years. In 2014, a Five Year Strategy was published by the College of Policing. This again set out key objectives with listed success criteria and what actions will be undertaken to achieve the objective. This transparency, as previously discussed is a positive step in developing trust and transparency with communities, however, in 2014 the use of evidence-based practice was emphasised to improve how policing is delivered. Again in 2022, a key aim was the strengthening, innovation and implementing what works. This was also linked to the importance of using evidence-based approaches and practices to inform decision making. In 2022 it was acknowledged that ‘great strides’ had been made but there was a lack of a ‘systematic approach.’ (College of Policing p28). It is positive that progress has been made within this objective but identified that there continues to be an area of focus and development. 

In 2016, Policing Vision 2025 also set out a plan for policing with key areas of consideration. This document reiterated the need for change and growth due to the complexity and diversity of the communities’ police now serve (National Police Chiefs Council 2016). One of the key objectives for 2025 was that of the ‘Work Force’ and the need to equip police officers with the skills and capabilities necessary to manage policing in the 21st Century. This publication also identified changes being required in culture and leadership and described the changes as ‘vital’. (NPCC 2016) Again in 2022 the lack of consistency in developing the skills of those on the front line was impacting on officers’ opportunities to ‘be the best they can be.’ (College of Policing 2022). It will be of interest when the vision of 2025 is reviewed, and the progress made is scrutinised.

For the purpose of this essay I will focus on an incident in which I played a significant role in supporting both the offender and the victims. The incident involved a 17-year-old male and his family members. An emergency call was received by his distraught Mother who claimed he was displaying aggressive behaviour, damaging property in the house and also threatening to harm himself with a knife. The behaviour then escalated and resulted in the male threatening to harm his mother and two sisters. During a physical struggle between the male and one of his sisters, he had cut her hand. Following this the male exited the property, verbalising his wish to be left alone and stating he was going to take his own life. As a response to this call, police officers attended the address in order to gain further information from the family. Police officers learnt that the male has significant mental health difficulties and debt problems due to his drug use. He is also alcohol dependent and attempted to take his own life two weeks previous. This then resulted in the male being hospitalised into a mental health unit following an assessment. The male did not wish to stay in the hospital so discharged himself. This information was crucial as the male had now left the property and his whereabouts were unknown. Police officers were informed that he was in possession of a dressing gown cord and a knife. He had also threatened to take his own life. 

The police were notified of the young male’s position which was at a railway bridge. He was threatening to end his life. Due to the high level of risk to life specific protocol was adhered too. Eventually the male was encouraged to come with the police following lengthy discussions with the Hostage and Crisis Negotiator. Once the male was in police custody steps could be taken to ensure he received the appropriate level of support from Mental Health Services.  This incident highlights some of the areas in which a police officer’s role has adapted and evolved in relation to public need. Due to a variety of reasons, police officers are now dealing with increasingly complex difficulties within our communities. To fulfil the role of a modern professional police officer it is crucial that training opportunities are available. 

Professional development has been an objective in numerous publications, including Policing Vision 2025 and most recently the Corporate Strategy 2022 – 2026. Appropriate and relevant training can ensure approaches are guided by evidence-based practices. Professional development opportunities have been made available to me during my time as a police officer. However, during my service I have not yet had the opportunity to enhance my understanding of Mental Health and the services provided. When involved in a situation like the previously discussed it can appear daunting. It is important that officers can look to each other for support and advice when faced with new challenges. 

The collaboration of agencies working together is also encouraged, as indicated in the Five Year Strategy. During the incident previously described I worked alongside Mental Health Professionals to ensure all information regarding the young male was shared in order to support him in a positive manner. Gwent Mental Health team were contacted, and an emergency appointment was provided to support the male. During this specific incident I also collaborated with the British Transport Police and National Rail. This was to ensure the safety of other members of the public by placing trains on hold whilst hostage negotiators attempted to interact with the male. The collaboration of agencies is vital to ensure a holistic approach is implemented for individuals. In 2016, Policing Vision 2025 emphasised the importance of all parties and organisations working together to improve services.
 
My final year of probation has bought some new challenges. As identified by Greenberg (2017), Police service worldwide is dynamic and will ever be changing…’. Despite being in the role for 2 and a half years, I am now one of the senior police constables on shift. As a more senior officer I am encouraged to support less experienced officers or officers who are new to the role. The role of a response officer has become increasingly more complex. There is now an increased need for police attendance if other services are unable to gain access, for example if an ambulance is unable to gain access to a property, police are called upon to use means of entry. The increase in requests for police presence and involvement puts a strain on resources. This has also had an effect on my wellbeing as it can be difficult to remain positive when feeling overwhelmed by workload and expectations. 

I have been encouraged by senior leaders to further develop my practise and explore areas of specialism. I have received taser training and blue light training. I have also attended specialist training which enables me to be a counter drone operator. As part of this role, I am registered with the national unit and my skills and understanding may be called upon as and when required as part of mutual aid. During my time I have developed a personal interest in police custody. This is an area I am keen to further enhance my skills, knowledge and understanding of. It has been important that I continue my professional development and enhance my skills in a range of areas. This has enabled me to identify specific areas of policing that I may wish to specialise in. 

In conclusion, policing has evolved to meet the needs of the public. The College of Policing aim to support officers throughout their career in order to strengthen the workforce resulting in an improved service for all communities. It is vital that organisations continue to strive for excellence and be transparent with the public through regular evaluations, recommendations and target setting. 
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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. 
[bookmark: _Hlk143503491]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: 

‘Traditional methods of getting the police message out are having less impact and reaching fewer people’. (College of Policing 2023) During recent years, organisations including the police force have explored and implemented social media as a means of communication with members of the public. The purpose of social media sites enables users to interact and engage with an increased number of citizens as opposed to traditional, historic methods. However, the use of social media is not straight forward and can come with its difficulties. This essay will consider both the positive impact of social media alongside the complications and risks. As Dekker et al (2020) identified there can be ‘various challenges’ when considering the integration of social media into organisations. 

To begin with, during my career as a Police officer I was encouraged to use social media when trying to find a missing person. Gwent police force has a Facebook page, and this was the chosen platform in which I posted information regarding the missing person. Gwent police were then contacted giving vital information regarding the person’s location. As the information provided gave some insight into their location, I again used social media to gain more of a specific idea of where they could be. Members of the local community informed the police that the person had gone to Bristol and was with a young male who worked on the fairground. As Bristol is not a familiar area to myself or my colleagues, we used social media to identify any local fairs that were currently open. This enabled the search to be narrowed down and in a timely manner the person was located and returned to police services. The use of social media was used firstly to share concerns about a missing person and secondly to support in identifying a possible location. As identified in the Metropolitan Police forces ‘Good Practice Guide’, sharing an image on social media of a missing person can ‘progress a case and offer great comfort to families…’ Webster (2013) also highlighted the use of social media in the search for missing people and the increase over the years of posts regarding missing people. 
Social media within Gwent police force has also been utilised to promote community events and raise public awareness of the police force’s role within the area. ‘Behind the badge’ was advertised on Gwent police social media platform of Twitter, Facebook and Gwent police website. This event was aimed at providing the local residents the opportunity to gain a better understanding of the varied roles within the police force. The event included a police dog display and a firearm display. This is an example of how police forces can use social media to engage with their communities. The event may also encourage those with an interest in exploring a career in the police force. 

Gwent Police force currently engage with a range of social media platforms, they include Twitter, Instagram and Facebook. In 2020, Gwent Office of Police and Crime Commissioner (OPCC) created a document that identified specific terms and conditions of social media use. This information offers clarity and specific rules for those engaging with Gwent police social media platforms. This document is paramount in communicating to the public what these accounts are for, how to engage with them and ‘to ensure that the public are aware of the rules around the use of the OPCC social media accounts.’ In 2018, Gwent Police informed reporters that any press releases would now be done through their social media accounts (Walker 2018). This decision was also implemented by Nottinghamshire Police and was deemed a more time efficient manner in which to share information. In July of this year, members of the public were encouraged to contact police using different methods, including direct messaging on social media (Caerphilly Council 2023). In this article, the term ‘easier’ was used to describe methods of contacting the police. This term insinuates that contacting the police is easy due to their presence on various platforms. Gwent police also introduced 24/7 Social Media Desk to report non-urgent crimes and to get advice. This was described as taking ‘a further leap into the digital age.’(Gwent Police 2019) This initiative was described as an ‘excellent example of efficient and effective service delivery…’ (Cuthbert 2019). 
However, the use of the term ‘easier’ may not always be the case. Bullock (2018) identified that there are challenges when attempting to ‘embed’ social media into police communication. When considering methods of communication with members of the public, it is crucial that the disadvantages are also considered. 

Firstly, one of the main negatives or disadvantages to the use of social media for police forces is the need for the social media platform to convey a range of information or messages. For example, a local police force may wish to share information regarding a traffic incident followed by an appeal for a missing person or even to simply advertise an upcoming public event. Each of these require a carefully considered approach and the wording of the post may vary slightly as each message has a different tone to it. Perhaps police officer could receive training to raise their awareness and understanding of using social media platforms in their role. 

Another disadvantage to consider is the expectation from members of the public. It is paramount that citizens do not perceive the social media channel as a main channel of communication for all police related incidents. Despite police forces being accessible via social media, citizens may still be required to report events through the more established channels such as a telephone call. For some police forces their social media accounts are not continually active so it is important that members of the public are aware of these so expectations can be managed appropriately. 
It is also crucial to consider how many citizens have access to social media and if they wish to engage with it. Police forces should continue to use other methods of communication to ensure messages are shared as not all people will have access. Another difficulty in relation to the use of social media is that of weariness and reluctance by senior leaders or colleagues. 

This can result in inconsistent usage and in turn result in public mistrust in the system. Bullock (2018) identified that organisational and cultural changes are crucial in order to develop robust systems for police forces and their social media presence. Bullock highlights the need for protocols for members of the police force but also for those in leadership positions to ensure communication via a social media is embedded effectively. Her study concluded that the potential of social media is often shaped by ‘the organisational environment.’ This finding was supported by Dekker et al in 2020 who found social media practices vary greatly across police forces. Could this be due to management or individual willingness to implement such systems perhaps? 

And lastly, one more disadvantage to the use of social media is the risk of incorrect information or misleading information that may be circulated in relation to a criminal incident or perhaps an ongoing investigation. Police forces have increasingly used social media platforms to support their investigations and must do so with caution. 

Following an evaluation of the risks of social media, this essay will now consider the positives of implementing social media platforms in order to engage with the community. In 2012, Chief Constable Scobbie stated, ‘the advantages of social media use by the police outweigh the disadvantages.’ 

Firstly, the College of Policing identifies that social media can be used as a way in which police forces can reach out to a larger audience ‘through their preferred method of communication.’
Secondly, the information shared in social media can have a limited word count. This enables police officers to ensure the details are concise and specific. This can be helpful to those creating the post and also to the reader. 

For example, sharing a traffic update can be written concisely but inform members of the public to consider a different route or to allow for additional journey time. This can have an impact on people’s travel experiences and may lessen the risk of additional traffic or accidents. 


Another benefit of police forces having a presence on social media could be that information can be shared in a timely, costly manner. With budget cuts across the UK in a range of services police forces may be keen to ensure ways they can communicate effectively at a low-cost implication.
 
The sharing of information with the community via social media ensures that citizens develop a confidence in their local police force and are kept up to date with new initiatives or schemes within their local area. However, community engagement also supports the police in understanding what are local residents’ concerns or common difficulties that keep arising. This in turn can support police officers in providing relevant, specific measures to alleviate difficulties. As a result of collaborative working, confidence in police forces may increase (College of Policing 2023). 

To continue to develop trust between the public and police forces there should be a level of transparency. Social media can be utilised by police forces to share with the community what specific incidents, events or actions they are taking as a response to concerns or as a growing need. As Miller et al (2017) state, ‘social media allow a level of transparency into police work that did not exist previously…’. This is important in building relationships and trust within communities. 

As previously discussed, social media can also be used in order to support police investigations. Police forces will often share requests for information from the public, for example a missing person report or perhaps looking for eye witnesses to a road traffic accident. Pretorius (2021) focused on two social media platforms in particular for her study. Her findings indicated that ‘social media is an extremely useful tool…’ (2021). However, platforms can also contain misleading information which can result in a waste of police time or a disruption in an investigation as previously discussed. 

In conclusion, it is important that police forces evolve and continually look for ways to engage with the public. In current times social media is another platform that police forces can utilise to improve their communication with local communities but to also support them in their investigations in a range of crimes. However, although the use of social media for sharing messages from the police to the community is a positive approach, it is paramount that the opportunity to engage on an enhanced level with the public is not overlooked. Fernandez et al (2007) identified concerns that opportunities to gain a deeper insight into community concerns or ideas could be missed if forces merely used social media to share messages or events. Bullock (2018) also reiterates the importance of ‘interaction between constabularies and citizens’ and that social media platforms are not just a place for messages to be broadcast. As with all initiatives it is important to monitor the impact, they have on the community so gaining the opinions of those who engage with such platforms may prove beneficial. To ensure all members of the public feel a part of the local police force opportunities for both a social media presence alongside traditional methods, for example face to face policing is crucial. Police forces should implement a range of initiatives and strategies to best serve their community and fight crime. 

Word Count: 1905.



Task 3

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


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

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




ANSWER:

The College of Policing state that ‘everyone in policing has a leadership role…’ (2023). But what does leadership actually mean and what makes a good leader? These are important issues to consider in order to best support police officers in developing their skills and confidence in leadership. However, despite an array of literature that focuses on leadership ‘there is little consensus about how leadership should be defined…’ (Davies and Silvestri 2020). This sentiment was also identified by Grint (2010 who acknowledged back in 2010 we are ‘no nearer to consensus as to its basic meaning.’ In addition to a lack of a specific definition, Filstad notes that what makes good leadership is difficult to measure (2022). 

A systematic review conducted by Pearson- Goff et al (2013) identified key characteristics of police leaders following the review of 57 peer reviewed articles. However, these characteristics were based upon subordinates’ own preferences of leadership qualities not specific styles. In total seven key characteristics were identified, which were trustworthy, ethical behaviour, role models, good communicators, competent decision makers, good critical thinking ability and legitimacy. Interestingly, these qualities and skills may be present across a range of leadership styles. What is evident is there are a number of leadership models and styles that individuals may implement in order to best support their colleagues and workplace. The leadership models commonly used in policing will now be discussed. These include transactional, transformational, mixed style, active leadership and laissez faire.

To begin with, transactional leadership is often focused on achievements and targets. It can support leaders in meeting performance objectives and completed tasks (McCleskey 2014). Transactional leadership within the police force can also focus on the need for officers to adhere to procedures and rules (Verma and Das 2023). This leadership style can have a positive impact on ensuring goals and targets may be achieved through the use of motivating rewards for subordinate officers. However, if sanctions are implemented for those officers who have not achieved a goal there may be an impact on their self-esteem and moral. This in turn may affect their ability to do their job effectively. 

Another commonly utilised leadership model is transformational leadership. This model encourages a person-centred approach with the aim to motivate and inspire others. Transformational leaders may openly encourage individuals to participate in a shared goal or vision. Masal (2015) found that transformational leaders ‘exert a direct, positive influence… and create job satisfaction.’ Leaders who mirror this style of leadership must model the morals of the organisation to their subordinates and in turn, hopefully, decision making will be underpinned by these. However, this model is a risk as leaders must empower their subordinates to take a lead and to make decisions.   The combination of both transactional and transformational is commonly referred to as the mixed style of leadership. O’Shea at al (2009) recognise this style of leadership is implemented by ‘effective leaders.’  

Following on from a leadership model that encourages subordinates to make decisions, participative leadership will now be discussed. This model relies upon a leader who is willing to collaborate with the work force. The willingness to collaborate can result in shared ideas and suggestions in which to approach or solve a shared problem. Studies have indicated that those who are involved in participative leadership can feel a greater level of job satisfaction and increased enjoyment for the role due to the shared autonomy (Alison et al 2011). Campbell and Kodz (2011) study deduced that those leaders who encourage participation are effective. When leaders involve other employees in decision making it can have a positive impact on moral and self-esteem. 

Another leadership model commonly used within the police force is that of active leadership and role modelling. This specific style of leadership encourages leaders to ‘lead from the front’ and to role model good practice. Roycroft and Brine (2021) identify this style as possibly having a ‘greater impact’ on members of a team. Perhaps for those less confident officers it is assuring if a senior member of staff models an approach and shows they are heavily involved with the team. This model of leadership can be implemented with a good effect but there are also disadvantages to consider. These include the difficulty for some leaders to take a step back and allow other colleagues to lead or support. When leaders are keen to take control and have an active role there may be a tendency to make decisions that are formed by bias or personal preferences. This may have a negative impact on decisions made. 

In 1969, Blanchard and Hersey created the term Situational Leadership. This means adapting your leadership style to each individual situation. Within the police force due to the ever-changing demand on officers and needs of both the public and the workforce, leaders may utilise situational leadership skills on a regular basis. Haberfield (2006) described situational leadership as a style that changes due to external factors such as personalities of subordinates or the nature of a specific incident. However, if constant changes are being made this could result in confusion and uncertainty for some people.

In contrast to these models, the laissez fare approach sees leaders adopt a ‘hands off’ approach and play a minimal role in teams. This results in team members being left to make decisions with limited guidance or feedback. This leadership model could work well if team members are pro active and capable in their role. By allowing subordinates freedom in decision making, it could support growth and creativity. However, this approach can lead to uncertainty and lack of clarification about goals or tasks. If teams are not encouraged or supported to work together towards shared goals, they may feel isolated.

During my career as a police officer I have developed, and continue to do so, my understanding of leadership qualities and the impact they can have on members of the public and my colleagues. In regard to the aforementioned leadership models, I have demonstrated my flexibility in leadership skills during numerous incidents and operations. 

In particular during one incident, I employed an active leadership approach to ensure a colleague felt supported and was also able to learn from the experience. Along with a fellow officer we attended a scene as there was concern for the safety of a citizen. A call had been received from a community nurse regarding a male who was not answering the door. Upon arrival at the scene there were increasing concerns for the male’s safety due to blood being seen on the doorstep. I used this opportunity to model to my colleague how to enter a residence in the correct manner, ensuring all protocol was adhered too. I decided to take the lead during this incident as the fellow officer had limited experience with incidents of such matter. By playing an active role I modelled to the officer what steps need to be taken and how to ensure the situation is dealt with correctly. 

This leadership model was also implemented when a road traffic incident occurred. I was first on the scene, so it was my responsibility to put into place what was required. Due to the nature of the incident, there was no time to involve others in the decision making or to consider colleagues ideas. It was imperative that action was taken immediately. This style of leadership also reflects the principals and approaches in situational leadership. As Blanchard and Hersey (1969) identified, sometimes there is a requirement to act swiftly and adapt the leadership style to each unique, new situation. This involved me instructing other officers upon their arrival of what to do, in this case manage traffic control whilst I updated the control room. The need to lead from the front and action appropriate steps was crucial in supporting the victims of the traffic accident and ensuring the safety of other drivers. It was a combination of leadership styles that enabled the incident to be resolved in a timely manner. By taking control of the situation, rapid responses were achieved but it was also an opportunity for me to model my ability in being to manage such a situation.

Despite only being a police officer for 2 and a half years I have already had the opportunity to work alongside less experienced officers. I have considered the impact of situational leadership when supporting new colleagues as it is paramount that they feel included and supported. In order to support their ability to address specific administration tasks I have, on occasion, ensured they are not given large amounts of tasks whilst they develop their confidence. It is important that colleagues feel supported and less overwhelmed by ‘sharing the load’ of administration tasks. I am consciously aware of people’s level of understanding and skills depending on their years’ service and experience. However, due to limited staffing and deadlines needed to be met it is not always appropriate or within my abilities to lighten the load of other officers. 

Another leadership model I have employed to support new police officers is that of the participative leadership model. This model involves leaders looking to subordinates for suggestions and using their input as part of decision-making processes. In a local supermarket there was an ongoing concern with the car park being used for racing cars.   Large groups of people were gathering in the car parks during the nighttime causing noise and proving to be a danger to members of the public. This problem was ongoing for some time so me and a colleague discussed how this could be improved or prevented. My colleague suggested placing road humps in the car park therefore preventing the drivers of gaining top speeds. I then shared this idea with my Inspector. Their response was to action it quickly and the impact was reduced anti-social behaviour in the carpark. This was a positive outcome for the community. It was also a positive experience for the officer who suggested the idea. By involving him in the discussion and acknowledging his idea he felt appreciated and part of a plan to reduce anti-social behaviour. 

In conclusion, it is paramount that leaders facilitate a range of leadership models, skills and qualities to continue to improve services. Police leaders need to be able to engage with and implement a range of leadership models in a flexible approach. In 2011, Campbell and Kodz concluded that leadership styles should also take into consideration the context. This view supports the situational model of leadership. They suggest that leadership behaviours should be adaptable. This view is also promoted by Mac Vean and Neyroud (2012) who stated an ‘adaptive approach and a broader based leadership model’ is required.  They are also of the opinion that attempts to uncover a singular style of leadership that is most successful and preferred is a ‘fool’s errand’ (2012). The College of Policing identified that a ‘more collective model of leadership’ would be more effective in modern day policing following a review of Leadership in 2015.
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Task 4

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

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

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

How do you provide and receive feedback?

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


ANSWER:
In 2018, a Coaching and Mentoring programme was created to support officers. This was in collaboration with the College of Policing. Steve Wallace, who at the time was Chief Superintendent for the Metropolitan Police emphasised that mentoring and coaching is of ‘significant’ benefit to officers. He emphasised that the opportunity for people to ‘focus on their needs, discussing challenges, concerns and ideas’ can make a positive difference to people within the police force. 
To begin with, this essay will consider the meaning of mentoring. The Cambridge dictionary describe mentoring as an ‘act or process of helping and giving advice to a younger or less experienced person…’ Miller et al (2017) also recognise the role of mentoring as a method to pass on knowledge to less experienced officers. In 2011, Tyler and McKenzie described mentoring and thoughts regarding mentoring as ‘a putative success.’ Their study concluded that police officers have belief in mentoring and feel confident in providing it but yet they receive no formal training in how to implement it. This may impact on the quality of mentoring across forces. Therefore it is positive to find specific training modules for police officers to develop their mentoring abilities. 
The definition of coaching by the Cambridge dictionary focuses on giving instruction or professional advice in order to achieve a goal (2023). The College of Policing also define coaching as a focus on a specific skill to enable officers to achieve a career objective or to improve performance. However, despite the positive definitions of coaching, Magny (2021) states that in the USA ‘coaching is foreign and seldom used.’ He highlights the reality of time constraints and staffing barriers that limit people’s ability to engage with such support networks. 
Both mentoring and coaching can play a crucial role in supporting a police officer’s development. A study conducted by Carson (2009) focused on women in policing and the impact of mentoring for them. The study identified 10 key areas in which mentoring had an impact. These included promotion, confidence, work life balance and traumatic events. Overall, the study reported a positive impact for female officers and described mentoring as a ‘positive developmental interaction.’ However, attention is also drawn to the importance and on going need for ‘careful design, training and support’ to ensure mentoring is worthwhile and a positive experience for all involved.  
But there are differences in how each support is implemented. Mentoring is often undertaken informally and a relationship between the mentor and mentee is developed over a longer term. A mentor is usually somebody with more experience within a profession or specific role. This can prove beneficial in order to best support a less experienced mentee. However, it is not essential criterion. 
Coaching is often implemented for a set time period and may involve more formal meetings. Coaching tends to occur over a shorter time period than that of mentoring. 
When considering both these aspects of professional development it is also important to reflect upon the idea of ‘reverse mentoring’. This can also prove beneficial to those of a higher rank or of more experience as having the opportunity to meet with frontline staff can improve their understanding of current issues or demands within the community. This could perhaps help guide new practices or decision making. 
During my three-year probation I have experienced and benefited from both mentoring and coaching within my police force. This essay will now explore some of the personal experiences I have had that have impacted on my development and aided my learning and performance as a police officer. 
Firstly, throughout my career I have had the opportunity to work alongside different senior leaders. It is common for those in a senior position to move between forces. This has enabled me to access advice and support from senior leaders with a range of experience and knowledge. Senior officers may also have a breadth of experience and specialisms within specific areas of policing. It is a good opportunity to utilise their expertise to inform personal practice and performance. 
Secondly, within weeks of my first year I was assigned a mentor for 10 weeks. This officer has extensive knowledge of the area and well-known problematic individuals. The advice I sought enabled me to deal with situations in a more effective manner and to build relationships within the community. I was fortunate to be able to observe the officer in the field which enabled me to mirror his responses and manage incidents. It was also reassuring for me to know there was a trusted colleague that I could approach with any concerns or difficulties. In some constabularies, individual police forces have a specific policy for mentoring. These policies set out the roles and responsibilities of the mentor and mentee. In Gloucestershire Police Force their policy provides explicit information about mentoring and coaching. They view mentoring and coaching as a ‘powerful tool.’ It acknowledges the benefits of such an approach and aims to provide consistency and balance by providing such a policy. 
Lastly, I was provided with coaching opportunities in order to support me with dyslexia. I was diagnosed during my training and my then Sergeant offered advice regarding support aids I could use. He also signposted me to a Level 2 Report Writing course. This knowledge was invaluable as it guided me in knowing what case files should contain. This in turn enabled me to reduce my workload and have an impact on the statistics for unsolved crimes which was a professional goal for me. Time management was a difficulty for me so receiving structured advice from a senior leader in regard to managing caseloads was beneficial. Through formal discussions I was guided in how to prioritise cases and how to complete specific administrative tasks. The support given to me in regard to my dyslexia has also helped me to accept my diagnosis and not feel hindered by it. I feel this had a big impact on my wellbeing and personal development. The senior leader also supported me and gave advice with interview skills, which is a key part of a police officers role. As a response to my request for support regarding conducting interviews I attended a training course, and this improved my ability in being able to conduct quality interviews. 
Mentoring and coaching has been an integral part of my career so far and it has encouraged me to support other officers who are new to the role. I have supported two new officers during my service. Upon completion of their 10 week probation I was assigned as their mentor. As part of my support, I have offered advice in completing targets on the matrix. The matrix is a checklist used by police officers that ensures they understand their job and specific roles or duties they must undertake. The opportunity to support new officers has been enriching for me. It has boosted my self esteem and confidence but also continued to guide my practice in ensuring I also continue to meet my job roles and responsibilities. However, it can be difficult at times to provide the support and advice when required due to time constraints and workloads. 
Another part of my role as a more experienced officer is that of leading the briefing should the Sergeant be absent. I was initially uncertain and lacked confidence in doing this but over time I have improved my ability to share information and feedback to colleagues. During briefing information must be shared with the Bronze Inspector. I have received informal feedback from this, and this advice has shaped my future briefings. I continually use feedback to improve my professional skills. 

To continually improve and develop approaches and professional skills it is important to receive feedback. Feedback can support future decision making. During my career I have been given feedback in a variety of ways. To begin with, personal feedback is provided through appraisals and 1;1’s with senior leaders. These sessions can identify what is working well but also which areas need support or improvement. This structured feedback can ensure appropriate steps or strategies are implemented to support development and improvement. During an appraisal I took the opportunity to discuss my difficulties with writing statements. My senior leader had also recognised this was an area of need for me. Following an open and honest discussion I attended an appropriate course which enabled me to improve my skills. The impact of the advice and support provided during the course was the improvement of my statements. This was noted by a senior leader in a following appraisal. 
Feedback is also provided by the Crime Prosecution Service in response to casefiles. This feedback helps to inform officers as to the detail required in case files or any absent information. This feedback is crucial in ensuring a conviction. Integral to the role is teamwork and feedback opportunities occur during handover between shifts. Whilst being mentored by a senior officer with 25 years of service in the police force, I was given feedback regarding my casefiles. I was not providing enough information. This, therefore, became a relevant target for me to be coached on. I received guidance and advice in completing a case file for a drink driving incident from the senior officer. I have kept this exemplary case file and continue to use it for reference in future cases. 

In conclusion, there are key benefits to both mentoring and coaching within the police force. These benefits can be for both parties, that of the mentee but also the mentor or coach. Jones (2018) concluded from her qualitative case study that there continues to be much learning to be done considering the impact of mentoring but found that both parties felt they were learning through the process. Throughout my three-year probation period I have been supported by numerous mentors for a range of reason. In each instance I have felt supported, guided and also motivated to improve and enhance my knowledge and understanding and develop my professional skills. Gwent police force offer coaching and mentoring opportunities to ensure staff reach their full potential. The benefits I had from engaging with this type of support has improved my ability but has also given me the inspiration to support other officers who may need guidance or advice. Upon reflection of both my personal experiences and the literature, mentoring and coaching is an invaluable tool to support police officers in their careers. It is paramount that officers continue to have opportunities to learn from others and develop their own practice. However, police forces should consider that all parties involved have clear guidance if it is to be implemented successfully. It is also crucial that appointed mentors and coaches are keen to engage with the role and not just for personal gain, such as promotion. In June 2023, the Forensic Capability Network created a guide called ‘Mentoring and Tutoring.’ This guide contains explicit advice and guidelines to support the implementation of a mentor scheme. This guide would be a good starting point for police forces who are keen to embed mentoring and coaching within their officer’s professional development. 
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