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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:

Throughout this essay, I will evaluate the role of the College of Policing and how they are professionalising the Police service within the UK. I will evidence how I will become a modern professional Police officer and critically reflect on how my final year in my probationary period has seen my role change. Finally, I will consider the strategic Policing requirement, the 2025 Policing vision, the workforce transformation 2018 and finally the college of Policing’s 5-year strategy. 

The College of Policing was developed in 2012 by the Home Office (Home Office, 2022) to act as the professional body for all employees of the 43 Police forces across England & Wales. The College of Policing is an operationally independent body of the Home Office, and they join everyone working within Policing to allow forces to understand their challenges. When looking at the professionalism, the college assists officers, staff, academics, and researchers and provide a voice on professional Policing standards and skills (College of Policing, 2022). 

In 2017, the Policing education qualifications framework (PEQF) was introduced by the College of Policing (2022) because of the Policing vision 2025 that was produced by the National Police Chiefs Council (NPCC). It was said that there was a need for added reliability within Policing roles and that positions need to be supported by certain qualifications (Policing vision 2025, 2015). The PEQF has been designed as a professional framework which is comprised of 2 routes into Policing whereby degree holders and non-degree holders are able to join. The PEQF allows students to apply practical and theoretical knowledge around the role of a Police Constable and provides new Constables with a degree or diploma in professional Policing practice. In the past, the Police force's recruitment processes have varied in consistency, but it is hoped that this new framework will nationalise recruitment and help to attract more officers to meet the 20,000 positions that have been created (College of Policing, 2022). 

Chief Constable N Adderley (2021) explained that he was not in favour of the new PEQF recruitment scheme and that he expressed concerns over the new inexperienced recruits leaving university with little to no life experience. He explained that some of the new recruits in his force had walked out from officer safety training when they learned about the violent scenarios, they would routinely find themselves in. He also discussed how 40% of his workforce have fewer than 4 years of experience being a Police Officer and that the dilution would continue to have a knock on effect for years to come. He also urged the College of Policing to reconsider the new recruitment framework as a proportion of new officers would have come straight from university into the world of Policing.  

Reflecting on my time in service so far, I have successfully passed all my university work including exams & assignments to date. I have also demonstrated that I am a competent Police officer by completing a competency-based portfolio which has been set out by my employer. The portfolio contained several areas in which I had to evidence that I was competent in areas such as conducting arrests, searching people and addresses and supporting vulnerable victims. Student portfolios provide results and progression of a student’s development by recording incidents and tasks that they have dealt with effectively.

 It also ensures that all areas of competence are assessed and ensures exposure to a variety of work-related incidents (Oudkerk Pool, Jaarsma, Driessen and Govaerts, 2020). As my current role is centred around response Policing, I have also requested to go on an attachment with the roads policing unit which focuses on other areas of Policing such as enforcing the road traffic act, attending serious road traffic incidents, and denying criminals the use of the road networks (Brake, 2022). I feel that experiencing other areas of Policing will allow me to keep learning and developing. 

I believe an important element of being a modern professional police officer requires officers to engage in continuous professional development (CPD). CPD is available in many ways including courses, qualifications, and the potential to upskill yourself through work-related courses that could benefit your organisation and your own personal development. CPD is not always formally delivered through classrooms and can be informal. As Policing is becoming more challenging CPD allows officers to be better equipped to deal with incidents and to also support colleagues through whatever challenges they may be facing (College of Policing, 2021). 




On the topic of CPD and continuing development, in early 2022, I applied to become what is known as a “specially trained officer” and to be trained and authorised to carry a Taser device. Taser is a modern piece of personal protective equipment that is used by the 43 Police forces across England & Wales and has been in use since 2003 (Lancashire Constabulary, 2022). Although I am very new in service and Taser is usually carried by more experienced officers, I was able to demonstrate a good knowledge surrounding the use of force legislation and provided examples of when I had to effectively deal with conflict. Due to this, my line manager approved my application, and I am now trained and authorised to carry a Taser. The course I attended was an intensive 4 days long and tests your judgement and ability to deal with high-stress environments and situations. An example of a scenario I completed was of a person holding a knife to their throat and threatening to kill themselves, I then had to use communication skills that I have adapted to try and talk the person down. 

The role of the Police is always changing, and I believe that the use of Tasers is becoming part of modern policing and is an effective way of dealing with the most violent people in society. 

During my final year of probation, I witnessed several changes and noticed how Policing is always evolving and adapting. A major change I have experienced is the lack of experienced Police officers that are among response policing teams. When I first joined the Police in 2020, there were several people on my team with at least 5 years of Policing experience. It now seems that response teams are becoming made up of probationers with less than 3 years of experience. To date, I have 19 months of operational policing experience and there have been several occasions when I am the most “experienced” officer on a shift. Although I am competent in my role and able to give advice to colleagues when needed I feel that experience is invaluable. 

J Walker (2020) explained that the current recruitment drive could be to blame for the current inexperience as the Government looks to recruit 20,000 new Police officers by 2023. The large influx of new officers means that forces will naturally have a pool of new officers who start their careers in response policing. The need for recruitment drive is desperately needed and will massively benefit Policing in years to come but at present the experience in response Policing is disproportionate. It also means that officers who are fresh out of their probationary period will become tutors and will be responsible for coaching and mentoring new officers who will put on the uniform for the very first time. 

In 2012, the Home Secretary announced the Strategic Policing Requirement (SPR) that Police & crime commissioners & Chief Constables must abide by when conducting their roles. The need for the SPR is to ensure that there is a sufficient response to cross-border crime and that there are necessary plans in place for serious crime that agencies such as the National Crime Agency respond to. The SPR also considers national Policing requirements such as responding to threats of terrorism, cybercrime, and civil unrest (Police & Crime Commissioner for Leicester, 2022). 

To assist with the SPR, the Policing vision 2025 was created which outlines the Association of Chief Police Officers & the National Police Chiefs Council’s plans for Policing up until 2025. Part of the vision was the recruitment of an additional 20,000 Police Officers for & England & Wales and the professionalisation of the Police Service meaning that all new recruits must be degree educated. This has then opened two routes into Policing whereby degree holders are able to join and complete a 2-year diploma in professional Police practice and non-degree holders are able to attain a degree fully funded by their chosen Police force. 

Police Federation Chair, Williams (2021) expressed his opinion surrounding the new Police entry qualifications framework (PEQF) and said that traditional Policing has been around for the last 192 years, why now do the Police have to be degree educated. Conversely, the College of Policing (2020) said that the PEQF is a new professional framework which will utilise both theoretical and practical learning and has been implemented under the Policing vision 2025 to enhance the requirement for consistency within the recruitment process and will accredit officers in specialist roles and could help with promotions and leadership programmes. They also explained that the remit of the Police is changing, and they are now expected to do more than solve crime and the PEQF can support new recruits and prepare them for the complex roles they may face. 

To conclude, I have critically evaluated the role of the College of Policing and looked at how they are professionalising the Police service. Firstly, I looked at the history of the College of Policing and discovered that they were established in 2012 by the Home Office and stood to professionalise the Police Service and how they support the standards and skills of the Police. A major recent change that has come into force was the introduction of the PEQF entry route into Policing which appears to be the first big step in the professionalisation of the Police and hopes to standardise recruitment and help to attract a wider range of recruits. 

I then evidenced how I am going to fulfil the role of a modern professional police officer. In this section, I initially looked at how I believe my values and morals are well suited to those of a Police officer and how I have shown dedication and determination with my University work by ensuring the work I submit is of an acceptable standard. I then explained other areas of my work which include me having to complete an evidence-based portfolio which is managed by my employer. The portfolio requires me to demonstrate that I am operationally competent as well as theoretically. The subject of CPD was then explored as I feel this is an important aspect of being a professional. When looking at CPD, I found that it can enhance your own skills and provide personal benefits as well as organisational benefits. I then provided an example of CPD and explained how I applied to be an authorised Taser officer within my force which extends my responsibility as a Police Officer even further and shows my desire to keep learning. 

The third element of this task looked at the changes I have witnessed during my 3rd and final year on probation, whilst reflecting on this I was able to discuss changes I have witnessed such as the current lack of experienced Police officers among Police response teams and how on occasions I have been the most experienced officer on my team. I then looked at why there is a lack of experience and Walker (2020) explained that it could be down to the current Government target to rapidly recruit 20,000 new officers. Although this may present some minor problems and could be to blame for failings, it has been said that in years to come it will benefit the service. 

Finally, I looked at the policing vision 2025, the workforce transformation 2018 & the Policing 5-year strategy. I learned that the strategic Policing requirement was created in 2012 by the Home Secretary for Chief Constables and & Police & Crime Commissioners to ensure that there are plans in place for serious & organised crime and to tackle cross-border crimes. When looking at the Policing vision 2025 I was made aware that this consisted of plans to professionalise the Police by introducing the Police education qualification framework (PEQF) which meant that new entrants would either attain a degree on the job or degree holders could complete a 2-year diploma in professional police practice.


As a result of completing this essay, I now have an informed knowledge of the topics I have explored. I feel reflecting on my own experience and defining how I am progressing has made me realise how far I have come since joining the Police and how the service is always changing.


Word count 2115. 
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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?


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




ANSWER:

Throughout this task, I will critically evaluate the use of social media within Policing and consider what platforms are used, what the benefits are and how it is used to engage with communities. Lutkevich (2022) explained that social media is a term used to describe platforms that are used by businesses and individuals to reach family and friends and to interact with people. The commercial use of social media by companies can be used to promote products and brands, reach wider audiences, and can be used as another form of communication. 84.3% of the UK population are now using a form of social media in their day-to-day lives. Zivkovic (2022) published statistics and other facts surrounding the use of social media highlighting the number of users and just how effective it can be to reach people. In 2022, there were 53 million active social media accounts equating to a massive 77.9% of the population using a form of social media. Facebook has achieved the highest number of users managing to reach 45 million users in the UK alone. 

As a response Police officer, I have benefited from utilising social media on several occasions. An example of this was when I attended an emergency call that was made by a local care home that looked after at-risk teenagers. The situation was that a 15-year-old female had not returned home on time and was believed to be in company with a male in his 20s who was well known to Police and had previous convictions for child sexual exploitation (CSE). The NSPCC (2022) defined child sexual exploitation as sexual abuse whereby a child or young person is groomed and indoctrinated into believing that the abuser loves them. This can be done by financial incentivises or by using violence and intimidation. The male was believed to be preventing the child from contacting her care home or the Police and as such, she was put out as a high-risk missing person defined by the College of Policing (2022) as a life-threatening risk and or psychological harm where recovery would be difficult or impossible. 

Part of the high-risk missing person procedure is to complete the missing person’s report which is a detailed assessment which helps to identify risks and to locate the person. Part of the assessment is to gain permission for a social media appeal to be launched and to ask the public for help. What I now had to do was to pass the recent picture to our corporate communications team who then posted the picture to their Instagram & Facebook accounts appealing for information about her whereabouts. Several hours later a shop owner directly messaged the Police's Facebook account and said that the female had gone into his shop in company with a male. I was then able to view CCTV from the shop which showed the female and the suspected CSE perpetrator leaving in a vehicle which was then traced back to an address within Newport. The result of these actions was that the Police attended the address, and the missing female was located safe and well. If social media was not an available tool, it would have taken longer to locate the missing person and to identify lines of enquiry to follow proving a valuable tool. 

Looking at how the Police promote policy initiatives, a good example of this would be the national Christmas drink and drive campaign. In the lead-up to Christmas, forces across the UK begin to publicise that they will be targeting motorists and increasing the use of the roadside breathalyser and drug wipe tests to ensure that people are not driving whilst unfit through drink or drugs. From my perspective, I believe that reminding the public that the Police will target you if you if you are impaired, is an efficient way of reducing the amount of drink/drug drivers on the roads and reassures law-abiding members of society that the Police are out there doing proactive operations to tackle drink/drug drivers (Dyfed-Powys Police, 2021). 

Looking at how social media aids community engagement in Policing, Myhill (2006 as cited in The Police Foundation, 2017) defined it as a process that involves cooperation from members of the public which ranged from informing and reassuring to offering solutions for localised problems and developing strategic options for priority concerns. Within my force, one of the priorities is to increase public confidence in the Police. The way they are striving to do this is by increasing the ways in which members of the public can engage with the Police including reporting crimes (Gwent Police, 2022). 
 
Looking at Force policies when using social media Gloucester Constabulary (2018) explained that their policy was implemented to ensure that its usage was in line with communications & engagement and the corporate strategy. The strategy covers Official force accounts but also stretches to personal accounts of its employees. The role of the Official force accounts is to post and publish organisational information for the public. Only a select number of employees are granted access to the various accounts and must undergo training to be able to use them. This is to ensure that communications that are shared adhere to the code of ethics (College of Policing, 2002). Particularly upholding integrity, impartiality, public service & transparency. 
 
Bouman (2022) published an example of what can happen when social media policies are not followed. Firstly, they explained that such policies exist to help employees conduct themselves properly when using social media. The detrimental social media post was put out by a cleaning company following the ability to change emojis to different ethnicities. The company faced backlash as they had constructed a bleach bottle from white emojis insinuating that they were a racist organisation. Although this was not the case it shows that every post must be thought through and assessed (Kenefick, 2016). 
 
When looking at the social media platforms used in Policing, Chief Constable G Stephens explained that their force utilised Facebook and Twitter to disseminate information and to engage with the communities they serve. Stephens discussed that social media platforms were used to locate missing people, tracking wanted suspects, and share information about the force. He went on to say that social media allows the force to share important information almost instantly with communities and helps both the Police and the public.
 
 An example of this is when a wanted male was posted on their Facebook page which resulted in the parent of the wanted suspect contacting the force and providing them with his identity ultimately leading to his arrest. Another example of where social media has supported the Police was when a deceased male was in the water and his next of kin were unknown. Within 24 hours, the Police located the family and were able to contact them. A survey carried out by Police forces in 2018 discovered that 51% of respondents preferred to contact the Police regarding non-emergency incidents via social media thus proving that social media has a place in Policing and that it supports both the public and the Police in protecting communities.  

Bailey & York (2018) from the digital Policing Portfolio carried out extensive around how social media is used in Policing.  They say that in July 2018, they launched the social media perception survey which ran until September of the same year. 43 UK police forces took part in the survey and the findings showed that Facebook is the most popular platform with 75% of social media followers. Although social media in Policing appears to be positive and welcomed by the public, they say that unanswered questions on social media posts result in more 101 calls to force control rooms and reports that were diverted to other channels were never followed through resulting in un-reported crimes.  

Following the kidnapping of 8-year-old Amber Hagerman in 1996, an emergency broadcast to people’s mobile phones was created known as an AMBER alert. AMBER means America's missing broadcast emergency response. The 8-year-old child had been out playing with her brother and was later kidnapped by an unknown male. Despite the best efforts of law enforcement, she was found dead a few days later only 4 miles away from her home. 

A local woman named Dianne approached a local radio broadcaster and law enforcement and an agreement was created to immediately broadcast the details of any future missing/kidnapped children in the area. Following the success of this arrangement, in 2003, President G. W. Bush signed the AMBER alert into law which led to the safe return of 1,000 children. Dianne, the founder of the alert system said if we can have alerts about approaching storms why can’t we be alerted about kidnapped children? (Crime investigation, 2020). The UK government is set to introduce a similar warning system for weather and public health emergencies in 2023 which will display a message such as “threat to life incident” and play a siren (Telefonica, 2022). 

The City of London Police (2022) have a similar system to AMBER which allows residents living in the 1 square mile to register for Police alerts which notifies them of ongoing Police incidents such as terrorist attacks, road closure, and public events. A gap in the research exists regarding this topic and it is unclear why other UK Police forces aren’t adopting similar technology to support the Police and benefit the public. An assumption could be made that it is down to funding and that UK Police forces are behind on the times where technology is concerned. 

In conclusion, I have evaluated a Policing incident where I used social media to assist with locating a missing person who was at high risk from child sexual exploitation and explained the history of social media and how it developed throughout the UK. Throughout the research that has been conducted, the researcher has learned that almost 77% of the UK population own at least 1 form of social media account and conduct 88% of their communication through their chosen platform. The researcher has looked at how Police forces promote and advertise upcoming Police campaigns such as festive drink & drive campaigns which warn drivers about the risks of drunk driving. 

The force policies surrounding the use of social media have also been discussed which explains the organisational aims and objectives for using social media and how it should be used within Policing. The use of digital policing/social media has been explored and the American AMBER alert system has been found to be beneficial in finding children who have recently been kidnapped which have resulted in 1,000 children being found and harm has been prevented. The researcher has looked at why similar technology is not already being used in the UK when it has been found to be such a success in America but has unfortunately not been able to find an answer. The UK Government are however introducing an alert system which will feature weather warning and other such alerts.

Word count 1823. 
















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:

Throughout this task, I will critically evaluate my flexibility in leadership styles and analyse leadership strategies that I have developed to manage operational situations. I will look to discuss a Policing incident that I have been part of to demonstrate what leadership styles I have adopted and developed and how I have implemented them in a policing incident. I will also evaluate leadership styles that are currently used in Policing and I will seek to identify what styles of leadership work best. 

Anderson (2022) discussed flexibility and leadership styles and said that flexibility is becoming an important trait in an ever-changing social environment. Leaders who are flexible can change and adapt their responses to dynamic incidents and successfully overcome challenges that they are faced with. Flexibility is not only about adapting to new incidents but also about creating new ideas and strategies for familiar scenarios. In turn, this promotes creativity and can support new ways to solve problems. Anderson also said that flexibility is the desire to engage in new behaviours within the workplace and can support change.
Being perceptive to new behaviour is not enough to create an effective flexible leader. Leaders need to reflect on scenarios where their leadership hasn’t worked and then decide on a new strategy to overcome the problem. Once a solution is decided on, flexible leaders must continue to reflect and assess on their performance. 

As I have been a Police officer for 2.5 years, I am sometimes required to support new officers if their mentors are off work. This is the first time that I have been responsible for a colleague’s development. Reflecting on leadership styles that I might use when helping new colleagues or other colleagues in general, I personally feel that transformational leadership is the most encouraging and supportive. White (2022) explained that transformational leadership inspires, encourages, and supports employees through learning and change in the workplace. This is achieved by displaying a sense of the organisation’s values, and a sense of ownership and independence.  

Transformational leaders help to inspire and encourage people without the need to micromanage. They also trust others to complete allocated tasks and to make trusted decisions. As a result, this allows employees to enhance their creativity towards problems and inspires leadership. St Thomas University (2014) explained that transformational leadership was developed by sociologist James V Downton in 1973. Downton described transformational leadership as a model that encourages leaders to demonstrate strong authentic leadership skills to inspire others to follow. 

Miller (2019) is opposed to transformational leadership and states that it is the most prominent style used by leaders and means that leaders should work with their followers to reach a common goal. Although there are many benefits to this, there are also negatives. Miller states that transformational leadership inspires people to put the needs of their organisation first as such this overlooks employee welfare and can lead to employee burnout in the long term. Employee burnout can also happen with transformational leadership as subordinates can feel obliged to work alongside management when dealing with tasks leading to overworked and tired staff. The difference in opinions makes it difficult to suggest whether transformational leadership is positive or negative. One thing that can be said is that it promotes and inspires people to become leaders and it asks for ideas from everyone. The one negative that stands out is that it seems the organisation benefits more than its employees suggesting that it’s a leadership style favoured by the hierarchy. 

As a Police officer who carries a taser, I am sometimes required to take charge of dynamic, hostile scenarios where a weapon or an extremely violent individual is involved. As such, I must instruct non-taser officers and provide them with directions. For example, I recently attended an incident whereby a male was destroying a hotel room that he was staying in. The male was throwing objects from the first-story window such as glass bottles, a television, and other small items of furniture. As the male posed a significant threat to Police officers and the public, specialist firearms officers were tasked with the incident, but it was my job in the meantime to ensure he did not leave the room. Another taser officer and I contained the room on the landing area and directed other officers to wait outside and to help us maintain a clear exit strategy should we need to withdraw. During incidents such as this, I feel that authoritarian leadership is best placed. Zhang et al (2017) said that authoritarian leadership allows people to make unilateral decisions and override subordinates. As a result, subordinates follow directions that they are given and will stick to their roles. Stobierski (2019) discussed the positive factors of authoritarian leaders and said that successful organisations recognise the importance of such leadership skills, and that authoritarian leadership is very successful. With the caveat that authoritarian leadership is only beneficial in a select number of scenarios. Authoritative leaders can also be known as visionaries and often deal with situations by guiding people through them rather than using an “I say you do” approach. Authoritative leaders encourage enthusiasm and have a sense of emotional intellect and display traits such as self-confidence, empathy, and the ability to acclimatise.

Yang et al (2017) explained the negative factors of authoritative leadership and said it consists of one person taking charge and having autonomy over others, this can create resentment and create deviant workplace behaviour (DWB) this has been described as individuals who carry out voluntary acts that put organisations at risk. Yang stated that such leaders assert absolute authority over their subordinates and require unconditional obedience. Conversely, Wilson (2020) stated that he is in favour of authoritative leadership as it allows organisational goals to be achieved promptly and unequivocally. He also said that productivity can be improved by clear leadership and clear instructions. The conflicting opinions suggest that this style of leadership depends on the type of organisation, and it could be said that it is best suited to hierarchical organisations.

Fritzvold (2022) looked at leadership in Policing and discussed what style of leadership is most effective in Policing. They said that the Police currently face some of the most difficult times in modern policing and are constantly under public scrutiny. Police organisations are working in an ever-changing environment where cultures and practices are becoming part of their structures. There are several styles of leadership utilised by Police organisations but transactional was believed to be used more frequently. 

In its first year, the College of Policing (2022) launched a review of current Police leadership, training & development. The review was instigated in 2014 by Home Secretary T. May. The aim of the review was to understand what Police leadership is; what the leadership challenges were; what could be done to develop future police leaders; & what can Policing learn from other sectors (Hales, 2019). It was asked what “leadership” in policing meant and it was noted that leadership is not something that is only exercised by Chief Constables but is something that should be used by chief officers all the way down to Police community support officers and Police constables (The Police Foundation, 2015). 

A common leadership style used in Policing is transactional leadership. This style of leadership uses reward and punishment to motivate and direct subordinates. This style of leadership is sometimes referred to as managerial leadership and focuses on structure & organisational goals and performance. This style was first defined by sociologist M. Weber in 1980. Transactional leadership works based on reward & punishment, when subordinates underperform then punishment is a likely consequence. Transactional leaders focus on structure and ensure that team members understand what is expected of them in each task (Cherry,2022). 

Gaille (2018) said that transactional leadership is commonly used within large organisations and military operations as it requires set rules and regulations to be adhered to. In turn, this ensures that set goals and tasks can be achieved. This leadership style relies on people to be self-motivated and to be able to operate in a highly structured environment. A product of this style of leadership, it creates a clear chain of command that is easily recognised by all and all staff know where they fit in the command structure. 

Although there are many benefits of this style of leadership, there are also negative factors. In the last 10 years, transactional leadership is becoming unpopular due to people calling for a better work-life balance, due to modern careers are becoming more challenging and demanding. This is something that is not considered under this style of leadership. It can also cause low team morale due to people not having the ability to share their ideas and opinions and requiring the leader’s permission to make decisions (Nwanne,2021). After reviewing both the positives and negatives of transactional leadership, it could be said that it is an effective leadership style but is best suited to specific environments and other leadership styles could be used in conjunction with it to suit everyone. 

In conclusion, I have looked at why flexibility within leadership is an important factor and found that flexible leaders overcome challenges that they are faced with and can help to create new ideas and to overcome obstacles that may arise. Regarding how I have developed my own leadership style, I have been able to discuss a Policing incident where I played a key role in managing a dynamic incident which required me to lead a team of officers and give them directions. Throughout this incident, I utilised authoritarian leadership which relies on one person directing and providing instructions. I found that this style of leadership is effective, but it can cause resentment within teams and cause deviant workplace behaviour. The findings were that this style of leadership could be best placed within disciplined hierarchical organisations. 

Leadership within Policing was then examined, and it was discovered that transactional leadership was used more frequently. It is likely that it is used more often due to it focusing on one person being a leader and giving orders to subordinates. It centres around having a chain of command and a clear command structure which has goals and targets. It was found that the College of Policing opened an enquiry into leadership within Policing to understand what challenges Policing faced. 

The enquiry that was opened found that leadership is something that all officers should be a part of and not just the chief officers. The positive and negative factors of transactional leadership were examined, and it was found that it is an effective style of leadership, but it may be best suited to certain settings due to its nature of it and the likelihood of subordinates not agreeing with the way in which it works. As I progress through my career, I expect 
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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:

Within this next task I will critically reflect on my last 3 years in Policing whereby I have been on probation and have had to undergo mentoring and coaching and look at how it has helped me to meet personal and organisational goals. I will also look at how mentoring and coaching has assisted me to learn and develop and perform in my workplace. I will also consider current coaching and mentoring definitions that are currently used in policing and discuss how I provide and receive feedback. 

Garvey et al (2014) explained that coaching & mentoring can be described as instruments that support improvement within organisations. They say that coaching is an effective way of building on a person’s skills and personal objectives. Mentoring is described as experienced staff who share their experiences with in-experienced staff usually over a set period or an agreed time scale. Clutterbuck et al (2016) discussed the need for an organisational coaching strategy. They said that a coaching culture has become predominate within the last 15 years but there is little academic literature surrounding the topic. What is understood at present is that organisational coaching should be a core aspect of how all staff and employers are developed. It is believed that this will help to create an increase in employer performance and help for staff to support each other. To support this, the developmental conversation model was created to act as a reference. The model is comprised of three elements which are external content such as career paths & support; the second element is made of planning & performing and at the centre of the model is personal value/strengths & weaknesses. 

During my three-year probationary period, I have undergone several stages of coaching & mentoring. From day one whereby my role was theory based up until present whereby I am an operational Police officer. Throughout the theory element of my learning and development which lasted for six months, a detailed learning package was delivered to other students and I. This was comprised of two exams, assessed practical scenarios, and the learning of legislation.

 Following completion of this phase, I moved onto the accompanied patrol phase which is attached to the professional development unit. This was a 12-week attachment whereby an experienced Police officer mentored me and introduced me to a variety of Policing incidents. I was then responsible for completing an occupation competency portfolio demonstrating competencies in certain aspects of Policing such as conducting arrests, obtaining statements, and supporting victims. Pool et al (2020) explained that competency-based portfolios require learners to demonstrate and critically reflect on their performance in chosen areas. They also say that the success of competency-based portfolios an vary on a case-by-case basis. The variables being that students can chose areas in which they are confident to be assessed and avoid areas in which they are not, possibly leading to inaccurate assessments. 

Year two & three of my probationary period has also seen me complete further assessments where I have had to evidence competence in specific aspects of Policing. To do this I have captured incidents on my body worn camera and submitted this to my Police assessor who reviews each submission and then awards me competence for that area. I feel that this has helped me to structure my learning and has also ensured that I attend and deal with a variety of scenarios some of which happen infrequently. I feel that having a dedicated Police assessor who has mentored me has aided my development by advising me on processes and has been an integral link between the learning & development department and I. My assessor has also helped me to reflect on incidents that I have dealt with and suggested areas in which I could improve on or do things differently. 

Carruthers (2022) spoke about the benefits of having a workplace mentor and firstly defined a mentor as someone who acts as an advisor and support network for someone who is generally inexperienced and supports their career development. The relationship between a mentor and a mentee should be one of a positive nature where constructive feedback can be given and accepted and career growth is encouraged. An acronym that is used to help reach goals is known as the SMART process. The five headings state that goals should be specific; measurable; achievable; relevant; & time-sensitive goals. 
While completing my probationary period, I have achieved personal, professional, and organisational goals. The personal goals achieved go back to becoming successful in joining the Police during 2021. It has always been my first career choice since leaving school and has been something I am passionate about. Csikszentmihalyi as cited in University of Southern California (2022) said that enjoying your work and viewing even the most tedious tasks with a positive mindset can increase performance and lead you to career success. This suggests that having passion for your job is a key indicator for success, progression, and positive change. 

As a result of my positive performance at work, I have become a specially trained officer and trained to use and carry a taser device. This is a demanding and intense course which requires officers to demonstrate their knowledge surrounding human rights, use of force powers, first aid and de-escalation techniques. The course is ordinarily offered to officers out of their probationary period, but a select number of students and I were able to attain the certification whilst on probation. Becoming a taser officer was something I was interested in doing from when I began my service with the Police as it allows the Police to protect their personal safety when dealing with violent incidents and to also protect the public (Sussex Police, 2022). 

In relation to professional & organisational goals I have attained new skills such as taser and emergency response driving which ultimately benefit the organisation by ensuring that their officers can provide a better level of service to the public by arriving promptly to calls for service and protecting them from serious violence and preventing people self-harming.  An Element of the role of a response Police officer is to investigate low to medium level incidents and to be able to competently manage a high workload (College of Policing, 2022). Although I found the variety of work a challenge to begin with, I have now become adept at managing my workload and efficient at conducting investigations that I am tasked with. As a result, I am achieving my organisations goals by helping to protect vulnerable people and to keep neighbourhoods safe (Gwent Police, 2022). 

During my probationary period, I have continued to develop my skills and knowledge by attending courses as previously discussed along with continuing to attend the influx of varied Policing incidents that are brought to the attention of Police. I also enjoy pro-active Policing where I utilise any spare time by looking for people and vehicles who may be out to commit crime. Where the grounds exist, I am keen to stop & search people predominately using section 23 of the misuse of drugs act and Section 1 of PACE. (PNLD, 2022). When stopping vehicles under the road traffic act, you never know what scenario you will be faced with it could be a wanted person, a drink or drug driver or a normal member of the public going about their daily business. Such scenarios help to keep me learning, as offences under the road traffic act are not something response teams routinely deal with. If I come across a drink driver for example, I liaise with our roads policing team who assist me with the custody procedures such as going through the intoxilyzer. 


As I am now in my third and final year of probation, I am sometimes required to assist colleagues who are within their first few months of Policing. Due to the mass recruitment of 20,000 new officers (Hampshire Police Federation, 2022) most of my team are on their probationary period. Kaplan (2020) explained that by teaching other people what you already know it creates something known as the protégé effect the philosophy behind this says that while we teach, we learn. Centred around this model is the need for reflection and whilst we teach something to someone we also learn at the same time and this help to reinforce the subject matter. 

When looking at providing and receiving feedback in the workplace, Cody (2021) explained that feedback remains an important factor of employee and employer success and keeping employers excited and in a positive mindset about their career is important. Positive feedback can ensure that employees carry out their roles diligently and can improve employee turn over rates. The benefits of employee feedback can include creating a positive company culture; improvement in decision making and an increase in productivity. 

When I provide feedback, I use the STAR model. Jawahir (2021) describes the STAR model as an acronym that means situation, task, action, and result. Implementing a structured model to provide feedback ensures that there is no miscommunication and allows feedback to be provided in a systematic format. Conversely, Milkround (2021) explained that the STAR model is outdated and that using models to structure feedback can make the person sound robotic and rehearsed. When I receive feedback, I ensure that I listen to what is being said and try not to interrupt the person. I also believe that it is important to be open to other ideas and allow myself to be perceptive to this. Finally, I reflect on the feedback and assess the value of what has been said to me if I decide that the feedback was not useful or constructive then I may consider a second opinion. I also feel that asking for specific feedback can be helpful; for example, asking to be told what you’re not so good at versus what you are good at. This can ensure that you’re not surprised if someone begins to discuss the negative side of your performance. 

Throughout this task the 3- year probationary period has been critically reflected upon. I have evaluated what coaching and mentoring is and explained the differences between them. I have discovered that coaching and mentoring helps to develop employees and increase their performance. I have looked at my progression throughout my probationary period and reviewed the occupational competency portfolio (OCP) that I was required to complete. 

The OCP ensured that I attended a variety of Policing scenarios and demonstrated competence throughout which allowed me to be independent. The benefits of having a work-based mentor have been explained and I have found that mentors act as advisors support networks and help progress new employees through training programmes. I have looked at my own performance and explained how coaching and mentoring has benefited me throughout the past three years. I have talked about feedback in the workplace and looked at the START model that I use to provide feedback but have since discovered that some people believe that using this model is not always the best way of providing feedback due to it sounding scripted and robotic. 
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