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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:


My understanding of the role of a police officer has dramatically changed now I am coming to the end of my probation. Although I understood the role of a police officer is to prevent crime, lessen public fear of crime, safeguard individuals' welfare, and enhance local communities' quality of life to keep the law in place (University of Southampton, 2023). The definition, although still an accurate description of the role, is a very basic explanation. During my time serving as a front-line response police officer, I have discovered that the basics are not enough. Without the combined skill set of specialised departments and individual characteristics the role would not be able to be completed efficiently and achieve the overall goal of a police officer. Below is a policing incident in which I was involved in where my understanding of the role of a police officer was opened to broader horizons and demonstrated to myself that my own understanding of the role had vastly changed in the time of my probationary period as an officer. 


The College of Policing (CoP), which was founded in 2012, has worked to improve the professionalism and consistency of the British police force (College of Policing, 2023). It was founded to assume several training and development duties that the National Policing Improvement Agency had previously been in charge of (Gov.uk, 2013). It is a non-profit organisation that establishes and enforces standards throughout the United Kingdom. In order to ensure that the police are capable of meeting the high standards set by the CoP in terms of training, performance, and behaviour, it collaborates with police forces, policing experts, and other stakeholders (Police Federation, 2016). Hence, the CoP's strategic responsibility has been to make sure that the police are properly governed, trained, and advised so that they are better prepared to deal with crime and other problems. In recent years, the CoP has also worked to give the policing profession a stronger sense of purpose and direction, with an eye towards a time when the police will be able to make a significant and positive contribution to the communities they serve (National Police Chiefs’ Council, 2017). 

Since I completed my initial training, I have enrolled and been trained in additional skills to improve my ability to complete my role as a police officer. Many of this training is available to all officers, however many people within the role do not often partake. I am now aware that some of this training to make an officer more professional and better equipped to be dealing with a certain situation as been reviewed by the CoP and has been initialised into the initial training for the role. The introduction of the training for Sexual Offences Liaison Officers is an example of this. In 2022 194,683 sexual offences were reported by the police, a 32% increase from the prior year (Butler, 2022). As a result of the increase in the reports of the crime, it would appear the CoP have used information such as this to identify a training opportunity for new officers to assist and become more equip to respond to these types of incidents. Thus, contributing to their strategic role. 

In my own experience conducting the role of a police officer, it became evident that I needed to continue my development and further my abilities whilst attending multiple incidents as a response police officer. I have attended serious assaults containing substantial injuries with no medical assistance arriving for multiple hours, and incidents where a person has been discovered deceased in dangerous locations containing hazardous materials.  However, there is one incident that stands out from the others that made me take a step back and made me question if I had the correct training and knowledge to deal with the obstacles presented to me, and what specialists are needed to assist. 

The incident took place in the early months of 2022. Along with another officer who I was working with that day we attended a call with an initial report of a teenager who had gone missing. We attended the address and liaised with the family in attempts to obtain further information. On searching the missing persons room, we discovered a note that had been written by the teenager. In this note the teenager expressed thoughts of self-harm and stated that the family would not see them again and that they were sorry. Presented with this information, myself and the other attending officer conducted further enquiries with the family. We ascertained that the teenager had been having trouble with narcotics and had recently separated from his girlfriend which his family stated had affected his mental health in a negative way. We were able to liaise with specialist departments and CCTV controllers that the teenager had been last seen to be entering a street around 5 miles from his home address with an unknown person. The street was where his father lived, we were informed that the teenager had keys to the property however the father was away on holiday. We attended the address and there was no response at the property, however we could here what appeared to be the sounds of a television from within the property. As neither of us were trained to be able to force entry to the property we requested trained units to attend the address as a result of our concerns. They attended a short time after and we located the teenager in the upstairs bathroom, and it had appeared the teenager had taken an overdose of non-prescribed medication and consumed a large amount of alcohol. They were still breathing although unconscious. We requested ambulance assistance, although were given an estimated time of arrival as within the hour. The teenager shortly after this went into cardiac arrest. We attempted CPR and ambulance were updated that their condition had worsened, and arrived 15 minutes later, however the teenager unfortunately passed away. 

On reflection of this incident, I saw many personal development opportunities. In order to fulfil my role as a professional police officer and to be able to conduct my role to a high standard. These opportunities were in practical skills, academic and medical knowledge. All skills that can be called upon in the modern world of policing (Jared Strote, 2019). To ensure my professional development, I put myself forward for method of entry training, so in a similar incident to the above, if needed I could safely force entry to the property. To expand my medical knowledge, I became trained as a police public order medic, which also gave me access to my own medical equipment, such as a defibrillator and medical monitoring equipment. I have also liaised with specialist departments and arranged attachments for myself to increase my knowledge. I am under no illusions that if I had these skills and knowledge that the outcome would have been different. However, in future these skills and knowledge could assist to fulfil the role of a police officer. 

For law enforcement professionals tasked with the responsibility of making contact and developing relationships with individuals in criminal contexts, capacity to adapt to changing circumstances is essential (Oleszkiewicz, 2020). In my opinion this ability to adapt is only achievable through further training. As supported by the CoP.  

On reflection of my final year of probation as a front-line response officer, I originally asked myself if the training I received was enough to prepare me for this role and the challenges that are involved. When I started my head was filled with information on what the role entailed, legislation, law and crime. Although know I can see that the role has changed, and not just in my opinion. To satisfy the needs of the public, police forces were beginning the process of hiring an additional 20,000 officers when I began my career in policing. As the COVID-19 epidemic struck, the service was suddenly thrown into the new and uncharted territory of public health policing. Even for a service that is ready to handle the most critical occurrences, this crisis has proven to be unlike any other (Jon Clements, 2020). Frontline police in the community is increasingly focusing on mental health. It was estimated that 20% to 40% of police time is used to respond to calls and events involving mental illness in 2020 (West Midlands Police , 2020). A Police Superintendent within the metropolitan police has stated that they believe that 75% - 80% of officer time is devoted on mental health issues (Osborne, 2022). With these changes in such a short amount of time, it is evident that the role is forever changing. As previously stated, I reflected on whether the training a received was enough, however I now come to realise that the initial training would never be enough. The world is constantly changing, and the police must change with it. There will always be further training and there will always be room to develop our skills as society progresses. In order to effectively conduct the role of a police officer a person must constantly be developing and build their knowledge. 

This is supported by The Strategic Policing Requirement (SPR), which was initially released in July 2012, this outlines the national dangers that are now facing the nation as well as the national policing capabilities that are required to address those threats (Braverman, 2023). Threats change and legislations change. It was stated in the 2023 report that several of the threats listed will not be brand-new to policing. The SPR will now be clearly referenced in police and crime plans, including how it has affected the strategic direction and objectives in forces and as a result, how that force helps to addressing national priority threats. This is because of new accountability and supervision mechanisms (Home Office , 2023). Changes in accountability and the addressing of higher priority threats will require further knowledge and training for those conducting the role of a police officer. 

Also supporting this is the College of Policing’s 5 Year Strategy. Which states since the beginning of policing, a lot has changed in the environment in which the police must provide efficient crime reduction. Previously it was widely regarded as a craft, and warranted officers had legitimacy due to their selection from the local towns and people they served. Since the creation of contemporary police forces, crime patterns, social structures, and communication channels have all changed. As a result, the abilities and knowledge needed to stop and deal with crime have changed and will continue to do so (College of Policing, 2014). The information base, culture, and leadership necessary for effective 21st century policing is being questioned as a result of these shifting expectations, which are also encouraging a rise in professionalism. Chief Constable Alex Marshall stated in the CoP 5 year strategy, In order to advance knowledge of policing and crime prevention and equip police personnel with the skills they need to perform their tasks effectively, the CoP will collaborate with experts from around the globe (College of Policing, 2014).

In conclusion my understanding of the role of a police officer as drastically changed since I started my probation. It could be said that I originally saw the role as only upholding the law and maintain the safety of the public. I now see that the role is ever changing and constantly has to adapt to the world around it. It is not just the laws we have to uphold, it’s the professionalism of the role, the public perception and confidence and the constant developing to be able to conduct the role effectively. The CoP is a large part of this and will continue to assist in the police officers achieving these outcomes. As supported by the Police chiefs’ vision for policing in 2025 (National Police Chiefs’ Council, 2016).  People desire a responsive service that can meet today's issues and seize tomorrow's chances in policing. This Vision outlines how the service must use technology to facilitate communication between the public and the police, how it must recruit and retain and further develop competent personnel, and how much we intend to collaborate with other agencies to keep people safe. No one can speculate what the future will hold. The role of a police officer has changed for me during my time as a serving officer, regarding public health policing and mental health incidents. What challenges the role will face in my future is unclear, however as the role develops and officers develop alongside it, I look forward to it.   

(2085 words)
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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:


Social media has transformed the way individuals communicate and share information in recent years (Edwards, 2015). This transformation has also had an impact on how the police engage with the community. Police departments around the world are now embracing social media to inform, engage, and interact with their communities (Police Foundation, 2014). The use of social media has enabled police to not only deliver timely notifications and crime prevention advice, but also to develop a good and approachable online presence that allows for connection with the public in ways that were previously not feasible. Yet, as police departments continue to use social media to engage with their communities, they must remember the necessity of not just keeping a positive image but also always remaining professional. This essay will evaluate my experience with using social media to inform and engage the community, as well as to promote policy objectives in a policing setting. Also highlight the advantages and disadvantages of using social media, reflecting on my own experience and current literature.

Police departments are increasingly using social media to engage with their communities. However, police usage of social media is not without criticism. Some claim that it is a useful tool for informing and engaging the community, whereas others believe it can be used to propagate disinformation and compromise privacy (Patel, 2022). One of the primary advantages of using social media is that it allows police departments to engage with the public in ways that were previously inaccessible. They can, for example, immediately distribute information about incidents or emergencies, distribute details on active investigations, and provide safety suggestions (Bullock, 2018). Social media additionally enables police forces to communicate with the community in a more relaxed and casual manner, which can aid in the development of trust and relations. Although, police must be careful to not overuse social media. While social media can be an effective tool for communication, it should not be the only way for police to interact with the community. Overuse of social media might result in a lack of personal engagement and interaction. There are also issues concerning police use of social media. One danger is the possibility of misinformation spreading quickly via social media platforms. This can cause public alarm and misunderstanding, as well as harm to the police force's credibility. There are also concerns about government surveillance, as police may monitor individuals or groups utilising social media without their consent or knowing (Azi Lev-on, 2021). 

As previously mentioned, there is a need to remain professional on social media. Whilst on the internet it is very easy for someone to have a level of anonymity, and even publish false personal information on their online profile. This gives many people a feeling of confidence. As an anonymous person, they may have the confidence to use abusive language or circulate false information with the assumption that no one knows who or where they are. Hence, the Internet empowers people to reinvent themselves in whatever way they see fit and to readily identify and engage with others who share their beliefs and perspective (Amichai-Hamburger, 2013). This can be when professionalism is key and ensuring when publicising and responding on social media a high level of professionalism is projected. The Code of Ethics published by the College of Policing does address this in basic terms and states, police officers must be educated in the use of social media in a professional and responsible manner. This is to avoid errors such as revealing personal information or indulging in inappropriate online behaviour. Police officers must not violate privacy regulations by disclosing personal information about individuals or groups without authorised permission. This is to prevent legal problems and harm to the police’s reputation (College of Policing , 2014). 

There was an incident where I was involved with during the early stages on my policing career, around the time I was first given independent patrol status. It involved a report of a young male who had been reported missing after a family argument. This male was diagnosed with a mental health condition and severe developmental delay at an early age and was unable to communicate. As a result of the males young age and vulnerabilities the family agreed for police to release a post on social media platforms to gain support from the public regarding any sightings of the male. Once the post was released on social media police received several responses from people that were concerned for the young male’s welfare. There were even members of the public who knew of the male offering their assistance with the search. After a short time had passed police received a report of a young male matching the description, had been seen running down the side of a local canal. The report also stated that the young male was only in his underwear, the family stated it was common for the male to remove his clothing while distressed. With obvious concerns for the male, myself and other officers were deployed to the area. When we arrived, I could see the male, with around 10 people surrounding him. When I approached the male, he was exhausted and was clearly out of breath. I could see as I placed a foil blanket around the male that one of the members of the public were recording the incident on their phone. I asked them to please stop recording, which they did. The young male had visible injuries to his feet, so we informed the family we had located him and asked them to meet us at the hospital. 

The young male was reunited with his family and received treatment for his injuries a short time after. I later discovered that the sister of the male was informed via social media whilst travelling to the hospital that a video of the male had been posted online, with numerous comments, many of which making a mockery of him. The video also showed the person recording the male chasing after him and laughing while he ran away in fear. The person who posted the video also included derogatory comments. Members of the family reached out via social media to the person who posted the video to remove it, however they were responded to with abuse, and they refused to take the video down. I and another officer were able to locate the person who uploaded the video and attended their address. Whilst at this person’s address they became immediately fearful of the consequence of their actions and within minutes had taken down the video and was very apologetic.

On reflection of this incident, it demonstrated to me how quick information can be distributed via social media. From members of the public offering their assistance, to the members of the male’s family seeing a video of the male within minutes after officers had located him. It also demonstrated the online confidence people have whilst accessing these platforms, as mentioned previously. Whilst feeling protected communicating online the person who uploaded the video was very abusive and laughing at the incident, however in the presence of officers was the complete opposite. It also highlighted to me that there is always someone online on these platforms watching and waiting. In the United Kingdom, there are 61.67 million active social media users as of 2022 (Dixon, 2023). With the average amount of time spent on social media each day by a person being 2 hours and 31 minutes (Chaffey, 2023). This shows that in the United Kingdom alone there is around 6.5 million people viewing a social media platform at any given time. 

This amount of people being active on social media presents an opportunity for the police. They can build relationships using social media. Police can use social media to engage with the community in a positive and constructive manner, by publishing information about community events or publicising positive interactions between police officers and community members (Rogers, 2019). This also presents an easy opportunity to measure effectiveness of any media campaigns or outreach. The efficiency of police departments' social media campaigns can be measured in a variety of ways. Tracking engagement metrics such as likes, shares, and comments on social media posts is one typical way. This can help identify how effectively the content is being received by the public and what forms of content are most effective. Police can also track web traffic and social media links to their website to see how effective their social media operations are at attracting traffic to their site, which is effective for tasks such as recruitment. Furthermore, surveys can be utilised to acquire public opinion on the police’s social media presence and its effectiveness in connecting with the community (Upwork, 2022). 


To communicate with their communities, police forces around the world use a range of social media channels. Facebook, Twitter, Instagram, and YouTube are among the most popular platforms (Congressional Research Service, 2022) Due to the amount of active people online at any given time police can use these channels to immediately distribute information about crimes or major incidents, make updates on ongoing investigations, and share safety suggestions. Outside from these major social media platforms, some police forces utilise more focused platforms, such as Nextdoor, a neighbourhood-based social networking website. Police can use Nextdoor to engage directly with individuals in specific neighbourhoods and give information about local events or safety issues (Carr, 2019). TikTok is another app that is gaining popularity among police forces. While TikTok is most known for its short-form video and recreational material, some local police forces have begun to use it to deliver educational content and interact with the younger public (Buckley, 2022). Essentially, the social media platforms utilised by police forces differ according to the department and its individual aims and objectives.

A major factor police need to consider whilst employing the use of social media is the issue of “fake news”.  Fake news is information that is inaccurate or deceptive and is presented as news. Fake news is frequently intended to harm a person's or entity's image or to profit from income (Schlesinger, 2017). According to recent studies, fake news spreads faster on social media platforms than true news, posing a serious concern in the digital world of today. This problem is caused by a combination of reasons, including excitement, cognitive bias, and current algorithms designed to increase user engagement. The implications of this quick spread of misinformation, on the other hand, vary from the breakdown of public trust in institutions to potential political and social upheavals (Dizikes, 2018). Granted this should not be an issue for information disseminated by police, however fake news could be used to damage police reputation or image. According to a recent BBC Education study, 47% of adolescents aged 11 to 16 frequently trust the news they receive on social media, regardless of its origin (BBC, 2022).

Overall, using social media by police to inform and engage the community has both advantages and disadvantages. While it can be a useful tool for communicating and establishing connections, it must be utilised responsibly and ethically in order to avoid spreading disinformation or invading privacy. Social media platforms have transformed the way people around the world disseminate and receive information. Their availability and ease of use have contributed to an extraordinary speed at which news, ideas, and opinions may be disseminated with millions of users worldwide. The quick distribution of information on social media has both beneficial and negative consequences, ranging from raising awareness about vital issues to spreading disinformation. As our dependence on social media intensifies, it is more important than ever to grasp its dynamics and discover methods to harness its potential for good.
 
(1945 words)














Task 3

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


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

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




ANSWER:

Strong leadership is essential to the success of any business, and the police is no exception. Police forces have used a variety of leadership models in their efforts to maintain order, protect communities, and preserve law and order. There has been an increasing interest in evaluating and comparing various leadership styles for their performance and suitability in the setting of law enforcement in recent years (College of Policing , 2017). This essay will explore some of the most prominent policing leadership models, assess their fundamental ideas, strengths, and weaknesses in order to provide light on the most effective ways for police officers to implement. Additionally, I will reflect on my own approach and flexibility in leadership style which I have implemented in different operational situations. 

Several academics and practitioners feel that leadership is one of, if not the most significant, factors influencing employee ethics and integrity (Ciulla, 1988). These factors are essential in the world of policing. On a larger scale, police forces are under increasing pressure to reassess their tactics while navigating an ever-changing cultural, social, and technical climate. Individually, police officers are entering the role with new expectations of what it means to be an officer and how they want to be led (Fritsvold, 2020). Police leaders throughout the world are discovering that the talents required to be productive in their professions are continually changing and developing. Policing, by definition, is a developing discipline that must evolve and adapt to changing circumstances and police leadership is no exception (David H. Bayley, 1996). There's not just one, but a variety of leadership styles, characteristics, abilities, and duties that professional police officers should comprehend, develop, and practise to be effective. 

An authoritarian leadership is one style of leadership utilised within the police force and is defined as a leadership approach asserting absolute authority and control over colleagues and demanding unquestioning compliance. This is usually strictly rule based, with a propensity for order and a military like approach at times. Most police departments have historically adopted a very authoritative approach in which the team is expected to just follow and obey without offering feedback or contributing ideas (Bor-Shiuan Cheng, 2004). Authoritarian leaders are often known as "autocratic" leaders. They establish specific expectations for what must be done, when it must be done, and how it must be done. There is also a distinct separation between the leader and the colleagues (Cherry, 2022). There are both positives and negatives to authoritarian leadership. positives include faster decision making, improves productivity, provides results from inexperienced teams, improves crisis management, and generates positive workplace results. While negatives include harsh penalties, lack of creativity, repressive, and lack of motivation (Indeed Editorial Team, 2023). This leadership style is no longer as powerful as it once was, and many police leaderships are looking for new methods to lead, motivate, and connect.

Another approach is transactional leadership, which is similar to authoritative leadership but uses a benefits structure to inspire colleagues. This system assigns incentives and consequences depending on a person’s performance and compliance to the rules. Individual officers, according to the theory, will comply to the leader's standards and direction, affected by the concern of discipline for underperformance against the expectation of praise and encouragement for a successful performance (Stajković, 2019). There may be several advantages to implementing transactional leadership correctly, such as, it promotes a feeling of justice. Workers may see their influence in an easy-to-understand system. Incentives do not work for everyone, and this type of system can hinder creativity and have drawbacks such as a lack of focus on relationship building, difficulty in finding incentives that inspire all colleagues, a lack of long-term vision, and poor leadership development (McCandless, 2022)

Finally, there is a Transformational leadership strategy that emphasises an individual’s approach with the goal of inspiring, empowering, and motivating individuals. A leader that takes this strategy collaborates with colleagues to commit to a common vision and goals, while promoting innovation and creativity in achieving those goals. Transformational leaders are diverse, considering each person's unique requirements, abilities, and goals. They frequently maintain an open-door policy to encourage more regular and honest interaction (Ibrahim Mohamed, 2021). In line with the previously mentioned leadership styles, transformational leadership has both advantages and disadvantages. It maintains the company's integrity and ethics, reduces turnover costs, and promotes change. Yet, it is risky and disruptive, puts additional strain on team members, and can lead to employee burnout (Charalambous, 2019)

In police incidents it is essential for all of these leadership strategies to be in place to have a successful outcome. It is also important to remember that these strategies are not always used in the same way or for the same reasons. Sometimes leadership strategies are used to gain the trust of an individual or to gain the trust of a group of people to obtain an effective outcome. For example, during a police incident in which the level of danger to both police officers and public was high, the police officers would be more likely to lean more towards the authoritarian approach to control the situation. However, as the level of danger decreases, the police officers would become more democratic in their approach to utilise another leadership style. I have found this practically relevant in my own leadership style and how I have needed to adapt and be flexible in my approach. 

There have been multiple incidents where I have employed one of the above leadership styles, and multiple incidents where I have had to change my leadership style as an incident unfolds. Many of my new colleagues have suspected, once they have discovered my past military service, that my approach while leading during an incident will be very authoritarian. I see myself as a more transformational leader, with the ability and confidence to switch to an authoritarian if the situation requires so. An example of these styles of leadership was presented in an incident that occurred in the beginning of 2023. We had a new officer join the team and I was assisting them with a case they had been assigned. I had a very similar case on my workload, so I was showing them the steps I had taken to progress and was in the process of organising them to accompany me to conduct some further enquiries. I was doing this so they could learn the procedure from me during my enquires to assist in theirs. Before we could continue an emergency call was made to our control room which involved a male in the street threatening another male with a knife. As I am a Taser carrying officer I was dispatched to the location with my new colleague, along with another team of officers, also equipped with an officer carrying a Taser. 

As we made our way to the incident, the way I was communicating to my new colleague changed. I was no longer asking him his opinion, offering assistance and attempting to inspire them. I was telling them what needs to happen, and what they need to do. My manner of speaking was different, and I was blunt and direct with my instructions. On arrival I saw the male with the knife run around to the rear of what was believed to be his property with a knife clearly visible in his hand. I quickly exited the vehicle and stated loudly and bluntly to my new colleague to stay behind me. I drew my Taser and approached the property, as I approached the male ran back around towards me. This time with no knife in his hand. With my Taser pointed at the male I instructed him to place his hands above his head, which he did. I instructed the male to move slowly towards me and my colleague and asked him where the knife was. The male stated he was not in possession of a knife. I instructed my colleague to approach the male and place him in handcuffs while I continued to have my Taser pointed at the male. Once restrained I instructed my colleague to search the male, which they did, and there was no knife on their person. The male was then detained and placed in the rear cell of our police vehicle. I then told my colleague he needs to go and speak with the reporting person and find out what happened, I then informed my other colleague who just arrived along with another new officer, that the male is in the cell, and ran around the property we were parked in front of with a knife and returned without it. I believe the words I used to the new officer was, “find it, don’t touch it, tell me when you find it”. My new colleague returned and informed me the circumstances of the incident, which without the knife at that time gave me grounds to arrest the male. The male was arrested and conveyed to custody by another pair of officers so we could conduct further enquiries. 

It was at this point I approached the new officers and ensured they were ok. I even apologised for shouting demands at them, however they stated they understood that the level of danger that was present that my attitude was needed. We then had a discussion on what outstanding enquiries, and tasks needed to be done. First, we agreed we needed to make sure no one was seriously injured, which they were not. Then we agreed we need to source the knife, which I stated to the other officer’s present that whoever located the knife first I would by their food that day, briefly moving into transactional leadership. We soon located the knife, I then stated the outstanding tasks and asked the officers present who wants to do what. They were slightly stunned by this, as I was giving them opportunity to choose an outstanding task and showing everyone involved, we are all equally involved in this incident. From this discussion we decided that each officer would do the task they felt most confident in and moved forward. 

On reflection of this incident, I could see that not just one leadership style, but all of the three above leadership styles are essential within the police. We need to adapt to changing circumstances. Police forces should also encourage innovation and work together to address challenges. This is supported by a report released in 2017 which states police leaders must be able to respond rapidly to changing situations while utilising their resources efficiently and effectively over varying leadership styles that work for that situation (HMICFRS, 2018). I felt in the above incident I handled myself and the teams welfare quite well. Leaders are needed in any organisation, whether it is the police, a company, or a government body. Leaders give direction and vision, encourage, inspire people, and contribute to the creation of a successful environment through encouraging communication and collaboration among members of the team. In summary, every organisation that wishes to fulfil its goals must have good leadership and for the wellbeing for those involved (Siena Heights University, 2022). With good leadership, it becomes a better run organisation, and better run organisations can improve police officers’ wellbeing (Muir, 2019)


In conclusion, effective police leadership styles are critical in maintaining a healthy and productive work atmosphere inside all police forces and other industries. Combining authoritative decision making with a more collaborative and helpful attitude provides for improved communication and trust among officers and their superiors. Police leaders may better serve their communities and encourage the growth and development of their officers by understanding the benefits and limits of each leadership style. Not everyone responds well to each leadership style, and not every situation calls for it. I believe that the police force will be better suited to deal with the dynamic issues of modern society if they approach leadership with an open mind and inclusive nature. 
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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:

Mentoring and coaching have evolved as effective instruments for personal and professional growth (Hayden, 2021). Individuals may acquire new skills, overcome problems, and navigate complex circumstances with the help of skilled mentors and coaches using these ways. The demand for these services has increased in recent years, fuelled by a growing realisation of their ability to promote success in a variety of areas of life (Newton, 2020). The objective of this essay is to touch upon the ideas of mentoring and coaching, their core assumptions, and the effects they have had on myself during my 3-year probation with South Wales Police.

The differences between mentoring and coaching might be minor at times, but grasping the differences is critical in appreciating their varied purposes and consequences on professional development. While both systems strive to help people attain their greatest potential, their techniques are significantly different. Coaching is a goal-oriented, short-term procedure targeted at developing certain skills and performance, whereas mentoring is a long-term relationship based on guiding, experience sharing, and networking (McPheat, 2022). Individuals may make educated judgements about which style of assistance is best for their professional development path by analysing the distinct effects of each strategy.  In conjunction with the College of Policing, the Police Superintendents' Association started a Coaching and Mentoring Programme in 2018.  The programme offers training to become a coach or mentor, allowing officers and colleagues within the police to seek casual, additional support to aid in their professional growth, and over 700 police leaders have been recruited and are now accessible to provide individuals help in a way that was before unavailable (The Police Superintendents’ Association, 2018)

Understanding mentoring and coaching within South Wales Police force is critical in order to properly assist officer growth. Mentoring often entails an experienced officer helping a more junior colleague, passing on their expertise, wisdom, and insights to assist the officer to advance in their career. Coaching, on the other hand, entails a qualified coach, who may or may not be a police officer, assisting the officer in identifying and developing their unique potential and achieving specified goals. Mentoring and coaching both contribute considerably to the development of a more skilled and well-rounded police force in the United Kingdom, ready to handle the complex difficulties of modern policing (Mark A. Tyler, 2011).

For example, during my probation I had several mentors in my 3 years. My first mentor was the officer myself and other members of my intake were assigned to during my initial class based and scenario-based training which all newly attested officers receive (HM Goverment, 2023). They helped me understand a great deal about policing, the law, and processes involved with becoming a police officer. They taught me that the role of being a police officer is both rewarding and challenging, and I’ll have to operate outside of my comfort zone and handle difficult or complex situations. In this situation my mentor quickly realised and informed me that I was more of a practical learner, then a theoretical learner. By the act of personal experience, practical learning can commonly lead to a greater grasp of a concept. Theoretical learning is what knowledge is about, while practical application is how the knowledge learned must be used in specific real-world circumstances (Eyler, 2009). Using this realisation, they were able to assist in my learning and development by putting the information I was struggling to grasp into scenarios and relatable situations. This assisted me in a big way, and it would be a concept I would continue to employ throughout training. On reflection this also began to change my mind on what roles and responsibilities I wanted to take on in my future with South Wales Police. I enjoyed all the practical elements, the practical learning, I enjoyed having to think quickly and calling upon the knowledge required to complete the task.  This all assisted in getting me ready to move on to the next stage of my development. 

My next mentor within South Wales Police was my allocated tutor when I finished my initial training and was allocated to a response policing team. A tutor's function is varied, comprising a variety of duties that support the professional development of new police officers. As mentors, police tutors are responsible for guiding and supporting probationary officers during their first real life policing incidents and put what we had learned in the classroom into practice. This entails not just teaching rules, processes, and protocols, but also developing vital abilities such as critical thinking, decision-making, and effective communication. In addition, police tutors play an important role in ensuring that new officers adhere to the ethical norms and principles required of policing professionals, developing a sense of integrity and responsibility within the role (College of Policing, 2022). My tutor took on board my learning style and helped me develop in multiple ways. There were certain areas of learning that they outsourced to other officers, as they were more specialised and were able to coach me in ways that would better increase my understanding. There was a time I was struggling to grasp certain roles and responsibilities of specialised departments, there were so many departments attached to other departments it became confusing. As a result of my confusion, they liaised with these departments for us to attend incidents alongside them so I would better understand as a practical learner. During my tutorship if I needed development on a certain type of skill, for example when I required practice to fully understand the full requirements of police involvement in a report of a commercial burglary, my tutor would attach us to these reports until I was able to complete all aspects to a high standard. Even if the report was outside of our patrol area. On reflection I learned much about my role as a police officer when I was in my tutorship. It enhanced my confidence in my capacity to perform duties, helped improve my communication skills, showed me how to maintain a professional connection, broadened my network of contacts inside the police, and most importantly it provided continuous feedback.

Once I completed my tutorship and was granted independent patrol status, I took on another mentor in the form of my Patrol Sergeant. My Patrol Sergeant was responsible for not just the day-to-day operations of the team, but also for providing direction, support, and mentorship to officers under their supervision (College of Policing , 2023). My Patrol Sergeant assisted myself and my colleagues to succeed in our professions by providing constant feedback, resolving issues, and creating a welcoming workplace. I gained confidence, strengthened my abilities, and I was eventually able to contribute to a more effective and efficient police force via these efforts. My Patrol Sergeant saw quite clearly the aspects of my role that I enjoyed and was quite proficient in. They coached me and were able to help me further my understanding of my role and assist in specialising in certain aspects of the role of a response police officer. They could see I was a practical person, I enjoyed and put 100% of my effort into these practical skills. They informed me of courses that I can attend to become trained more in these practical skills and assisted with networking with individuals who were like minded. On reflection, from the early stages of my independent patrol status my Patrol Sergeant focused on the aspects of the role individual team members enjoyed. There were team members who enjoyed case file work and internal station procedures, they obtained coaching and attended courses to develop these interests. Myself and another team member enjoyed the physical aspects of the role and we were coached and attended courses to become qualified in a wide range of operational skills. Thus, making us a stronger team and able to attend a wider variety of incidents and assist with the organisational goals of the police.

As I progressed through my probation, I received more and more mentoring from my Patrol Sergeant and even more coaching from senior officers I was introduced to through further training and networking. I believe this mentoring and coaching has been instrumental in me remaining in the role as a police officer. A recent study showed that one in every five police officers drops out within their probation period. According to their findings, the average attrition rate is 9.1%, or 2,567 recruits leaving the job out of 28,173 (Faragher, 2022). Granted that this study focussed on the financial struggles of new recruits, the organisation does offer coaching and advice with personal matters such as this via police partnerships (Police Mutual, 2023). Some police forces have created new-hire mentoring programmes to reduce staff turnover, while others have opted for the more common practise of informal mentorship. Throughout the history of police, there have been instances of informal mentorship. An experienced officer would usually urge individuals they know to seek out vacancies in their organisation. As a result, the officer has a natural desire to encourage, assist, and enlighten other officers during the training process. This informal mentoring connection benefits the new officers by making them feel connected to the new team. The main justification for establishing a formal procedure is that it provides every employee with the chance and benefit of mentoring while also encouraging loyalty and inclusion within the organisation. A structured mentoring process also establishes goals, establishes structure and processes, and specifies mentor/mentored roles and duties (Chief Harvey Sprafka, 2018)

As I reflect on the coaching and mentoring that I have received during my probation with South Wales Police, I can see it has been a great influence and motivation for my career. Each mentor has highlighted my interests and style of absorbing information and focused on this to help me develop and provide positive and constructive feedback. Giving feedback is an essential aspect of any workplace culture. Positive feedback is offered to employees in order to increase their enthusiasm. Constructive feedback is offering employees with constructive criticism regarding their work in order to help them grow and develop their capabilities (Sharma, 2020). The feedback I have received in one-to-one meetings and via my yearly reviews has helped me progress. Along with the mentoring and coaching I have received to help me reach my potential within the organisation up to this point in my career.  It has opened me up to experiences I would not have been part of outside of the police. It has given me the right direction and focus to what further knowledge I need to seek out and learn. Thanks to my mentoring and coaching I know the route I now wish to take. I am a practical learner, my mentors saw this and I now know this is the best way for me to learn and hopefully in time use my practical knowledge for a field operations role within the organisation. Whether that be response policing, authorised firearms officer, or part of the territorial support team. I am still young in my career and am excited to what the future holds. 

In conclusion, I have benefited vastly from mentoring and coaching. It has given me a vision for my future within South Wales Police and assisted with my development, not only for my personal benefit, but for the benefit of the team and the organisation. It is hard to overstate the value of mentorship inside the police force. Mentoring promotes professional development, skill improvement, and a sense of camaraderie among officers. Experienced officers give vital guidance to junior members by sharing their expertise and experience, helping them to excel in their professions. This mentoring, in effect, enhances the department's relationship, resulting in a more effective and unified police force.
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