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Task 1

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

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


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

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

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


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



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



ANSWER:

The College of Policing is a professional organisation which is an “arms-length body” of the UK Home Office (College of Policing, 2021a). This means that the College of Policing is responsible for upholding supervision and control of the knowledge, skills, conduct and practice of policing within England and Wales (BBC News, 2016), and despite being devolved of, they are funded by the Government (Rutter, 2022); (Cabinet Office, 2016); (Comptroller and Auditor General, 2021). This essay will critically evaluate the strategic role the College of Policing occupies within UK policing. It will look at the role of the modern-day professional police office and I will evidence how I fulfil the role. The role of a police officer is ever changing and my role within the occupation is no different. My role has changed significantly, even in just the 2 and a half years I’ve been employed as a PC, and this essay will critically reflect on how it’s changed as I’m approaching the end of my probation. 

In 2012, the College of Policing became the “official professional body for policing” and by doing so shoulder the responsibility for the progression of knowledge through research of proven policing practises, establishing the curriculum for policing nationally, the continual education of officers and police staff, delivering career frameworks, along with upholding the professional standards of behaviour of all those employed by the police in England and Wales (Bryant and Bryant, 2019, p.26); (College of Policing, 2021b); (College of Policing, 2014). In order to provide the best and most professional service, the College of Policing works closely with many partners including:

· The UK Home Office
· The Chief Constables of police forces 
· Police and Crime Commissioners
· The Mayor’s Office for Policing and Crime
· Her Majesty’s Inspectorate of Constablary (HMRIC)
· The Independent Police Complaints Commission (IPCC)
· Police Federation and other trade union bodies
· Universities and colleges 
(College of Policing, 2014)

As well as working with these partners, the College of Policing also employ over 600 people. Those working for the College of Policing include officers that are seconded from police forces throughout England and Wales (College of Policing, 2021a). As they are responsible for the governance of policing in England and Wales, having warranted police officers working for the College of Policing, can only be a good thing. I say this because these officers can give the College of Policing their perspective on potential changes or new strategies based on first hand experiences. I also believe this can work the other way too, as these seconded officers will better understand the College of Policing’s strategies and can take this thinking back to their respective forces once their time at the College of Policing comes to an end. 

In 2014, the College of Policing released their “Five Year Strategy”, which was followed by their “Policing Vision 2025”. These reports set out the objectives of the College of Policing aim to implement within policing in the specified timeframe. These reports are transparent in terms of what the College of Policing want to achieve within policing and how they aim to do so. This transparency can only be positive as it promotes communication and sharing between the College of Policing and Police officers and forces (Glassdoor Team, 2019; (Hart, 2022). The transparency shown by the College of Policing will instil a greater deal of trust in them from officers on the front line, as it’s clear to the officers what it’s trying to achieve and the reasons why.
As previously stated, one role of the College of Policing is to stipulate the career frameworks within the policing organisation (College of Policing, 2014). A newly imposed career framework within policing is the Policing Education Qualifications Framework (PQEF) programme. The College of Policing introduced the PQEF curriculum, which is a university degree programme undertaken by all new officers joining the police (College of Policing, 2020b). The College of Policing (2020b) state that the programme will “Create a consistent high standard of training for all police officers”. The same article says that the PQEF curriculum was introduced after years of police recruits being procured differently, there not being a nationalised criterion of entry requirements and a lack of support and learning delivery for officers joining the police service. However, the PQEF programme has not had its lack of critics. Northamptonshire Police’s Chief Constable, Nick Adderley, states that as a direct result of the introduction of the PQEF programme, his force has been impacted negatively rather than positively, as more officers have been suffering with adverse mental health (Livadeas, 2021). When looking at the mental health of students, Boke et al (2019) explains that it is common that university students experience stress as a result of their studies. Boke et al (2019) goes on to state that continued high levels of stress can lead to a person suffering with mental health disorders. Given that; the stress of completing a degree combined with the stress experienced by fulfilling the role of full time police officers, it is hardly surprising that forces are finding more of their officers are suffering with their mental health since the introduction of the PQEF programme. So whilst the idea of having a national programme of requirements for new police officers to ensure they are able to do their job at a high level, seems it can only be a good introduction; is the PQEF curriculum sacrificing the mental health of the officers it’s intended to be helping, the right method of achieving this?

The role of a Police Officer isn’t a role that has always been the same. The policing world is an ever changing one, that adapts to the time and the demands it faces (Bryant and Bryant, 2019, p.19). The problems the police face today, are different to those of yesteryear (Leishman, Loveday and Savage, 2000, p.1). Technology has grown exponentially over the last 20 years (McCain, 2022), and will continue to expand over the next 20 years (College of Policing, 2020c), creating new and greater problems for the Police to react to. In order to be as prepared as I can be for the challenges faced by changes in technology, I ensure I keep up to date with crime trends which are enabled with the use of technology, as well as making sure that I am aware of new legislation that is introduced to combat growing technological crime trends. In addition to this, I work to fulfil the role of a modern professional police officer, by embracing partnership working. In an age where the demand on the police service is greater than ever (HMICFRS, 2022), it is important to utilise the services of partner agencies in order to reduce to workload on the Police, whilst working together to resolve reoccurring issues in the most efficient way (College of Policing, 2016). I do this by making referrals to several different agencies relating to problems that require their specific services, and in the more risk and harm threatening instances, I have even attended meetings with multi-agency partners in order to resolve ongoing issues that are creating a large demand for all relevant services.

As stated above, policing is an ever-evolving occupation and the role of a modern day police officer is vastly different to what it was in previous years (Marshall, 2015); (Bryant and Bryant, 2019, p.19). One reason for the role changing in recent years is the widely documented decrease in police officer numbers between 2010 and 2018, combined with an increased demand, which resulted in higher levels of crime (Draca and Langella, 2020). In order to combat this, police forces throughout England and Wales have recruited a plethora of new officers in recent years (Home Office, 2022), as part of the government’s pledge to employ 20,000 more officers (Home Office, 2019). From the outside, having an abundance of new officers would seem to be a major positive for forces throughout the country. However, in reality it’s created a cycle resulting in response policing teams lacking officers with experience and having an over-reliance on those with not much service. This is exampled in my own personal experience since joining the police. When I first started on my shift, I was the least experienced officer out of the 12 that were on shift with me. Whilst I would rely on the knowledge I had accumulated during my initial 6 months training and that I had gained throughout my tutorship period; I would also utilise the knowledge of my colleagues, who had gained experience over their time as police officers. However, this changed quickly as now, 2 and a half years later, there is only 2 officers on my shift with more service than me. One of which joined just 6 months before me. This has meant that my role has changed in a short space of time from being an inexperienced officer, to an established member of the team whom the newer officers turn to for help and guidance. Initially I found this difficult, as despite spending 6 months learning legislation in my training, and College of Policing (2020) stating that undertaking the compulsory degree will “create a consistent high standard of training”; there’s no substitute for experience gained by performing the job role itself (Paoline and Terrill, 2007). Although now, I feel that I am thriving in my more reputable role within the team. Since day one, I have been praised for my work ethic and have always desired and sought to answer as many calls as possible. This has resulted in me gaining more experience than most other officers with similar levels of service as myself and seen me nominated for training courses that officers who have been in the role longer are usually put forward for. These training courses have also aided in developing my experience and building me to be a better officer. One of the courses I have coming up will enable me to be a tutor constable. This will mean that I will tutor new officers that have just completed their 6 month initial training and be responsible for instilling knowledge and gaining them as much experience as possible. Despite doing this on an ad hoc basis, whilst current tutors have been absent, completing the course will mean that I am responsible for ensuring the student officer is ready and competent to be able to work independently.  I understand that whilst having an officer who is approaching 3 years service is another example of how much length of service there is within the modern day police service, I feel that it will be beneficial that I have recently gone through the tutorship process myself, as I will be able to relate with the anxieties and stresses that the new officers are feeling. Becoming a tutor isn’t the only leadership role that I’m performing. As one of the most senior members on my shift, my Sergeant has asked me to “Act up” should he not be in work. What this means is, I lead the team in the absence of my Sergeant. Whilst very daunting, I seen this as a major opportunity for me to progress myself and gain experience in a leadership role. This aspect of my role is one that has gone well, with my Inspector even commenting to my Sergeant and I expressing that he’s been impressed with my work whilst performing the role. Prior to stepping in for my Sergeant, I’d never considered putting myself forward to promotion, however, now I am considering it as an option for the future.

Despite there being several positive aspects of me being thrusted into a more senior role within my team earlier than expected, it hasn’t been without its negative facets. As previously stated, through various different reasons, my shift lost a number of officers that had a vast amount of policing experience, in a short space of time following my arrival on the shift. This meant that I didn’t have the experience of my colleagues to assist me and show me the correct way to do certain things that I hadn’t experienced yet and was unsure of. As a result, there have been many incidences where I have been unsure of certain things, whether it be legislation, procedures, or simply how to deal with particular incidents. Due to not having the proficiency of my colleagues to ameliorate my knowledge, has required me to work hard to develop my knowledge myself. For example, there has been numerous occasions where I have been unsure on specific aspects of policing. I have then made a conscious effort to research what I do not know in order to increase my knowledge and skillset to enable me to be the most rounded officer I can be. Whilst it has been difficult not being able to count on colleagues to assist me as much as I could’ve at the start of my time on shift, I have shown that I can rely on myself to gain the knowledge required and shown that I have the character to go away and learn what I don’t know, without relying on anyone else. This “learn what I don’t know” mindset is something I’ve noticed other officers don’t possess but is something that I realised quickly I would have to encompass if I am to progress as an officer. 

The role of the College of Policing in modern day policing is a significant one. The College of Policing is pivotal in progressing the knowledge by conducting research of proven policing practises, establishing the national policing curriculum, continually educating police officers and staff, delivering career frameworks, along with upholding the professional standards of behaviour of all those employed by the Police. Overall, the College of Policing work transparently to create a professional police service nationally that has the knowledge and training to police at the highest standard possible, and whilst the PQEF programme is continually being criticised by those working within policing, it’s clear that the College of Policing believe it’s introduction has been made in order to provide a more professional service. The College of Policing have had a major impact on how policing is performed in the modern day. Within this essay I have evidenced examples of work I have done which is in line of that of a modern day Police Officer. As I have entered my final year of probation, my role has significantly changed. I’ve turned from the most inexperienced member of my shift to one of the more senior members; even stepping in for my Sergeant in his absence. On the whole, this transition has gone smoothly, and I feel I’ve embraced it despite it being a challenge on occasions. 
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

Since the birth of social media in 1996, it has changed the way millions of people live their lives, including the way people communicate with each other (Dean, 2021); (Lawler, 2018). Social media plays a significant role in the daily lives of billions of people throughout the world, with more than half of the world’s population said to have access to at least one form of the networking phenomenon (Chaffey, 2022). It has become such an established part of human modern day life as people can send messages, photos and videos to others at a click of a button (Hudson, 2020). In recent years, the Police service have adapted to the new age of communication, by utilising the social networking platforms to communicate with their communities and to promote their work. This essay will explore the world of social media, in particular it’s use within policing. I will also critically evaluate my experience using of social media within the police service, as a means of informing and engaging with the community and promoting policing initiatives.

As with all things that have positives, there are usually negatives also associated to it. Social media is no different. There are many widely documented negative side effects of social media (Stegner, 2002) and with the average internet user spending almost two and a half hours per day on social media sites (Dean, 2021), it was inevitable that it’s use would be adapted by some to commit criminal offences. There are various offences enabled by social media, including but not exclusive to, public order offences (Hutton, Connor and Gold, 2020, p.176) and malicious communications (Malicious Communications Act 1988). Working within response policing, I have lost count of the number of calls I have been allocated to involving social media being used to cause distress to another person. Despite the downfalls of it, social media’s growth is and continues to be exponential throughout every region of the world (Dixon, 2022), as it has completely transformed the way people consume information in the 21st century. It has become the main source of news, outdating the more conventional news sources such as newspapers, magazines, and even television broadcasts (Martin, 2018). Having the latest news from multiple sources at the end of their fingertips, 24 hours a day, 7 days a week, has meant that social media has quickly become people’s go-to for breaking news (Zilles, 2018). As a result of this and due to the ease of information sharing they offer, the use of social media sites has transformed the way police forces throughout the world communicate with their communities and has become the bedrock of communication between the Police and the public in recent years (Walsh and O’Connor, 2018). The Police service has adopted the use of social media for a plethora of reasons, including to gain public attention and assistance in ongoing investigations, to distribute information which both promotes the Police and helps build and maintain public confidence, as well as engaging in direct communication with those within the communities they serve (Ruddell and Jones, 2013). There are countless different social media sites available for those with internet access to use, but Police forces in England had Wales have decided to focus on using the three that are used and engaged with the most; Facebook, Twitter and Instagram (Stephens and Bailey, 2019); (Johnson, 2020). As Crump (2011) and Seymour (2020) state, the use of official Police social media accounts has become such a pilar of modern policing that the, what was previously, Association of Chief Police Officers but has now evolved into the National Police Chiefs Council (NPCC) has openly encouraged the use of social media by Police forces.

As stated above, Police forces throughout the country utilise social media as another investigation tool in ongoing investigations. One way that social media can be utilised to this effect is to assist in the identification and detention of suspects they are seeking to apprehend for ongoing investigations (Ruddell and Jones, 2013). With so many people spending so much of their time on social media, it is a tool that can be utilised for this purpose. 

In order to identify/obtain the whereabouts of people is something that I personally have used my force’s official social media accounts for. I have used social media for this purpose several time; for example, I have had CCTV footage of a suspect, which I have been unable to identify and posted it on social networks in order to obtain details on who the suspect could be. I have also been involved in investigations for missing people, where they’ve been deemed to be at a high risk of harm. In these instances, with the permission of their family, I utilised social media in order to obtain information from the public on the whereabouts of the person. Another example of how I have utilised social media in order to assist an investigation is when I attended a high risk domestic incident where by a female had been assaulted by her partner and suffered injuries which constituted Grievous Bodily Harm (GBH). By the time we had arrived, the male had left the address. Following several other fruitless enquiries, the decision was made to publish his name and photograph on social media in an attempt to gain information on his whereabouts. Although the reasons these people needed to be located was different, in all of these examples, social media played a pivotal part in locating these people. However, when publishing personal details on social networks, I myself in these examples and Police forces in general, have to be careful that the use of social media for this purpose does not encroach on the human rights (Human Rights Act 1998) of the suspect they are seeking information on.
Even though I’ve used social media for over 15 years, personally and even in a professional capacity in previous jobs, prior to me being able to use my force’s official social media accounts, I was required to complete training on social media, including read the force’s social media Policy. In (2020) Seymour designed the social media policy to “provide guidance to Gwent Police users of social media and empower them to use social media safely, effectively and appropriately”. The force policy aligns with the NPCC’s guidance on the purpose of social media activity, which ensures its use is:

· To realise a strategic and/or operational goal.
· To transform and/or inspire change in the conduct of communities for the greater good.
· To build and maintain community confidence and trust in the Police.
(Seymour, 2020)

As well as operating social media to achieve an operational objective, as previously discussed, I have also used the online networking phenomenon in order to help build and maintain the confidence of the public in the Police service. Whenever there is a spate of crime or anti-social in a particular hotspot, I ensure that any high visibility patrols conducted in these areas are uploaded to social media. By doing this, it shows the public that the Police are aware of the ongoing incidents and are being proactive in the approach to bring to an end the trend. Whilst this promotes proactive policing and evidences to the community that officers are tackling ongoing issues, it also shows the people responsible for these crime/anti-social trends that the Police are taking action and in turn will act as a deterrent for any further incidents. 

As previously referred to, there are numerous sources that explain the many benefits of social media, which in turn support the reason the Police service have taken to using it as a commonly used method of communication with the communities they serve. However, contrary to this and in conjunction with the number of negative aspects of social media (Stegner, 2002) which have been identified previously in this essay, Avbarefe and Murugan (2022) also state there are many negative aspects of social media that impact every facet of life; from business to socially.
For example, despite Ruddell and Jones (2013) and College of Policing (2021c) stating that Police communication with the public is vital in creating and maintaining rapport, creating trust and encouraging those whom are vulnerable and/or at risk of harm to report any incidents; communication through social media does not come without its risks. As its concept promotes freedom of speech (Gavinn, 2022), millions of users worldwide are able to post and send their opinion on a topic to any other person or organisation that uses the respective network. In relation to policing, this means that social media users can send negative comments to and about the Police on a social network. These negative comments can be damaging and can influence the thoughts and opinions of others, which may work against the Police’s purpose of its social media activity and create a lack of confidence in the service (Siddiqui and Singh, 2016).  

With social media becoming the leading output for news outlets throughout the world, it can sometimes be difficult to establish what news is real and what isn’t (Marrone, 2020); (DiSilvestro 2022); (Carrasco-Farré, 2022). As previously explained, I’ve used social media for well over a decade and have recognised what Suciu (2019) and Auxier (2020) say, that many social media users believe all what they see and read on the networking sites. Earlier this year I experienced another negative characteristic of social media, where I was involved in an incident where a video was posted online of me and my colleagues dealing with a member of the public. This video was cropped to portray a certain agenda and was done so to manipulate the situation and to enrage those on social media whom are anti-police. The person that edited the video achieved what they set out to as hundreds of people that watched the video took it on it’s merits and believed that the actions taken by my colleagues and I were what the video editor wanted them to believe they were, without the context of the entire incident.

Another downside to social media and in particular, to police forces relying on online networking to communicate with their communities, is not everyone has social media. With Chaffey (2022) declaring that at least fifty percent of the worldwide population use social media, sequentially means that there is nearly half of the world’s population that will not be privy to the information shared on the networks. This is an issue that I have experienced in my time working within Neighbourhood Policing (NPT). Whilst working in NPT, as a team we would conduct several community meetings and coffee mornings to engage with the community and establish problems that its members had that they wanted the Police to prioritise in solving. Once these priorities were established, the methods to solve the problems had to be decided. Once these methods were in place, I would post the steps taken by the Police to solve the problems on social media. This was done in order to promote our pro-active policing and to evidence to the community that as a service we were listening to them and working to resolve their problems. Whilst social media is a great tool for this, as it is engaging and helps build and maintain public confidence; the majority of the attendees at the meetings where the community problems were actually established were older in age and did not have access to social media. This meant that despite regularly updating the social networking sites of the pro-active work based on the concerns of the community, the majority of people that these problems affected, did not see the updates. This was brought to my attention in the following monthly meetings, when the members of the community had expressed displeasure as they didn’t think any work was being done to resolve their issues. I explained the problem solving methods that had been put in place and all updates were regularly being published on Twitter and Facebook in particular. Many of the attendees of the meetings made me aware that they do not use social media and therefore weren’t aware of the ongoing work being conducted to resolve the problems. As a result of this other methods had to be thought of and brought into practice to update the community about ongoing police work to tackle the issues that matter to them, alongside continuing updating social media as it’s a wide reaching means of instant communication (Hudson, 2020) that, as stated above, can act as a deterrent for any further incidents and be crucial in gaining and maintaining public confidence.

Many articles explain that since the inception of social media in the mainstream, it has revolutionised interaction between people, as well as communication between organisations and their customers (Dean, 2021); (Lawler, 2018); (Martin, 2018). Social media continues to grow and play substantial role in the daily lives of billions worldwide (Chaffey, 2022). It has become such an established part of modern day human life that organisations such as the Police service have made strides in utilising the networking platforms to communicate with their communities and to promote their work. This essay has explored the world of social media, in particular it’s use within policing. Within my time working in the Police service, I have used social media for multiple reasons, including engaging with the community and promoting policing initiatives. Within this essay I have critically evaluated my experience using of social media as a member of the Police service. By doing this, I have identified the benefits I have found of using social media in a policing capacity, as well as the negative aspects of the use of social media. From this evaluation I have come to the conclusion that if used correctly and for the appropriate purposes, there is definitely a place for social media within modern day policing which can result in assisting to build and maintain trust from the public, as well as promoting policing initiatives.

Word Count: 2323







Task 3

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


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

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

There are an abundance of different leadership styles that those who manage and mentor people can utilise in order to get the best out of those that work under them (MicroMentor, 2022); (Lee, 2021); (Cherry, 2021a). Despite being in my final year of probation in my policing career, there have been several occasions where I have had to adopt a style of leadership. This essay will consist of a critical evaluation of my leadership style, also evidencing the flexibility in my leadership approach. Throughout my policing career, I have had to change and develop the way I lead in order to successfully deal with a range of operational policing situations. In this essay I will analyse the particular strategies I have developed in order to deal with these situations successfully.

Growing up I was an avid football fan. Following football, I was always fascinated with how managers motivated and guided their teams to victory. Arguably the most decorated manager in football history is Sir Alex Ferguson (Sunderland, 2012), who, as their manager, transformed Manchester United from the depths of mediocrity (Okwonga, 2013) to one of the most successful teams in history, winning 13 league titles and a plethora of other trophies during his reign (Kenmare, 2020). What specifically captivated me was how someone could posses what seemed to be multiple approaches of leadership, poles apart from the others. One approach Sir Alex Ferguson was well renowned for was the “hair dryer treatment” (Byfield, 2022). This term was made famous by the Manchester United manager and is a technique used as a method of motivating the players, by angrily reprimanding them if he wasn’t happy with their performance (Lawless, 2021). However, many players that played under him, speak of his softer, more personable side; with some praising his humorous side, and some even comparing him to a father figure (Planet Football, 2018). This showed me that a good leader can adapt depending on the situation and is an area of team dynamics that I have continued to be interested in through into my working life. 
In a role I undertook prior to joining the Police, I was part of a team, lead by a relaxed and friendly team leader; whom I am still good friends with today. However, he wasn’t the best manager and our monthly statistics showed we were consistently one of the lowest performing teams. I referred to him as a manager and not a leader as a leader is defined as someone who “has influence, which maximises the efforts of others, towards the achievement of a goal” (Kruse, 2013); (Waters, 2021), and he didn’t do that. My manager moved into another role within the company and I got asked to take his place in a temporary capacity with the view of making it a permanent role, as they saw “leadership potential” in me. Prior to this I wasn’t consciously acting in a manner I would have associated with a leader so was somewhat surprised hearing this was a trait I had displayed unknowingly. This coincides with Thomas Carlyle’s “Great Man Theory” notion (Janse, 2019).
Thomas Carlyle developed the “Great Man Theory” which states that leadership qualities are natural and are not attributes that are developed and honed (Cherry, 2019); (Spector, 2015); (Khan, Nawaz and Khan, 2016). This theory believes that those who are great leaders possess attributes that people that aren’t leaders aren’t accustomed to (Janse, 2019). However, this is a theory that is widely argued against and (Cherry, 2020b) state that if this theory were to be true then all those that pose leadership characteristics would become leaders in their respective fields; and this is not the case. There are many other theories in circulation which oppose Carlyle’s theory. In their research, Cherry (2019) also identifies the “Trait Theory” and states that leadership styles are influenced by a person’s personality. Personality traits themselves are characteristics that can change and develop over time (Roberts and Mroczek, 2008). The concept that good leadership qualities are created and developed rather than born within individuals is also argued by Amanchukwu, Stanley and Ololube (2015), with them stating that high level leadership is not only comprised of personality traits, but also experience and knowledge. Whereas Asana (2021) identifies the qualities of “Situational Leadership”, which in my opinion should apply to all those in a leadership role. It advises that a situational leader adapts to the needs and skills of those within the team and they are able to modify their leadership style dependant on the situation. From research and personal experience, good leadership qualities are a combination of all these theories. 

As previously discussed in earlier essays, as one of the more experienced officers on my shift, and my leadership characteristics being identified, I have been given the opportunity to step into a more managerial role by stepping into the role of my Sergeant when he is absent from work, as well as tutoring new student officers. These responsibilities have enabled me to utilise and enhance the leadership skills I have. Far too often in jobs I’ve had, past and present, I’ve experienced leaders that act as if their eyes are shut, and ears are closed and only care about what needs doing and the deadline it needs doing by. This autocratic, or authoritarian, style of leadership (Cherry, 20221a) is one that is received negatively by teams (Bass and Stogdill, 1990) and creates disharmony and a divide between the team and those in charge, which can result in low team morale (Nasrudin, 2020). Despite there being disadvantages, this method can be effective. As stated in Fritsvold (2016), with the service being a rank based organisation, the Police have historically had more of an authoritarian approach to leadership than any other style. This enables the service to have an easily identifiable command structure and ensures decisions can be made quickly and consistently (Nasrudin, 2020) which is needed in the fast paced, ever changing environment, that Policing is (Kochel, 2022). Whilst undertaking my new responsibilities, I am aware that there is a place for a degree of this style of leadership, however I don’t think it is in my personality to act in an autocratic manner and as I am the same rank as the officers I am managing, I don’t feel it would be the right approach. This is why I have taken a more authoritarian approach when undertaking a leadership role rather the more dictator -like style.

Whilst they sound similar are similar, authoritative leadership offers different characteristics from the authoritarian style. Although the majority of my team are new officers and don’t have the knowledge and experience to rely on, and may benefit from the more direct approach (Nasrudin, 2020).  I am also aware that those working on my shift, that do have similar if not more knowledge and experience than myself may not respond positively to me micro-managing them as would happen with the autocratic leadership style (Morris and Edmonds, 2021); (Cherry, 2022). Ferguson and Moritz (2015) state that a helpful aspect of leading a team is to know the individual personalities by spending time observing what’s going on by listening and watching, rather than talking. This strengthens the argument that an authoritarian approach to leadership is the most likely to be unsuccessful (Cherry, 2022). 
Whilst appreciating my attempts not to be a leader of the authoritarian nature, there have been occasions where I have had to be direct. One difficulty I have found “acting up” whilst my sergeant not being in work, is certain members of the team not listening to me and the tasks I ask them to carry out. As I was stepping into a role where I was in charge of the team I am also a part of, I found it a struggle gaining the respect as a leader from some members. This has meant I have had to adapt a more autocratic approach on occasions. Switching approaches is difficult (Schaeffer, 2002), however the “Situational Leadership Theory” states that alternating styles can be beneficial in order to be able to deal with a multitude of scenarios (Harvard Business Review, 2017); (Cherry, 2020a); (Khan, Nawaz and Khan, 2016). As well as switching to a more direct approach of leadership, when needed to, I have remained laid back and actively ask questions of my team and student officers when I’m tutoring them, in order to listen to their needs and opinions of me and what they require. Despite the newer in service officers needing specific directions sometimes, which may be seen as a more autocratic approach, I try mostly to ensure these directions are delivered in more of a mentoring manner rather than in a supervisory way. I believe this is a positive as it shows my colleagues that, whilst holding more responsibility than them, even at the same rank, I don’t think of myself as above them in any way (Raeburn, 2021). However, I believe this may have contributed towards certain team members not respecting my leadership role, as previously mentioned. Based on the leadership styles I previously discussed, my style would encompass that of a situational leader (Cherry, 2020a).

Continuing Professional Development (CPD) is the ongoing learning and development of a an individual and is an essential part of any occupation (Megginson and Whitaker, 2007), including for those working within the modern day Police service (College of Policing, 2020a). CPD is also plays an important part in becoming a successful leader (Raeburn, 2021). Amanchukwu, Stanley and Ololube (2015) state that a good leader must have good knowledge of their role, and Ferguson and Moritz (2015) explain that another aspect of effective leadership is reading. This is why I have incorporated reading into my continuing professional development. As previously stated I have sometimes had difficulties getting colleagues to respect my orders when I’ve been put in charge of the shift. Alongside my leadership style, I thought that I may gain more respect if I can show that I have the knowledge to support my position.  One way I have endeavoured to improve my knowledge of policing, is by reading. I have purchased the Blackstones Policing Manuals that are published to support those taking the annual Police Sergeants exam, and I set time aside on rest days to read and learn about different topics in order to improve my knowledge on legislation and well as policing procedures. I also turn to these books if I encounter something in work that I have little or no knowledge of; and will ensure I learn it inside out so the next time I happen to deal with it, I have the knowledge to deal with it appropriately and effectively. By spending time reading these books, means I am continually developing my knowledge and ensures it is sufficient to underpin why I have been the one thrust into a role of authority. 

The previously mentioned theory of “Situational Leadership” is one that I believe I have embraced as much as any other style. This theory indicates that “there is no single right way to lead”, and leadership styles shouldn’t be rigid as different situations demand differing styles of leadership (Khan, Nawaz and Khan, 2016); (Cherry, 2020a). Asana (2021) states that the one of the qualities of a leadership based on the “situational theory” aligns with what Ferguson and Moritz (2015) say regarding understanding the members of their team and their needs. Asana (2021) goes on to explain that being aware of the individual needs of each team member will allow the leader to alter their style of leadership for each person respectively. It continues by saying that communication from a leader is a key aspect in building and maintaining trust from a team. A non-negotiable when it comes to being a leader, and another aspect of the thesis surrounding the “situational” approach is to be able to solve problems (Llopis, 2013); (Asana, 2021). The final piece to the situational leadership skillset is, in effect to be the opposite of an autocratic leader, and not to dictate, but instead lead through mentoring and coaching (Asana, 2021). Martins (2021) identifies key aspects of being a good leader as:

· Including themselves in the team dynamics and “get involved” 
· Prioritising and taking care of their team members as individuals
· Trusting their team to do their job without controlling everything
· Concentrating on listening to their team, whether as a whole or as individuals, in order to gain a better understanding of them
All of these attributes align with those included in the model of “situational leadership”, which suggests that this is the most effective method of leadership. Reflecting on the previously mentioned Sir Alex Ferguson and how he was able to adapt his leadership style depending on what he felt his team needed, indicates he had a situational leadership style. Ferguson and Moritz (2015) state that being a leader is “to make everyone understand that the impossible is possible” and that’s what separates them apart from managers.
Despite me believing that throughout my career I have developed my leadership style in order to deal with a multitude of different situations, leadership qualities were initially identified in me when I wasn’t aware of displaying them. This suggests that there is some truth in Thomas Carlyle’s theory that leadership skills and attributes are natural assets, rather than acquired skills. This being said, through researching leadership styles and qualities, critically evaluating my leadership style, as well as evidencing the flexibility in my leadership approach, I have come to the conclusion that what makes a great leader is a mixture of skills; both natural and learnt. Whilst traditionally, the autocratic approach would be the more conventional quality in a policing leader, it is the method that harbours the most negativity and discontent within the team and therefore cannot be solely relied on to create an effective and flourishing work force. This is why I have ensured that I am not one dimensional and am able to adapt my leadership style dependant on which operational demands I’m faced with. This specific approach is known as “situational leadership” and is widely believed to be the most effect style of leadership, as it is more personable than any other method, whilst also being adaptable to change dependant on the circumstances. 
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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?

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



ANSWER:

Throughout my career, like most, I have benefited from the mentoring of officers whom have more experience in the job than myself. This essay will explore and critically reflect on how I have benefited from this mentoring and coaching throughout my first three years as a Police Officer and how it has helped me in order to meet my personal and professional goals, as well as those of an organisational nature; whilst aiding and assisting me to learn, develop and perform my role to the best possible standard in the workplace. I will also explore methods of giving and receiving feedback and its importance in professional development, as well as considering how I have adopted these approaches.

Starting a new job is commonly a daunting and anxiety riddled experience for most people (Raypole, 2021); (Levesley, 2019); (Wooll, 2022), and this was no different for me. Despite having a background in policing from my previous role as a PCSO, gaining legislative knowledge from my initial six month training period, and completing my tutorship period within the Professional Development Unit, when I landed on my new shift I was filled with nerves and worry. These worries were exacerbated by being the first new starter on the shift for a year and a half, and worrying that I wouldn’t fit in and would find it difficult to integrate myself into the team. This manifested itself as “imposter syndrome”, whereby I was overthinking and concerned that my skills, and knowledge were not going to be up to the standards of my more experienced colleagues (Saymeh, 2021). In order to overcome this, one thing I decided to do was ask for feedback. Whilst I knew that by doing this, I was opening myself up for criticism, I knew that getting feedback from my more experienced colleagues, as well as my Sergeant would give me a better perspective on how to develop and evolve into the best Police Officer I can be (Vanhoutte, 2021). I’m a very ambitious and motivated person, and always strive to be the best at whatever I am doing. Prior to joining the Police service as a PSCO, I worked in sales and received monthly feedback, in the form of my sales figures. Whilst I knew where I was falling short and what area of my selling needed improvement, this wasn’t enough. I’d pursue feedback from my manager and ask for advice as to how to improve.  

The whole essence of feedback is for the “continuous process of identifying, measuring, and developing the performance of individuals and teams and aligning performance with the strategic goals of the organization” (Aguinis, 2013). In order to gain this desired improvement, feedback can be both positive and negative (Miles, 2022); (Kim and Lee, 2019). However, whether positive or negative, feedback is a management tool that can affect different people in different ways (Asumeng, 2013); (Belschak and Den Hartog, 2009).

Positive feedback, or positive reinforcement, is fundamentally praise for the work/behaviour that’s been observed (Miles, 2022); (Ackerman, 2019). As Abraham Lincoln famously said, “Everybody loves a compliment” (Phillips, 2009). Therefore, just by the wording itself, positive reinforcement can seem more desirable to receive but is it the most effective method of feedback? As people desire praise and to be perceived in a positive light, positive reinforcement’s intended purpose is to encourage the behaviour that attracted the feedback, to continue (Nickerson, 2022). Miles (2022), along with Harter and Adkins (2015), say that as well as encouraging the continuation of the specific behaviour, positive feedback also fosters the development of trust and increase of morale, which in turn also inspires motivation. Harter and Adkins (2015) continue by explaining that nearly three quarters of employees, that responded to their survey, perform better if their line manager focuses on their strengths rather than their weaknesses. Plakht et al (2013) state that positive feedback is aligns with better results, compared to that of the more negative nature. This is supported by Losada and Heaphy’s (2004) study, which states that positive feedback is 6 times more likely to get the desired performance result, over negative feedback. That being said there is still a place for feedback that is not entirely positive (Woodward, 2022).

Criticism can be one of the most stress inducing aspects in the workplace (Garner, 2008). However, criticism of the constructive nature, rather than destructive, can beneficial (Martins, 2022). Despite Abraham Lincoln’s before mentioned quote, a study by Zenger and Folkma (2019) states that almost all respondents would welcome and feel they would benefit from constructive criticism, over feedback that is all positive. Constructive criticism is a key component to professional development as it will enable the receiver to develop, whilst showing the giver that they are willing to learn (Miles, 2022). Boehler et al (2006) and Kannappan et al (2012) both corroborate this, by stating that professional skills are developed more by constructive criticism, as opposed to praise. As this type of feedback is based on specific observations, it facilitates the transformation of mistakes into learning points and areas that can developed (Indeed, 2021). As well as enabling and encouraging development growth, constructive criticism also aides the building of openness, transparency and honesty within relationships (Martins, 2022).

The fact that both positive and constructive feedback have high levels of results, and with Miles (2022) stated that over 80% of workers want feedback, regardless of whether it is positive or negative, suggests that there is no correct or incorrect way of giving feedback, and in fact the most effective feedback technique is a mixture of both methods. 

Personally, I fall into the vast majority of people that responded to the study undertaken by Zenger and Folkma (2019), whereby I appreciate and use constructive criticism in order to better my skillset and grow, both as a person and a Police Officer. I appreciate that constant negative feedback could impact me negatively as explained by Prior (2022), however receiving feedback that is constructive means that I can identify areas for improvement whilst being made aware of what I’m doing well. Whilst receiving praise can boost morale, knowing what I’ve done well and knowing where I can improve is my preferred method to receive feedback, as it enables me to learn and develop. This is because it makes me aware what I can do better, whilst at the same time, assuring that I know I am performing well in some areas. I am very much a believer of treating people, the way I would like to be treated. Therefore, this is the reason why when I give feedback I do it in the way that I would wish to receive it. As mentioned in previous essays within this workbook, I have stepped into more of a managerial and leadership role by stepping in for my Sergeant when he’s absent from work, as well as taking on the responsibility of tutoring new student officers. When tutoring the newer officers, it is essential that they receive feedback based on their performance, both at calls and on their completion of paperwork. One thing that I am immensely aware of when providing feedback to a new officer is that they are exactly that: new. Looking back to when I was in their position, I was juggling the stress and anxiety of starting a new job and trying my best to learn processes and procedures. The last thing I needed was a mountain of criticism too. That’s why when giving feedback to newer officers, I focus on what they’ve done well. As previously discussed, this will boost their morale and at the same time encourage the continuation of the specific behaviour and/or action (Miles, 2022); Harter and Adkins (2015). However, as they are new, they don’t know everything and need feedback on where to improve. This is why along with their praise, I also ensure I explain their mistakes to them and clearly identify what they could have done differently in order to improve and/or get a better result. Providing this type of feedback allows the recipient to know what areas need improving and together with the provider, can establish an action plan of how those improvements will be implemented (Indeed, 2022).
As previously stated, I endeavour to be the best Police Officer I can be and by asking for feedback, my Sergeant saw this and began to mentor me. This casual style of mentoring occurs regularly in the workplace, where a more senior member of staff mentor less experienced members of the team (Cronin, 2021). But what exactly is mentoring?

Kamarudin et al (2020) defines mentoring as the “process of serving as a mentor, or someone who facilitates and assists another person’s development”. As opposed to a coach, a mentor doesn’t necessarily have any specific training to carry out the role and is often a more senior figure within the same company (Croswell, 2020). There are many benefits to someone being mentored; these include, but are not limited to:
· Encouragement for personal development
· Assistance to recognise and achieve career aspirations 
· Identifying and resolving skill deficiencies 
· Building of confidence
(University of Southampton, 2012)

With the oversight, advice and guidance of my Sergeant, I have identified certain aspects of policing that I hold a better knowledge of than others, as well as a greater deal of interest. Identifying this has allowed me to book onto courses that suit my interests. For example, I am a trained intoxilyser user. This means I am trained to take evidential specimens of breath from suspects that have been arrested on suspicion of drink driving offences (Home Office, 2013). I have also completed my taser training, meaning I am a specialised taser user and carry a X2 taser as part of my everyday Personal Protection Equipment (Northamptonshire Police, 2022); (National Police Chiefs Council, n.d.). As well as this, I am trained in Method of Entry; which means I am authorised to force entry to a premises in order to carry out my lawful duty as a constable (Home Office, 2019). As well as these skills, I am also booked onto a tutoring course in the coming months, which means I will be a permanent tutor and will have the responsibility of tutoring all of the new student officers that come onto my shift. As well as continuing to develop my personal and professional goals, undertaking these frequent courses ensures that I increase my knowledge which improves my performance in the workplace. As most employers, my force wants their officers to be as skilled and well-rounded as possible, to ensure they are as equipped as possible to deal with as many different incidents as possible. By me continuing to attend different courses to enhance my own skills, it also helps towards the force targets of training. 

The latter is a course that my Sergeant recommended to me that I should do. An accumulation of natural skills and those honed through his mentoring, meant that he has identified leadership qualities in me, which he thinks I can develop even more by tutoring full time. I have been tutoring the new students on a ad hoc basis when their full time tutor isn’t in and have enjoyed it, so I believe that doing it full time will be beneficial, especially for my future personal and professional goal of achieving promotion to the rank of Sergeant. This backs up what Cronin (2022) states, that those that benefit from being mentored, are likely to achieve promotion in their own right, as well as being very likely to mentor others. This has come to fruition with myself, whereby I am now tutoring others and aim to mentor them to be a successful and competent Police Officer. In addition to assisting me in realising my professional goals, being mentored has also assisted me in achieving personal aims. As previously mentioned, when I first started on my shift, I did so not knowing anyone and being anxious of not being able to integrate myself into an already established team; however, as corroborated by Gaille (2016), being mentored helped me build relationships with members of the team. This being said Gaille (2016), also states that being the recipient of mentoring can cause tension and bitterness from certain team members and this has been the case in my experience. A couple of people have made sarcastic remarks towards myself and there has been some disharmony with certain members of the team as they feel I am receiving preferential treatment from my Sergeant. I have managed to turn this bitterness around in almost all of the colleagues that seemed aggrieved. I have done this by acting with humility, but also showing them that I am committed and willing to work hard (MyLife Team , 2018).

My three year probation has changed significantly, from me being the first new starter on my shift in 18 months, being filled with anxiety and suffering from imposter syndrome at the start, to now being an established member of the team, holding a number of specialist skills, tutoring new officers and stepping into a more senior role whilst my Sergeant is off work. Whilst my probation hasn’t been without its speedbumps, with the help and assistance of being mentored, I have developed into a well-rounded officer that is now tutoring and mentoring new officers. I owe a great deal of where I am now in my career, to my acceptance of feedback and ensuring I use it to develop. This is a skill and mindset that I have acquired throughout my career and have continued to utilise within the Police service. This acceptance allowed me to be mentored which has helped me to meet my personal and professional goals, as well as those of an organisational nature; whilst aiding and assisting me to learn, develop and perform my role to the best possible standard in the workplace. 
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