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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:

Policing can be described as a public service with a notion of independence, shielded from control by the federal, state, and local governments as an independent servant of the law. However, the central government's influence over local priorities and performance had increased, which has caused a rift between the public and the police. This has been connected to government target setting, micromanagement, and bureaucracy (Home Office, 2010).
Additionally, there has been a push to increase accountability, efficacy, and efficiency across the board for the whole public sector, including policing.

The process of criminal investigation is coming under more scrutiny as a result of increased media coverage, speculative reporting, and discussion of illegal activity and its impact on the community. This, along with the multiple reports being made regarding the events and scandals involving police officers such as Wayne Couzens and most recently David Carrick who were both police officers that had committed crimes against women which has “shaken confidence in the police service”. This was said in a recent online article about public confidence in the police service by Katerina Duran and Dr Keith Ditcham. They talk about how the UK policing model relies on public consent and trust and this is not only based on how well and effectively the police combat various crimes and uphold order, but also on how the public feels the police treat them (Mynenko & Ditcham, 2022). 

In order to re-establish the relationship with the public, the Police Reform and Social Responsibility Act 2011 was created, eliminating targets and allowing the general public a direct say in how their particular neighbourhoods should be policed.
The bill brought about changes by replacing police authorities with elected police and crime commissioners who are responsible for establishing local crime and anti-social behaviour priorities through creating a strategic plan with their local communities.  
The Police Reform and Social Responsibility Act 2011, or otherwise known as the Strategic Policing Requirement (SPR), was first published in July 2012. The Strategic Policing Requirement is a document the Home Secretary has worked closely with policing and their partners to ensure tackling of threat efficiently. 
In order to support chief constables and Police and Crime Commissioners (PCCs) in balancing local and national priorities, it concentrates on those areas where the government is accountable for making sure that there are adequate resources, assets and people with the rights skills are all in place to address major and multinational threats (Home Office, 2012). This act highlighted issues and emphasised the need for modernised, standardised, and a more professional level of service in the policing sector and, naturally, in the public sphere. It also reiterated professionalism as essential to attaining the government's primary policing goals, including enhanced criminal justice system satisfaction, increased detection, and more effective prosecutions.  

The government, the criminal justice system, and the media continually assess how well the police perform in the field of investigations and they are under constant scrutiny and criticism. It has been said and widely acknowledged that the overall professionalism of the investigation response within police forces urgently needs to be improved, especially when it comes for more serious and complex crimes and cases such as rape investigations, to improve the likelihood of a successful prosecution (Horvath, Tong, & Williams, 2011). 

Because of this it was felt that the police force needed to become a ‘professional body’ which is how College of Policing was brought about. 
College of Policing was first founded in 2012 when the Home Secretary announced the formation of a new policing professional organisation to help put the right structures, powers and skills in place to re-gain the support of the public again. This was announced in the then coalition government in their consultation report, ‘Policing in the 21st century sought opinions on the future of policing’. This outlined recommendations for changing policing in order to improve crime-fighting efficiency and increase police accountability to the communities they serve (Home Office, 2015). They wanted to focus on improving the link between communities and the police as this is the foundation to policing by consent which will secure and maintain the respect and approval between the two. 

The Home Office established College of Policing with assistance from Police Federation, the Police Superintendents' Association of England and Wales, National Police Chiefs' Council and UNISON. It became a professional body for everyone working across policing and although works with the home office, works independently (College of Policing , 2022).
To guarantee uniformity among all of the police forces in England and Wales, the College of Policing establishes and creates standards for professional development which include codes of practise and rules. They also have the authority to establish requirements for the police service's education within training, professional growth and development, as well as skills and qualifications. (Police Federation, 2022)

Upon creation, College of Policing has contributed to significant changes which has been in establishing objectives and goals for the police force so that the greatest levels of professionalism can be delivered to their communities and the public.  Setting standards and creating policing policy and advice are two of the five key responsibilities that are within the responsibility of the College of Policing. They have established a guide for policing practises and how the police and their partners approach “crime reduction, support the professional development of police officers and staff and will support the police, other law enforcement agencies and those involved in crime reduction to work together acting in the public interest”, (Home Office, 2015). This was the plan behind the governments and college of policing vision in strengthening the professionalism of the police. The College of Policing has launched its own five-year plan to become a professional organisation for all officers in England and Wales. The strategy outlines what the College hopes to do over the following five years in terms of improving standards, establishing an evidence foundation, and assisting individuals involved in police forces with their professional growth, learning and development. As they had already set guidelines on how police officers should act and behave in their profession, they wanted to further develop this by announcing plans for officers and staff to gain official recognition for their skills and experience and would now be a graduate profession. This decision was made due to the nature of police work changing with increasingly more complex and complicated tasks they need to carry out and so they feel there is a need for the officers to be recognised and show that the job is now more of a profession, rather than just a job anyone is able to do. 

This also forms part of the Police Vision 2025 of attracting and retaining a workforce of ‘confident professionals’ who will be able to operate confidently when dealing with all types of situations which  new officers will be exposed to and said to ‘better prepare’ them on how to respond to crimes (National Police Chiefs' Council, 2015).

The "Policing Vision 2025" set out by the National Police Chiefs Council (NPCC) and the Association of Police and Crime Commissioners (APCC) lays out a vision of radical change for the entire policing system. It states the increasingly complex and diverse communities we serve call for a more sophisticated approach to the problems we confront today and in the future. The service must keep evolving to meet the demands of the contemporary policing environment if we are to serve our communities (National Police Chiefs' Council, 2015). 
In order to standardise the credentials attained by all new recruits, the Policing Vision 2025 and 2030 identified long-term measures to assure consistency and accreditation in individuals beginning policing careers in England and Wales. Since then, three additional entrance points into the police force have been created, one of which is the Police Constable Degree Apprenticeship. As a result, starting in 2020, policing will be a graduate-level profession, which is thought to be a significant change for the profession and one that will greatly improve policing for the future. 

Its mission is to employ digital technology far more effectively, collaborate with other agencies and organisations to prevent crime, and serve the public with services that are both efficient and cost-effective. Policing Vision 2025 outlines the direction of policing until this time and will influence decisions on how police forces allocate their resources to ensure public safety. Their top five areas that they are prioritizing for reform are; “Multi-agency teams that pool funding and resources will handle problems collectively rather than alone by integrating with health, education, social services, and community projects to act early to resolve the issues that lead to crime and anti-social behaviour; Specialist capabilities, like armed policing, surveillance and major investigations, will be delivered through a network; Police officers will be trained and equipped to respond to the dramatic rise in criminals taking advantage of the internet. The processes for sharing evidence will become completely digital saving significant resources and the public will have the option of contacting the police and reporting crime quickly and easily online; The College of Policing will work with forces to give our workforce the skills and powers they need to meet these challenging requirements.”

The necessity for PCCs to hold all levels of law enforcement accountable and responsive to the public is fundamental to the Vision. 
Association of Police and Crime Commissioners Chair Vera Baird QC said, “Police and Crime Commissioners are focused on ensuring that transformational change in policing is delivered, with local policing and accountability to the public very much at the core. (National Police Chiefs Council, 2016)

The Professional Body's objective is to develop the body of knowledge, moral and ethical values, standards of conduct and improve the leadership qualities, and professional standards which is said to be needed by police officials and officers in England and Wales so they can combat crime more successfully.
This is why the policing profession has changed over the years. Not only is it through this, it is also through modernisation as various creations of crimes and how best to prevent them have seen the challenges within the police force. Since the beginning of my career, I have seen myself grow in professionalism. There are attributes, attitudes and behaviours necessary to become a police officer which is seen in the Code of Ethics and which the College of Policing promote in order to do the job effectively (College of Policing, 2014); however, seeing how my role has changed from being a new probationer to a experienced officer after being in the role for 3 years, has seen me being able to expand and develop on my key skills such as communicating more effectively, increasing my overall resilience and diplomacy which has seen me effectively managing the challenges in policing. 
Training and development has and will continue throughout my policing career and this has been through gaining experience on attending incidents and learning from my peers, as well as from my own mistakes and my own decisions leading to my actions. I believe that the skills and qualifications needed to become a better investigator and a better police officer is through the experience of working the role and learning from peers and in the form of doing things, rather than being given a professionalised degree. I agree that officers are now more than ever having to be more equipped to be able to deal with the more complex and serious investigations and crimes, but I believe that is down to the training given by police forces and their organisations. 
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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 platforms on the internet can be a strong and effective resource that can be used for many purposes, especially for police agencies and other agencies as it is a way for departments to work together and inform their communities on a larger scale (Sachdeva, 2016). This is because a bigger platform allows for different departments and organisations to talk and communicate to each other through this channel. It can also broadcast police policy initiatives such as increasing visible police presence from PCSO’s, Neighbourhood Policing Teams and Police Volunteers within neighbourhoods and communities where many police forces have been seen on their social media platforms sharing photos of a range of police departments and organisations working together for the public to see. 

The nature of today’s modern society means that the nature of crimes have changed (Braga, 2008) and the use of internet and technology can greatly assist in the detection of crimes, investigation of crimes, gathering of information and intelligence, as well as communicating with the community for forces to update them on local crime or information, or to seek assistance from the public (Sabapathi & Peter, 2023)
The assistance from communities through these channels can be especially beneficial in the search of missing persons or obtaining witnesses in relation to offences and crimes as information can be gathered and obtained quickly reaching a vast amount of people. 

The use of social media and the expansion of the internet has forced a transformation in modern policing and the way communication and engagement with communities are now being done. There are a number of benefits such as increasing collaborative working with partner agencies and the public, enhancing investigative capabilities due to Improved information sharing and assisting in identifying crime. Police departments have used publicly accessible digital platforms to interact with the public, enhance enforcement, and craft their public image, they also enable citizens to uncover, discuss, and mobilise around perceived injustice (Walsh & O'Connor, 2019)
With the use of digital policing, people will find it simpler to get in touch with the police from anywhere in the country and the police will be able to transfer all digitally stored information to the criminal court system. This will enable the use of digital intelligence and evidence to be gathered more effectively which will speed up and help to assist in investigations.
Sometimes the police are more likely to receive information from this rather than through face-to-face engagement due to the anonymity that can be chosen by that person. People are also able to report crimes and incidents which they may deem not important or urgent enough to advise the police over the phone but any information no matter how small can sometimes be the missing part to an investigation or provide intelligence that can help prevent criminality from reoccurring. 

An upsurge in internet crimes is being observed as technology continues to develop and evolve. The way that crime has been perpetrated and investigated has changed along with technology. In a recent incident, a person who was involved in a hate crime against their perceived gender was brought to police attention after they had been live streaming whilst in a local hairdresser and a comment was made from the hairdressers assuming the identity of the person involved. As this was being streamed on social media with live viewers watching, people were angered and upset with the persons comments and how they were being treated that they reported It to the police. The role of social media in this case identified a crime taking place and it also aided in the investigation of bringing the perpetrator to justice as the video was available for police to view and it provided the full evidence needed instead of only relying on statements and an allegation. It resulted in the person being dealt with an out of court disposal and an apology letter given to the victim in this instance. After officers spoke to the victim, they initially said they would not have reported it to the police as they did not feel it was serious enough to warrant a police report; however, they were glad people had got involved and had reported it as they stated that they were bothered by the comments. This shows the power of social media and how it can be used as a good thing. 

Police forces across the country are regular users of social media now more than ever as a way of informing and engaging with the community, as well as promoting policy initiatives. The main platforms used by South Wales Police is Facebook and Twitter where they will post good news stories of where South Wales Police have been proactive in apprehending criminals and keeping people safe, as well as promoting departments within the force of what they have been up to such as police raids on properties, vehicles, as well as people where there is known intel for criminality. They will also utilise social media to help locate missing persons, locate suspects for offences through tip-offs or using cell site analysis, appeal for information regarding offences of traffic offences such as requests for dashcams and appeals for witnesses to crimes or offences. 

The use of social media for missing person appeals is a significant one as there are a number of benefits and risks with the use of this technology. 
The National Police Chief’s Council (NPCC) in 2021 gave advice on the publicity in missing person cases after there was a significant debate surrounding whether first name only appeals should be used due to the issues surrounding the full impact on the individual when their full details can be shared online for the public to see and have access to which can influence the individuals future. The NPCC have taken a neutral stance and would approach each case a ‘no surnames’ a default approach unless there are necessary considerations to be made based on the circumstances of the missing person case and there are feelings that the full name must be used. They stated that as missing person appeals will have photographs of the individual and sightings are often generated because of this, full names are not always necessary to be included. South Wales Police have decided to take the same approach but instead of taking a ‘neutral stand’, would favour heavily for first name only appeals unless there are extenuating circumstances, and the risks outweigh the negativity of waving that anonymity (National Police Chiefs' Council, 2021). This has now force policy on using social media pages and must be adhered to when conducting media releases for missing persons. 

When missing person appeals are being distributed on social media for media releases to the public, the Nation Police Chiefs Council learnt through information from non-profit organisations that work with missing people and some renowned academics that there was mounting evidence that showed the increased attention given to missing people could sometimes have a negative impact on their mental health as well as future relationships and employment prospects due to the social media footprint left behind after the appeal. Portsmouth University had published a report ‘Once missing never forgotten’, and this led to members of these organisations and groups to argue for only first name appeals to only be used and believed that they would just be as effective and would not have the disadvantages of having the social media footprint left behind which can often be difficult to remove (Drivsholm et al, 2017) This is, however, sometimes challenging to achieve when there is a national media interest in the missing individual, as there was with Madeleine McCann and Shannon Matthews. First name appeals are a realistic and preferred method in low profile situations because these frequently start to be publicised locally. South Wales Police stated they would not make any recommendations on this, would stay impartial, and would encourage weighing the benefits and drawbacks of first name appeals. Despite the risks of this, missing person appeals are still the best tool to use as it can be distributed world wide to the public and once potential sightings have been done, the police are able to follow these leads wherever they are and hopefully locate the missing person to check on their welfare. 

There are also other negatives that come with the use of digital services and the use of social media from police organisations. I have spoken about how social media can improve relations with the public due to creating a base for communications in an open channel which encourages communities and police to work together, however in an article by Karen Bullock published through Cambridge University, it talks about the police use of Social Media and how it is transforming or normalising communications. It goes on to explain that just because police forces are utilising social media into their police communications with the public, it doesn’t mean that this is going to change the organisational and cultural changes that are needed to improve police and community engagement (Bullock, 2017) This is saying that just because the police forces are keeping up to date in the modern era by also going online, this isn’t going to fix all of the other problems that have caused lack of engagement and loss of relationship between the police and the public. 

There is also a risk that as anyone can post anything online without worrying about the consequences, it can encourage behaviour that is not socially acceptable and introduce more crims relating to online hate crimes, stalking and harassment, as well as online scams and fraudulent behaviour. The anonymous nature of the internet can foster alarming, inflammatory and offensive behaviour and can cause incidents to develop faster and reach further than it could if it was done in person rather than online. 

Police have urged people to use their mobile phones, computers, cameras, and other devices to record and report crimes which include planned crimes. When effectively implemented and used professionally, even by common citizens, It could result in a marked decline in crime rates all over the world.
On the one hand, the media can play a significant role in gathering crucial information from the general public. Serious crimes like murder and rape get a significant amount of media attention, especially in the early stages of an investigation.  Social media can be useful for appeal requests and these appeals can result in a significant amount of public information being generated which can assist in investigations. But on the other hand, interacting with the media at the crucial early phases of an inquiry might consume valuable time and resources. Investigating authorities must exercise caution since the information obtained from internet appeals may not always be factual or correct and could mislead the investigation to go into an entirely different direction (Feist, 1999)

It is clear that everyone will need to learn how to use social media and become accustomed to the idea that this type of technology will be the primary means of connection for the future. However, everyone must understand the risks and negatives it can also bring but police forces shouldn’t heavily rely on it and think this is the only way to engage and communicate with the public. There needs to be a balance of modern policing but also conventional policing where police are more involved with their communities through in person contact. 
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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:

At every level of policing, leadership is critical both a trait and a style of thinking.
Effectiveness and leadership are closely related concepts. Leaders are required to perform well and be able to influence others to do the same. Different strategies and tactics, often known as leadership styles, must be used to be effective in a wide range of circumstances (Bans-Akutey, 2021).

Policing has always had to adapt to the shifting social and economic environment in which it functions (Martin, 2021). The difficulties that are faced by policing are becoming more complex and the pace of these changes seems to be rapidly changing.  From there being recent financial hardship across the country, response to the Covid-19 Pandemic, decrease in police officers and the changes within the nature and understanding of crime, it is having new demands placed on the organisation which has meant they are continuously having to go through significant reform to maintain public confidence and support (Dearden, 2020). 

Police forces continue to deal with claims of current and historical corruption as well as various types of misconduct by both serving and retired officers, which has undermined public trust and, as a result, the credibility of the police force (BBC, 2014). This increased demand for accountability in relation to these issues and the challenges the police organisation need to meet, police leadership became a priority for future development from both College of Policing (College of Policing , 2015) and Her Majesty’s Inspectorate of Constabulary and Fire and Rescue. Sir Thomas Winsor, Her Majesty’s Chief Inspector of Constabulary, had on a number of occasions highlighted a need for police leadership to improve considerably. In 2014 he said, "The quality of that leadership, at all levels, will need to improve considerably if the police are to meet the challenges they face in improving capabilities, meeting the needs of victims and becoming ever more efficient and effective", (HM Inspectorate of Constabulary and Fire & Rescue Services, 2014).
In the most recent 'Annual Assessment of Policing for 2020' that was published in 2021, he stated, "The service must identify future leaders and foster their development. It must also make sure that the right people are recruited and supported in doing some of the most demanding work anyone is called upon to do", (HM Inspectorate of Constabulary and Fire & Rescue Services, 2021). 
Showing that that there is still a need for police organisations to consistently improve on their leadership and although there has been some reform, there is still improvement that needs to be done even 7 years later. 

There are 3 known leadership strategies within policing and they are; 
Authoritative leadership, a strong adherence to the rules, preference for order, and occasionally a military-like attitude. The leader is the one in charge and the team are expected to do nothing more than follow order and obey. 
Next is Transactional leadership which is very similar to the authoritative leadership style except the theory uses a system of incentives to encourage better outcomes such as using rewards or positive reinforcements verses punishments to ensure the job gets done by how they want it. 
Lastly, Transformational leadership focuses on a "people-centred strategy" meant to motivate and empower a team. The leader will encourage open communication working with the team to commit to the goals they all agree on.

Just as the role of police officer is changing due to the modernised change in society, police leaderships have also changed. Police forces are now moving away from authoritative style police leaderships to a more inclusive style called transformational (Golembiowski, 2020). This is likely because police forces are starting to recognise the benefits of this style and the behaviour that it promotes which supports and encourages rather than just directing with no actual leading.  
The change in leadership styles for the police also contributes to the evidence that police organisations are trying to reform to keep up with public demands as they are trying to better their employees so they can better serve their communities.  

In previous times when the leadership style was authoritative, the leader or senior officers would exert full control over the team, and then lower ranking offers would be expected to simply follow and obey, not to offer feedback or contribute ideas. This is still somewhat true with older officers still in the force and had started back before the recent reforms had been made as they may believe that their way is often better due to their experience within the job and not what they are doing more so than newer police officers who are seen as not having enough experience to offer adequate feedback or contribute ideas that are worthwhile so they should just follow (Rowe, 2006).


Due to the hierarchy system within the police, the term "leadership" can be viewed as a broad term that could mean different things as it would within another professional environment. In a policing context, Leadership should not start and end with the senior leader who is the Chief Constable.
Leadership is important in every position within the police from this level down to Police Constables and Police Community Service Officers as they are the ones interreacting routinely with the public.
Police officers need to be good leaders and possess these skills since they have to manage people's behaviour and influence them in the right direction. This can help to manage a group of individuals by active listening, integrity, and providing a service which is what the public want. 

Leaders need to start working more together, communicating clearly, and strategically use the data on what works. They must also be flexible and able to make quick adjustments when needed. The recruitment process must start with choosing the right candidates with the right sets of skills who can then handle the training to develop these skills further so they can use these when doing their job, especially during their probationary period as this is where they learn the most. This is necessary to start having these types of leaders within the police.

The legal obligations of police organisations to produce people who are thoughtful, confident, capable, and accountable, yet demonstrate moral courage and compassion is highly important if they want to prove that they have reformed the police service to a level the public wants and expects. Today a great deal more is required from officers and forces should take care to attract high-level candidates instead of looking to just fill the 20,000 roles that need to be filled as told by government. Leadership training is an area desperately in need of attention, especially at Police Constable and Sergeant level which is what the HM Inspectorate of Constabulary and Fire & Rescue believe as previously discussed. 
This is something that is lacking in police training and is not given enough attention. Police officers must lead the public and have influence and persuasion skills. Many new recruits who are part of the new recruitment drive lack the experience and skills they would obtain from other professions and have simply come out of university or school and decided they want a degree while getting paid and may consider the easy route now that police organisations offer their training at the degree level. 
People who want to join the police and have the necessary skills and experience to be good police constables are often discouraged from doing so because of the low pay, even though they already have the skills that the degree is supposed to provide and could even be overqualified or bring new qualities to the force that can help to modernise. According to Chief Constable Andy Marsh, CEO of the College of Policing (College of Policing, 2021), the degree is a success and is already delivering in providing the best officers to serve their communities, but the training does not include improving leadership skills or even providing those skills to younger and new police officers entering the profession.

At the start of my probation, I was coached and mentored by my tutor, who was the same rank as me but had more experience, and they were teaching me how to react, act, and behave in various incidents and situations. Their leadership style toward me was transformational, which I believe was due to them being of the same rank as me and was their way of getting me to fit into the team if I did what they were doing while also having a shared goal and vision with each other of how to get what we wanted out of the situation.
As my experience and skills grew, and I am now in my final year of probation, I no longer receive coaching or mentoring from this individual; instead, I receive it from my sergeant, and their approach to leadership towards me is different because they take a transactional approach. Their leadership style differs from that of a tutor because they have the rank of a line manager and thus have subordinates to ensure that they are doing what needs to be done while also being told by their own line manager above them (Witte, Travis, & Langworthy, 1990)
Officers with knowledge, experience and sometimes seniority, can provide vital advice and insight. Since experienced officers can teach new officers how to act in situations as well as how to enhance and develop their leadership styles in order to successfully handle an issue, mentoring is extremely valuable.

Successful police leaders share a few traits that are common to many of them. Honesty is important as this can mean being open and transparent with all persons involved in an investigation, being truthful with their own peers and leaders, and being truthful with themselves about their inadequacies as leaders and how they can become better. A leader in policing must consistently act honourably, even when it's the more challenging course of action.
Other officers are more inclined to follow a commanding officer's or police chief's if they are leading by example of devotion to honour and integrity (Herrity, 2022).

In complex, dynamic, and changing contexts, flexible leadership is well suited to maintain effectiveness which given the difficult and often challenging situations police officers encounter whilst on duty, this type of leadership is needed to a degree (Good & Sharma, 2010). Having multiple leadership strategies can help to bring out the best behaviours and approaches to various people and situations and to be able to do this it is important to understand the environment to see which strategy is most suited, which is why flexibility is important. The ability to recognise the demands of a situation and adjust a viable leadership plan in response is known as flexible leadership.

Through my own mentoring of new team members, I've seen my adaptable leadership skills shift from transformational to transactional. These are my leadership styles because this is how my sergeant and peers on my team have led me since the beginning of my career. I have observed myself to be more transactional in the first few weeks with a new police officer because they do not have the same experience as myself and require additional guidance on what to do in situations, but as they gain more experience and develop, I switch my leadership style because I know I can trust them to make their own decisions more freely.
I also believe that this aids their development and allows them to learn more quickly because they are no longer reliant on me and must think for themselves and deal with the consequences. Making mistakes is part of the learning process, according to many studies, including one by Janet Metcalfe, who wrote a journal review on whether learning from mistakes is beneficial (Metcalfe, 2017).
From experience, I find that when I am having to make decisions and they may not turn out like I originally wanted it to, I learn better from these moments and when I had to deal with incidents and take the lead by myself. 


Word Count: 1995


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:

The use of mentoring as a strategy to support and develop new employees has been regarded successful in many organisations. More people than ever before want a mentor in 2020, and more organisations are attempting to provide mentoring in the workplace as a learning and development initiative (Cronin, 2020).
Both mentors and mentees may gain considerably from it. Creating this connection means there can be many benefits such as gaining new knowledge and experience which can lead to advancement in careers, offering encouragement, form a trusting relationship and offering feedback that can again aid in their development (Birt, 2022).
Police departments are enforcing this method of teaching more for both new officers joining the force as Police Constables, as well as for senior officers such as Chief Constables in order to be successful within their jobs (College of Policing, 2023). 

Coaching is a type of development in which an experienced person, known as a coach, helps a learner achieve a specific personal or professional goal by providing training and direction (Passmore, 2016). 
Mentorship is the influence, direction, or guidance provided by a mentor. A mentor frequently instructs or offers assistance and advice to a less experienced and frequently younger person (Dictionary , 2021).
In a policing context, a coach or a mentor works with an individual person or a small group to establish and accomplish their professional and personal goals, enhance performance, or address workplace performance difficulties. The partnership is temporary and frequently short-lived, concentrating on skills or improvement objectives. Either the person or their line manager can start it. This function may be formal or informal (College of Policing, 2023).

Mentors or coaches can provide mentees with the comfort and support that they require in the early stages of their careers. When a person begins a career that is vastly different from their previous one, it can be extremely intimidating because a completely new set of skills must be learnt. Especially in the field of policing, where everything is so fast paced and dynamic, learning must be done quickly because something so simple can quickly turn into extremely challenging, life threatening, or high risk. If a person does not achieve their goals, they may feel they are not performing as well as they should, which can lead to discouragement. This is where a mentor comes in, as they can provide encouraging words and motivation to get that person to think more positively about their strengths rather than their weaknesses.

Having a colleague who was both my coach and later my mentor aided me greatly in my role because it allowed me to comprehend the role and identify what was expected of me by introducing me to what a police constable looked like and what needed to be done. 
My mentor then demonstrated how to react and deal with a situation in front of me, frequently diffusing conflict scenarios and teaching me how to be authoritative but respectful, as well as how to develop my own methods of policing. Later in my tutorship, I was empowered to feel confident enough in my new abilities and skills that I had learned over the previous few months to take charge and lead on certain incidents. 
The mentor-mentee relationship has lasted almost three years, even after I finished my tutorship due to the relationship we built as colleagues. Whenever I lack confidence in myself or my abilities as a police officer, they provide the support and guidance I require to regain confidence and motivate me to make decisions on my own.

In the police, this kind of mentoring begins with a coach, also referred to as a tutor in the policing world, who is partnered up with a new police recruit who has just finished a six-month classroom-based training program. To facilitate work-based learning, development, and evaluation, the tutor's responsibility is to provide mentoring, guidance, and advice while working alongside students in actual workplace scenarios. Following this one-on-one tuition, the tutor will continue to be the student's mentor until the tutor determines that the student is ready to be independent and stop being continuously shadowed. The student may choose another peer or co-worker to serve as their mentor at any time for however long is considered necessary. This is encouraged since the person can learn new skills and information from others and because it might help develop a new policing, leading, or working style.

Since we had a solid working relationship, we built a good rapport and they were familiar with how I learnt best and received constructive criticism, I had made the decision to continue working with my tutor as my mentor.  I felt at ease with them in our working relationship, so it became reassuring and motivating when I asked them for developmental or work related advice when I was unsure of something. 
Even while there are numerous benefits to this, I've begun to reflect back and see that there were times when I leaned too heavily on my mentor or that sometimes our working styles were so similar that I frequently considered how they would handle a scenario when I was unsure of what to do which ultimately impacted my creatively and sometimes discretion. I've discovered that potentially If I had received advice from someone else, I could have learned more because they may have provided advice that I had not previously considered or provided a new way of working. As a result, it may have drawbacks, such as the person becoming overly reliant and dependent on them for advice and support, which may impede their own learning. It could mean that the student is unable to think for themselves, which prevents them from considering alternative methods and hampers their critical thinking skills, causing them to lack judgment and preventing them from learning something completely different.
This is backed up by other researchers who were looking into the benefits and concerns of mentoring. In a journal written by Cheryl A. Wright and Scott D. Wright on the role of mentors, they talk about how the concerns lie with the overdependence on the mentor (Wright & and Wright, 1987).

There is also a risk of there being a clash of personalities which in return can hinder a person’s development as they could both fail to agree on the objectives of their relationship or development and some resentment may occur from both mentor and mentee. Unsuccessful matching of mentors and mentees can have a detrimental impact on the dynamics of the team also (Prince, 2021).

Because the mentee is often and frequently with the mentor as they are being by them, their ways of working are often pressed onto the student, and they begin to pick up similar traits, mannerisms, and behaviour styles as them. This can sometimes shape them into a better officer because that person may not have considered doing it in a specific way which could lead to them in saving time or resources, or it may be something where the student may not understand we do something a certain way to protect or prevent serious risk or harm to ourselves or others. It can however also mean that bad habits are passed down, resulting in undesirable habits or aspects which the organisations may not favour or could create or a negative atmosphere if the mentor has a pessimistic mindset. 

Feedback is used in coaching and mentoring to provide additional teaching moments and to aid development. It can also be a form of mentoring or coaching in and of itself because it provides guidance that can be used for further progression. I discovered that feedback was given not only by my tutor and mentor, but also by other members of my team if I was paired up with them. Even if some of my co-workers are not as experienced as I am because they have spent less time in the force than I have, it was still beneficial to me to receive feedback on something I did during incidents or when dealing with something.
My Sergeant, on the other hand, provides the most feedback because they were the ones who reviewed all of the incidents I had attended and graded my competency when I was independent and no longer had a tutor. They routinely checked that I was doing the right things, and if there was anything I missed or did not think of, they could point me in the right direction, teach me my mistakes, and get me to think in new, alternative ways. This is still very helpful to me because they may notice a strength or a weakness that I did not notice.
These feedback sessions can be in the form of casual conversations, formal one-on-one meetings, or development and progression forms in which strengths and weaknesses are analysed to see if reflections can be made to identify areas of development or priorities.

Employee performance, motivation, job satisfaction, and productivity can all benefit from feedback if it is given in the right way. Similarly, feedback gives you the opportunity to be heard and express your concerns. The goal of feedback should be to assist that person in succeeding at work or improving themselves. As a result, feedback should be aimed at motivating employees to do their best work. I find that receiving feedback in a way that assists in my learning and encourages me to want to look for ways to try out new things. 
Receiving feedback in a way that helps my learning and encourages me to try new things is beneficial to me as I use it as tool for providing me with new insight or suggestions that I necessarily wouldn't have thought of at the time, but also because I am quite critical of myself, receiving feedback from someone can sometimes help me to identify my own strengths in my performance.

Mentoring, when done properly, can be a useful and valuable asset from which everyone can benefit. When it comes to the pairing of a mentor and a mentee, however, some caution is required. A mentor can shape a person into the person the organisation wants that new recruit to be, but bad characteristics and qualities of the mentor can also be passed on to the recruit without intention or thought, and thus bad habits can develop.
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