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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:



In this essay I will discuss how I am working to fulfil the role of a modern police officer now that I am in my final year of probation. I will be evidencing the role that the College of Police has played in professionalising policing in the U.K. I will be reflecting upon how my role, and I have changed in the final year of my probation. I will be taking into consideration the strategic policing requirement, the Policing Vision 2025 and the College of Policing’s 5 Year Strategy. Numerous reflection models exist, and one effective method for drawing out individuals' thoughts and emotions is the "What? So what? Now what?" framework of questions introduced by John Driscoll. I will be utilising this model of reflection throughout. (Hill, 2013). 

The Policing Vision 2025 and 2030 established comprehensive strategies aimed at achieving uniformity and accreditation for individuals entering policing careers in England and Wales, thereby standardizing the qualifications of all new recruits. In alignment with this vision, the Police Educational Qualifications Framework was developed to facilitate three new pathways into policing, including the Police Constable Degree Apprenticeship. Consequently, policing has transitioned into a graduate profession as of 2020, a change that is considered a significant transformation for the field. (Watkinson-Miley, Cox, Deshpande 2021)

The Vision has been created through collaboration between the Association of Police and Crime Commissioners (APCC) and the National Police Chiefs’ Council (NPCC), with input from the College of Policing, the National Crime Agency, staff associations, and various policing and community stakeholders. All chief constables and Police and Crime Commissioners (PCCs) have endorsed this, Vision. The vision focuses on five key aspects. 

Local policing continues to serve as the foundation of British law enforcement; however, it now emphasizes greater collaboration with sectors such as health, education, social services, and community initiatives. This integrated approach aims to address the root causes of crime and anti-social behaviour early on, thereby alleviating the pressure on policing and other public services. The goal is to establish more multi-agency teams or hubs that will combine resources, rather than tackling issues in isolation.

Specialized functions such as armed policing, surveillance, and large-scale investigations will be provided through a collaborative network. This approach will enhance affordability, allowing excess funds to be redirected towards other important initiatives.

Law enforcement personnel will receive training and resources to address the significant increase in criminal activities exploiting the internet. The methods for evidence sharing will transition to a fully digital format, resulting in substantial resource savings. Additionally, the public will have the opportunity to swiftly and conveniently report crimes to the police through online channels.

The College of Policing will collaborate with law enforcement agencies to equip our personnel with the necessary skills and authority to address these demanding challenges. Emphasis will be placed on enhancing the representation of policing within its communities and achieving a more effective equilibrium between individual accountability and the bureaucratic apprehension associated with errors.

Support functions in business, such as information technology and human resources, will be merged into cross-functional units or integrated with local government and emergency services, facilitating shared procurement strategies to lower expenses. 

“Individuals seek a policing service that is adaptable and capable of addressing future challenges while seizing upcoming opportunities. This Vision outlines the necessity for the service to leverage technology to facilitate public engagement with law enforcement, to attract and maintain a skilled and professional workforce, and to collaborate with other agencies to enhance public safety.” (Baird, 2016)

In 2012 the College of Policing was formally established. Although College of Policing stood independently from government it was felt best that democratically elected police and crime commissioners will have representation on the board, while representatives from non-police services will guarantee that the organization acts in the public's best interest. By functioning in this manner, the College of Policing will promote the public interest and strengthen the British model of policing based on consent. This model is highly regarded globally for the police services in England and Wales. The College of Policing will contribute to establishing optimal conditions for the preservation of this model. Today the CEO is former Chief Constable Andy Marsh who served 34 years in operational policing. (College of Policing, 2023) 

The College’s role is essential to the policing framework, facilitating enhancements and promoting transformation throughout the service and continually evaluates evidence, incidents and forthcoming legislation to continue to serve the people’s interest. The college continues to focus on three core functions to do this. 

Disseminating knowledge and effective practices they offer a foundation of evidence regarding effective strategies in law enforcement, promote innovation, and guarantee that law enforcement professionals are equipped with the most current information on optimal methods for crime prevention and public safety.

Establishing Standards the college focus on establishing benchmarks for essential aspects of policing to ensure that police departments, along with individual officers, staff, and volunteers, deliver a higher quality and more uniform service to the community. (College of Policing, 2023)

The college aims to create recruitment strategies aimed at attracting a diverse workforce, provide ongoing professional development (CPD), and foster leadership growth across all levels.

In my first two years, and particularly in my third year, I have observed the significant influence that the college exerts on frontline policing. This is exemplified by the officer evidence matrix, a tool designed to evaluate officers across various dimensions of their duties, assigning a pass or fail designation to each portfolio within the matrix. For instance, during the third year, the evidence matrix emphasizes nine specific portfolios: information management, initial response to police incidents, conflict management, victim support, utilization of police powers, conducting searches of vehicles, premises, and outdoor areas, executing searches before and after arrests, carrying out priority volume investigations, and conducting interviews. 

The evidence matrix was created and designed to help a probational officer achieve independent status and to ensure they are achieving the standard and behaviours set out by the college of policing which in turn serves to ensure we are serving the public in the correct way. The evidence matrix has periods for review by an assessor who formerly marks and reviews the submissions including the Body Worn Video (BWV) to ensure that the correct procedures and standards are being adhered to. The evidence matrix is one of the ways that the college of policing is helping me to fulfil the role of a modern-day police officer. 

The College of Policing has made a 5-year strategy plan to continue developing and professionalising not only the front-line officers but also the senior leadership throughout the police. In collaboration with the National Police Chiefs' Council (NPCC), the Association of Police and Crime Commissioners (APCC), and the Home Office, they will create the National Centre for Police Leadership as part of a unified strategy for enhancing policing leadership. This centre will serve as a hub of excellence dedicated to cultivating leadership capabilities within the police force, offering exceptional learning and development opportunities for all personnel. Utilizing the most reliable evidence regarding public leadership, they will establish contemporary leadership standards that will serve as a benchmark for effective performance across all leadership tiers within policing. New programs tailored to various leadership levels, which will be associated with promotion and career advancement. Starting with frontline supervisors, they will reform the development and promotion processes for every rank, facilitating the advancement of under-represented groups and ultimately fostering greater diversity within senior leadership positions (College of Policing, 2023)

As my third year draws to a close and I approach substantive status I have had the opportunity to reflect upon my time as a probationer and understand the journey and transitions I have made since day one. If I look back, I hardly remember the year 1 probationer and I feel as though I have come such a long way in such a short space of time. As the learning began, and the experiences rolled in I quickly understood that the probationer period would fly by. In the early days I remember arriving to calls hanging back for the more experienced officers to lead the way and be the decision makers. I doubted my knowledge and was apprehensive about making calls. 

As my tutorship period ended and my matrix begun, I quickly started to gather confidence around understanding calls and offering opinions and insight into the information I was aware of. I recall several early incidents that help set a foundation of knowledge based on previous decisions made at similar calls. For example, it wasn’t always necessary to arrest, by understanding the threat risk harm process I begun to explore alternative outcomes that would be better for everyone involved, such as community resolutions.  My confidence begun to grow, and I started to think of myself as more of a decision maker and wasn’t afraid to lead t calls putting my ideas and plans forward to deal with situations. 

A decision maker refers to an individual, group, or organization that possesses the authority to make choices and reach conclusions. These individuals are responsible for evaluating the information at hand, weighing different alternatives, and ultimately selecting a specific path of action. Decision makers are essential in both organizational and business contexts, as well as in everyday life. (Belinga,2023)

As my third and final year of probation draws to a close I would with complete certainty say I have become one of my team’s decision makers and leaders. I now have the confidence and understanding built from experience to make key decisions and to lead my team when things become difficult. I have often been told I am a natural leader and now thanks to the probationary process and stepping stones set in place I am able to believe in that myself when it comes to being a police officer. I continue my learning and progression through additional courses and accreditations available to me so that I maybe a better asset and skilled officer to my team and the public. 

I believe the process set out by college of policing has been fundamental and crucial to me becoming the officer I am today and without that process I do not feel it could have been obtained. I have seen evidence of my progression and my change through out my three years documented in my 121’s with line managers and the elevation in the quality of my work. 

Going forward I look to continue the development even when I’m granted substantive status and aim to continually keep learning. I will do this by embarking on further CPD’s. Continuous Professional Development (CPD) is a perpetual process that allows individuals, in partnership with their organizations, to sustain, enhance, and achieve acknowledgment for both their current and emerging professional skills, knowledge, and competencies. This approach is essential for ensuring the delivery of high-quality policing, which is vital for public safety and for fostering career ambitions. (College of Policing, 2020)
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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:




In this essay I will discuss and evaluate the use of social media and its use of informing and engaging with the community and how it facilitates the promotion of policy initiatives. I will explore the force policy on using social media for professional engagement and updates to the community. I will further look at the different social media platforms used by policing and the risks and benefits by doing so. reasons as to why some teams fall to the wayside and cannot function and will look at how different models and theories can help to improve team cohesion and performance. I will reference different research and will be using the Borton’s model of reflection.

The Borton reflective model emerged from Borton's experiences as an educator. This model centres around three fundamental questions: what? now what? and so what? It was also featured in the 1970 publication titled "Reach, Touch and Teach." The Borton reflective model serves as a straightforward framework for reflection, guiding individuals to contemplate their experiences and gain insights into what transpired, the reasons behind it, and potential improvements for the future. (Robinson, 2022)

In today's world, social media has become an essential tool for law enforcement agencies. It provides a wealth of information and support that can aid in various investigations and community outreach efforts. However, the use of social media is not without its pitfalls. There are situations where it may be more prudent for law enforcement to avoid making posts altogether. As local police departments face increasing pressures and the need to communicate effectively with large, diverse populations becomes more critical, social media has proven to be a vital means of establishing and maintaining open lines of communication. (Beshears, 2017)

It offers both benefits and challenges in terms of communication, transparency, and public engagement. Law enforcement agencies use platforms like Twitter, Facebook, and Instagram to connect with the community, share information, and build trust. They can provide updates on incidents, report on missing persons, and inform the public about local events. 

By maintaining consistent and transparent communication, police can demonstrate accountability and foster positive relationships with communities, which is particularly important in areas where there have been historically strained interactions with police. Moreover, social media serves as a platform for members of the public to voice their concerns or provide feedback directly to the police. Some departments even have dedicated social media accounts specifically for handling inquiries or complaints. Additionally, police often use social media to issue crime alerts, sharing information about wanted suspects, missing individuals, or ongoing incidents. This allows for the swift dissemination of critical information to the public, increasing the chances of solving cases or preventing criminal activities. Police can also tap into social media to crowdsource information from the public, posting surveillance images or video clips in hopes of receiving tips that could lead to arrests or the resolution of crimes. (Crump, 2011)

The controversies and challenges associated with police use of social media are significant, particularly in relation to the demonstration of use of force and issues of accountability. While social media can enhance transparency, it also has the potential to highlight contentious incidents involving police force, discrimination, or misconduct. Publicly shared videos may incite public outrage or lead to protests. Furthermore, social media interactions and surveillance can raise critical concerns regarding privacy rights and the ethical implications of data usage. For instance, police surveillance of private citizens' social media activities or the collection of data on demonstrators may result in allegations of overreach or abuses of surveillance. Additionally, police departments encounter the difficulty of addressing misinformation or false narratives. Posts on social media, particularly on platforms such as Facebook, can quickly disseminate inaccurate accounts of events, complicating law enforcement's efforts to uphold their credibility. (Bullock, 2018) 

In conclusion, social media plays a dual role in the realm of law enforcement. On one hand, it serves as a powerful tool for promoting community engagement, increasing transparency, and assisting in the resolution of criminal cases. On the other hand, it also introduces significant challenges concerning privacy, accountability, and the management of how the public perceives law enforcement activities. Each law enforcement agency tailors its approach to social media based on the resources at its disposal, the policies it has in place, and the unique requirements of the communities it is tasked with serving. This nuanced relationship highlights the importance of balancing the benefits of social media with the potential risks it poses. (Dekker, Brink, Meijer, 2020)

Gwent Police has put in place a comprehensive framework of regulations for its staff regarding the use of social media in their professional activities. These regulations are outlined in the Social Media Policy, which is readily accessible to all employees through the intranet system called 'The Beat'. The policy delineates clear guidelines and essential factors to take into account when leveraging social media as a professional resource. It is divided into nine distinct sections: Purpose, Scope, Related Documents, Definitions, Legislative Framework, Qualifications, Entitlement, Responsibilities, and Process, ensuring thorough coverage of the topic. (Noyes, 2022)

The objective of this policy is to offer guidance to Gwent Police personnel regarding the use of social media, enabling them to engage with these platforms in a safe, effective, and appropriate manner. It aims to ensure that social media serves our interests rather than undermines them, and is utilized in a manner that accurately reflects our force, its values, and our dedication to public service. Furthermore, the policy and our social media practices should embody the values upheld by Gwent Police. It is essential that we adhere to the Code of Ethics, which outlines the expected standards of professional conduct for all individuals involved in policing. This policy has been developed and implemented in accordance with the principles of Equality, Diversity, and Inclusion, and has undergone an impact assessment.

In conclusion, a well-crafted social media policy acts as a safeguard for both employees and the organization as a whole. It enables the effective use of social media as a powerful tool for communication, marketing, and engagement. At the same time, it helps to mitigate potential risks associated with social media use. (Hu, Lovrich, 2019) 

Social media introduces novel and unprecedented challenges for law enforcement personnel and their families. In addition to managing the typical hazards associated with their daily duties, they must now navigate a segment of society that is perpetually accessible and offers no respite, even outside of working hours. The consequences of their profession are inescapable, particularly as they manifest on social media platforms. Since the late 1990s, the internet has been widely available for public engagement, and over the past twenty years, it has become integral to daily life, making it hard to envision a time when it was absent. In contrast to the internet's extensive history, social media, which emerged around 2003, is still relatively young. Users often exhibit a sense of unrestricted freedom in sharing content, with minimal protective measures in place and significant emphasis on freedom of expression. This has fostered a 'keyboard warrior' mentality, where individuals feel emboldened to express sentiments online that they would never voice in person. Issues such as cyberbullying, political disputes, retaliatory posts, and targeted hate speech have all emerged as significant threats in the contemporary social media landscape. The absence of effective moderation allows individuals to promote their own narratives, often distorted, regardless of their veracity. Tragically, one of the most pressing concerns arising from this environment is the safety of police officers, who frequently find themselves under intense scrutiny and criticism. (Waters, 2012) 

Based on my personal observations regarding social media interactions involving law enforcement, I frequently encounter a greater prevalence of negativity and hostility rather than support. As previously noted, I attribute this phenomenon primarily to the scripted narratives imposed upon the public. It is important to recognize that access to social media is not limited to the general populace; various entities such as news organizations, radio stations, auditors, and purveyors of misinformation also participate. Each of these groups operates with its own agenda, tailored to resonate with their respective audiences, which can range from anti-police activists and conspiracy theorists to sympathizers. 

If one were to present ten distinct accounts with the same video, it is likely that each would offer a unique interpretation of the footage. Regrettably, a common thread among these interpretations is their tendency to portray law enforcement as the aggressor or a negative influence in the scenario. This portrayal, in turn, incites reactions from their followers, fostering a climate of diminished trust and unity within the community. Personally, I have experienced instances where derogatory remarks and chants have been directed at me following recent media coverage of riots or conflicts involving police, despite the fact that the use of force employed was entirely justified. This backlash stems from the fact that the released footage did not convey the complete narrative, and the accompanying headlines were detrimental to the officers involved. (Lev-on, Yavetz. 2021)

A sense of hope is emerging as local law enforcement enhances its presence and interaction on social media platforms. Police departments are increasingly willing to share unedited footage of incidents, which is gradually lifting the shroud of anonymity that often surrounds their actions. In a time when misinformation and negativity are rampant, it is essential for more police forces to embrace this strategy to improve transparency and accuracy. This change has the potential to reshape public perceptions and help communities grasp incidents in their true context. 

However, it is equally important for law enforcement agencies to be accountable by showcasing both the positive and negative facets of their operations. This practice will build trust and convey to the public that accountability is a priority, with a strict stance against any misconduct within the ranks. 

Additionally, the presence of local police on social media helps to humanize officers, presenting them as relatable individuals—mothers, fathers, siblings, and more. The variety of platforms, each with its distinct posting styles, enables broader outreach to different demographic groups. For example, Gwent Police effectively leverage Facebook, Instagram, X, and TikTok, which appeal to various audience segments while collectively reaching a substantial portion of the population. Platforms like Instagram and TikTok, known for their short video formats called 'Reels', are particularly effective in introducing the public to individual officers involved in various roles, tasks, and operations, offering an unfiltered look into the daily lives of those fulfilling their duties. (Schneider, 2019)

In conclusion, social media has a profound impact on both law enforcement agencies and society as a whole. However, it is essential for every user, regardless of whether they are using these platforms for professional or personal purposes, to exercise their influence with a sense of responsibility and integrity. By adopting this mindset, we can anticipate a more fair and accurate representation of all individuals in the digital space.
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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:


This essay seeks to evaluate and provide evidence for my leadership style, along with the flexibility required to operate successfully in a law enforcement environment. I will explore the leadership techniques I have developed for use in practical situations, while also taking into account different leadership models that are commonly applied in policing. Furthermore, I will draw on a range of research studies and utilize Borton’s reflective model to enhance my analysis.

The Borton Reflective Model is notable for its clarity and efficacy. Created by Graham Borton in 1970, this model offers a clear framework that assists individuals in navigating the reflective process, rendering it an essential resource for learners, professionals, and anyone aiming to improve their reflective practices. The guiding questions of What? So what? Now what? facilitate a systematic approach to reflection, initiating with a detailed account of the experience, progressing to an analysis of its importance, and culminating in actionable insights. This model is intended to aid individuals in deconstructing intricate experiences into digestible parts, thereby simplifying the extraction of lessons and their application in future situations. (Borton, 1970) 

Leadership encompasses the capacity to guide, influence, and inspire individuals towards the attainment of a collective objective or vision. It transcends mere authority or positional power; authentic leadership focuses on empowering and motivating individuals, fostering trust, and cultivating an environment conducive to personal and professional growth. At its essence, leadership is characterized by: Vision: The ability to perceive a clear trajectory or goal for the future and to inspire others to pursue it. Influence: Leading through example, nurturing relationships, and encouraging others to take initiative. Empathy: Recognizing the needs and emotions of those being led, and making decisions that prioritize their welfare. Communication: The skill of effectively articulating ideas, providing constructive feedback, and actively listening to others. Adaptability: The capacity to confront challenges, learn from errors, and modify strategies as necessary. True leadership is not merely about directing others; it is about fostering a collective sense of purpose and enabling individuals to realize their full potential. (Silva. 2016)

Different leadership styles can be effective in a variety of situations, each offering distinct benefits and drawbacks. Among the most recognized leadership styles are Autocratic, Democratic, Transformational, Transactional, Laissez-Faire, Servant, Charismatic, Situational, Coaching, and Visionary. The success of each style largely depends on the organizational context, the nature of the tasks being performed, and the people involved. Often, skilled leaders will blend several styles to adapt to the specific circumstances they face. (Vasilescu. 2019) 

As I reflect on my approach to leadership, I recognize that I embody a combination of various styles, with a strong inclination towards the Democratic leadership model. I firmly believe that a successful team flourishes when all members are actively involved in the decision-making process. Crafting a solid plan requires tapping into the unique strengths of each team member, which is only possible through their input and engagement. I maintain that this leadership style not only boosts team morale but also encourages innovation and fosters a culture of accountability and mutual respect among team members. However, I acknowledge that there are situations, especially when dealing with urgent tasks, where this approach may not be the most effective. Depending on the size of the team, it can sometimes result in lengthy decision-making processes, and there may be instances where an overwhelming number of ideas compete for attention, complicating the path forward. (Gastil. 1994)

To effectively tackle this issue, I employ a range of leadership styles, with a strong emphasis on Transformational leadership. I understand that when team members encounter difficulties with their tasks, particularly when facing tight deadlines for reports, case files, or interviews, it is crucial for me to actively engage and set a positive example. My active participation often inspires other team members to take initiative and step into leadership roles themselves. This collaborative strategy not only improves the efficiency and quality of the work produced but also tends to elevate overall performance. One significant benefit of this approach is its capacity to cultivate loyalty and promote personal growth, acting as a driving force for meaningful change. (Bass, 1999)

However, a potential downside to this method is that quieter, more introverted team members might feel sidelined amid the hustle and bustle, which could lead them to withdraw and hesitate to contribute to group settings.

The field of policing is constantly changing, and incidents often unfold in unpredictable ways. As a result, I have had to modify my approach to various situations and adapt my leadership style accordingly. For example, during a tense public order event, I may need to increase my level of response and utilize force while simultaneously coordinating my team to ensure everyone's safety and address potential threats. On the other hand, I might be called to handle a domestic dispute or respond to a sudden death, where it is crucial for me to demonstrate calmness, sensitivity, and empathy towards the victim or their family members. These two scenarios are vastly different and require unique leadership styles and strategies. Initially, I found it quite challenging to switch from a high-pressure response to a more subdued and compassionate demeanour in just a matter of minutes as I transitioned from one call to another. The most difficult part of this process is the absence of formal training or guidance on how to navigate such transitions; it is a skill that must be cultivated independently. 

To effectively adapt as a leader, it is essential to develop a mindset, skill set, and behaviours that allow for a proficient response to change, uncertainty, and the evolving needs of the team. This involves several key areas of focus: promoting a culture of ongoing learning, maintaining clear and regular communication, supporting team members through transitions, empowering individuals within the team, showcasing both flexibility and decisiveness, and demonstrating a high level of emotional intelligence. (Dunn, 2020)

For example, I have previously been involved in a critical emergency graded call that required immediate CPR for a child, while also attending to another injured person. Drawing on my extensive background and qualifications in first aid and trauma care, I took on a leadership role during this urgent situation. The environment was marked by intense stress and a fast-paced atmosphere, which demanded that I act as a decisive leader. In this scenario, there was little opportunity for collaboration or my usual democratic approach to leadership. Instead, I had to be assertive, clear, and goal-oriented to ensure that the victims received the necessary medical attention and that every team member was aware of their specific roles and responsibilities.

As the crisis began to diminish, I found the opportunity to transition into a role that was more focused on service. In this capacity, I utilized my skills to provide support to the families of the victims, carefully addressing their various needs. Additionally, I played a crucial role in assisting my team as we navigated the tasks that followed the crisis, all while prioritizing their well-being in the aftermath of such a challenging situation. This shift required me to draw upon essential qualities such as empathy, active listening, awareness, and foresight to effectively support those around me.

Servant leadership represents a philosophical approach to leadership wherein the primary objective of the leader is to prioritize the needs of others. This stands in stark contrast to conventional leadership models, which often emphasize organizational success or individual accomplishments. The term gained prominence through the work of Robert K. Greenleaf in the 1970s, although its foundational principles can be linked to earlier religious and philosophical traditions. 9eva, Robin, Sendjaya, Dierendonck, Liden, 2019)

In the context of policing, the importance of leadership cannot be overstated, as effective leadership strategies play a vital role in fostering trust, accountability, operational efficiency, and public safety. For law enforcement to thrive, leaders must possess a mix of strategic insight, ethical integrity, community involvement, and strong organizational management skills. The following discussion highlights several essential leadership strategies that are currently in practice within contemporary policing. 

A prime example is the West Mercia Police, which illustrates the successful implementation of leadership strategies focused on enhancing community engagement and reducing crime. As part of its 'Looking to 2020' transformation initiative, West Mercia Police carried out a leadership evaluation to align its leadership competencies with its newly revised operational framework. This evaluation process involved utilizing the Primary Colours Model of Leadership, conducting personality assessments, analysing relevant case studies, and providing personalized feedback and development plans. This comprehensive approach effectively identified both the strengths and the areas for improvement, ensuring that leaders were well-equipped to drive organizational transformation and cultivate high-performing teams. (Loader, 2020) 

Flexibility in leadership is crucial for successfully navigating the constantly evolving and often unpredictable dynamics of teams, organizations, and their external environments. There are several important reasons that highlight the value of flexibility in leadership. Firstly, adaptable leaders can adjust their strategies in response to new information, changing market conditions, or unexpected challenges, ensuring that the organization remains resilient and forward-thinking. Secondly, flexible leaders recognize the varied strengths, communication styles, and needs of their team members. By customizing their leadership approach, they can more effectively inspire and support individuals, which boosts overall morale and productivity. Thirdly, being open to new ideas, feedback, and different perspectives allows flexible leaders to make informed and balanced decisions, steering clear of the dangers associated with rigidity and outdated methods. Additionally, by demonstrating flexibility, leaders foster a culture that promotes experimentation and creative problem-solving, leading to innovative solutions and continuous improvement. Finally, in high-pressure or crisis situations, rigid leadership often falls short; in contrast, flexible leaders can quickly adapt, reassess priorities, and lead with calmness and clarity, providing stability for their teams.(Vaari, 2015)

A good example of an adaptable / flexible leader is Satya Nadella, the Chief Executive Officer of Microsoft. Upon his appointment in 2014, Microsoft was perceived as a dormant technology behemoth, ensnared in a cycle of competition and excessively dependent on its Windows operating system. Nadella initiated a profound cultural and strategic transformation by adopting cloud computing, promoting collaboration instead of rivalry, and altering the corporate culture. His adaptable leadership not only rejuvenated Microsoft's internal environment but also positioned the company as one of the most esteemed and valuable technology enterprises worldwide.

In stark contrast to Satya Nadella's adaptable leadership style, Steve Ballmer, who served as CEO of Microsoft from 2000 to 2014, exemplified a more rigid approach. Although Ballmer was undeniably passionate and driven, his leadership faced criticism for its lack of flexibility in several significant areas, including an overemphasis on Windows, missed opportunities, and resistance to open-source initiatives. While Ballmer's inflexible strategy resulted in lost opportunities and internal discord, Nadella's adaptable leadership has allowed Microsoft to evolve, innovate, and expand, highlighting the importance of flexible leadership in rapidly changing industries. (zhu, 2024)

In conclusion, I assert that successful leadership requires a diverse range of styles, which are cultivated through a multitude of experiences marked by experimentation and learning from mistakes. The ability to adapt is a crucial quality, as previously illustrated, allowing leaders to react appropriately when circumstances demand it, especially in the realm of law enforcement.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:


This paper aims to examine my three-year probationary period. I will analyse my experiences with mentorship and coaching, assessing their impact on my ability to achieve personal, professional, and organisational objectives. Additionally, I will explore how this probationary experience has facilitated my learning and contributed to my development into effective performance. I will reference various definitions and theories of coaching and mentoring as they pertain to the field of policing. Lastly, I will summarize my approach to giving and receiving feedback in a professional setting, drawing on relevant research studies and employing Borton’s reflective model to enrich my analysis.

The Borton Reflective Model is distinguished by its clarity and effectiveness. Developed by Graham Borton in 1970, this model provides a structured framework that supports individuals in the reflective process, making it a vital tool for learners, professionals, and anyone seeking to enhance their reflective practices. The guiding questions of What? So what? Now what? promote a methodical approach to reflection, beginning with a comprehensive description of the experience, moving to an evaluation of its significance, and concluding with practical insights. This model is designed to assist individuals in breaking down complex experiences into manageable components, thus facilitating the extraction of lessons and their application in future contexts. (Borton, 1970)

Over the course of my three-year probationary period, I went through several assessment stages. In the first 12 weeks of my first year, I was partnered with a tutor who offered guidance on the key roles and responsibilities of a police constable. Much of the training focused on repetitive practice to solidify my skills, knowledge, and behaviours. During this tutorship, I was responsible for completing a matrix to demonstrate my skill acquisition, which was later reviewed by an independent assessor. The matrix consisted of 12 portfolios, and through collaboration with my tutor, I successfully obtained the necessary signatures for each, thus achieving my independent status. This experience was my first encounter with tutorship and mentorship within the police force.  

Mentoring is defined as being a relationship whereby a more seasoned or knowledgeable individual, the mentor (in the case of policing my tutor), assists in guiding and supporting a less experienced counterpart (me the student) in their personal or professional growth. The mentor imparts advice, feedback, and insights derived from their own experiences, facilitating the mentee's learning, development, and goal attainment. The primary objective of mentoring is to aid the mentee in skill acquisition, confidence building, challenge navigation, and occasionally, in making significant decisions. The mentor's role extends beyond mere advice-giving; they also engage in active listening, encouragement, and assist the mentee in exploring innovative ideas or methodologies. (Koven, 2024)

During my time as a student, I developed a strong and meaningful relationship with my tutor, which eventually led to us working together as peers. This solid connection played a crucial role in my personal and academic growth. Whenever I faced challenges with calls or needed updates, he was always there to offer his support and guidance. I feel fortunate to have had this experience, especially since it seems that not everyone has been as lucky. I believe that when someone is being tutored in a new setting for the first time, they often mirror the qualities of their tutor. If the tutor is ineffective and does not show sufficient care, enthusiasm, or inspiration, it can have a negative effect on the student. This highlights a clear cause-and-effect dynamic: a poor tutor can lead to a disengaged and demotivated student. The common attributes shared by effective mentors include: strong communication skills characterized by active listening, thoughtful questioning, and judicious use of silence; serving as a sounding board for ideas while offering a realistic assessment of plans; delivering guidance in a non-directive manner; offering constructive feedback, suggestions, and alternatives; dedicating time and demonstrating a willingness to assist; and maintaining confidentiality by respecting personal privacy.(Rolfe, 2017) 

Before my time with the police force, I was a professional athlete. Upon retiring from competitive sports, I shifted my focus to becoming a performance coach and mentor. This transition has granted me valuable perspectives on the nature of effective mentorship and the responsibilities that come with being a dedicated learner. I have been fortunate to collaborate with, learn from, and live alongside remarkable mentors, coaches, and role models. Nonetheless, the relationship between a mentor and a student is always in flux. A student's needs at one point may differ greatly from those at another, which means that mentors must be adaptable and responsive to their students' development. I view my experience with my own mentor as highly successful, and I strive to provide similar guidance to my future students. (Knight, 2011) 

Unfortunately, when my tutorship ended, and I achieved independent status It was then down to my sergeant to continue supporting and advancing my development. I faced a culture shock at this point as this person was everything you didn’t want in a mentor. My sergeant had many flaws in terms of developing an individual and unfortunately this is something seen widely in the policing area. Police constables receive promotions because they can pass an exam, and a panel however receive no further management, leadership or mentor training. Very often these individuals have never had experience managing a team or individuals previously and have obtained the role due to academic ability. One of the biggest flaws appears to be the inability to manage people’s expectations and often make false promises or provide lip service rather than investing time into individuals. A poor mentor / line manager often struggles from similar flaws. 

A mentor who is ineffective can significantly hinder an individual's personal growth, impede their educational advancement, and diminish the overall effectiveness of the mentoring relationship. Several key traits and behaviours can lead to a mentor's ineffectiveness. These include being frequently unavailable to provide guidance, offering feedback that is either unclear or not constructive, exerting too much control over the mentee's decisions, lacking empathy towards the mentee's experiences, failing to actively listen to their concerns, not demonstrating appropriate behaviours for the mentee to emulate, possessing inadequate experience or knowledge in the relevant field, and prioritizing their own interests or ego over the mentee's development. Each of these factors can create barriers that prevent a productive and supportive mentoring experience. (Kumar, Blake, 2012) 

During the second and third years of my probationary period, I was assigned to a new station where I had the honour of collaborating with an outstanding team that has truly felt like family. I have also had the guidance of a sergeant who has been instrumental in my personal and professional growth. This support has helped me regain my confidence in line management, and I have built a trusting relationship with my sergeant that enables me to raise any concerns I may have, knowing they will be addressed appropriately and that I will receive the necessary support. As a result, my individual performance has seen significant improvement, and I have earned recognition as a dependable member of the team, often being sought after for leadership roles. Furthermore, I have benefited from the continuous support of an assessor who has assisted me in navigating the requirements of my year 2 and year 3 matrix, providing clear evidence of my development as an officer.

Since the introduction of the leadership programme in policing it has become evident that there have been focuses on implementing certain coaching / mentoring theories and frameworks. One of which that has been apparent to myself is the GROW model. 

The GROW model serves as a prominent coaching framework aimed at assisting individuals in establishing and accomplishing their objectives, especially within the realms of performance, personal growth, and business. This model offers a systematic methodology for addressing challenges and setting goals through four essential phases. Goal, which involves articulating the desired achievement, Reality, Options (or Obstacles), Will (or Way Forward). For instance, if an individual seeks to enhance their public speaking skills, the Goal would be to gain greater confidence in presenting at work. However, the Reality is that they tend to shy away from speaking engagements. The Options available to them might include joining a speaking club, practicing with a coach, or enrolling in a course. The individual's Will would manifest as a commitment to participate in a club and deliver a presentation in the following month. (Alexander, 2006)

The GROW model for me is something that has been implemented through 1-2-1 reviews with my assessor and sergeant along with the SMART goals structure. These are two simple but effective tools I have continued to rely on as I learn and progress through my probation. (Swann, 2023) 

The atmosphere within the police force seems to be quite erratic when it comes to the delivery of feedback. Although there is a significant focus on principles such as accountability, honesty, and integrity, the reality of providing constructive feedback appears to be inconsistent. From my perspective, receiving constructive criticism is crucial for my development; if my performance is not up to par, I need clear guidance on how to enhance my skills. However, my interactions with different line managers and senior team members have shown that while feedback is often given, it frequently lacks the constructive elements necessary for improvement and is rarely accepted with an open mind.

The capacity to both gives and receive feedback is crucial for growth in both personal and professional spheres. It is important that feedback is communicated in a way that is specific, constructive, timely, balanced, and actionable, providing clear directions for improvement. When individuals receive feedback, they should practice active listening, keep an open and curious attitude, ask for clarification when needed, and refrain from becoming defensive. Unfortunately, based on my experiences in the police force, this ideal situation often falls short, especially during interactions between different ranks. (Panadero, Lipnevich, 2022) 

To summarize, my three years have resembled a challenging journey filled with ups and downs. Throughout this time, I have faced a variety of experiences and lessons, often drawing on skills and knowledge that extend beyond my immediate responsibilities to tackle different challenges. At present, my line manager has a profound understanding of my abilities, a relationship that has been nurtured over the last two years. He stands out from the norm, as he not only supports me but also understands my learning requirements. We engage in regular feedback sessions during our one-on-one meetings, which ensures that my contributions are recognized and taken into account. A solid foundation of trust and openness has been built, for which I am truly grateful. Additionally, my colleagues are instrumental in upholding my integrity and provide essential guidance and development, leveraging their vast experience and the lessons they have learned throughout their careers.

I have kept in touch with colleagues from my cohort and through the assessor programme we are able to continue our peer learning through the relationship we built during our 6 months together. Peer learning represents a collaborative educational methodology in which individuals engage in mutual learning experiences. This approach fosters active participation, the sharing of knowledge, and joint problem-solving efforts. Peer learning can occur in diverse environments, including classrooms, study groups, workshops, or online platforms, and encompasses a variety of activities such as discussions, tutoring, collaborative projects, and the exchange of feedback. (Keerthirathne, 2020)
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