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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 my answer I will talk about an incident where I have played a significant role in policing by dealing with an offender and how I interacted with the victim. I will also discuss the role of a police constable and talk about why it is such a significant role, by doing this I will naturally talk about my understanding of the role and how it is changing and reflect on my own experiences and how I have seen myself change and grow as an officer in his last year of probation, by discussing the development of my judgement and decision making. I will also be talking about how the college of policing plays a part in professionalising the police and how plans set out by the government such as the Policing vison 2025 changes the way we police and how this is affecting me in becoming a modern professional police officer. 

Police officers are known for upholding the law and “catching criminals”, however there is much more to the role than initially meets the eye. Police officers are held to a much higher standard in not just their work but their day to day life, they have to be alert to their choices in life and must be seen to choose the correct, fair and ethical option, this is evident as there are constant news articles that display officers being fired or suspended for “inappropriate behaviour” whereas in other jobs in society the public would not only be unaware on the matter but would not particularly be interested. An example of this is an IOPC investigation where an officer was fired for sending inappropriate messages, the IOPC states “The officer had used his personal mobile phone to contact a woman, known as Female A, and send her inappropriate messages while both on and off duty.” (IOPC, 2021) And was subsequently “sacked”. This is relevant as it openly showcases that officers have to uphold the policing principles and values even when off duty. These policing principles and core values are set out by the college of policing and forms part of how they play a role in professionalising the UK police force. The college of policing has set out “code of ethics” which every officer must follow, the college of policing states “Following extensive consultation we have arrived at nine policing principles. They are built on the Nolan principles for public life, with the addition of ‘Fairness’ and ‘Respect’. Our nine policing principles are: accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect and selflessness. These principles underpin and strengthen the existing procedures and regulations for ensuring standards of professional behaviour for both police officers and police staff.” (College of Policing, 2014) These principles outline that the college of policing has a set professional standards that every officer must obey too and is just one example on how they play a role in professionalising the police.

Reflecting on my own personal experience, there was an incident I attended where a 15 year old female had reported being strangled by her 17 year old boyfriend. I am aware one of the most important aspects of policing is evidence based policing, the college of policing states “Evidence-based policing (EBP) means that the best available evidence is used to inform and challenge policing policies, practices and decisions.” (College of Policing, 2022). Knowing this, I obtained photographic evidence from the victim and obtained a detailed statement, I was aware due to her age and the nature of the offence (domestic related assault) that the female was classed as “vulnerable” and that it was my job to identify her risks and needs and to make sure she got the best possible service, the college of policing defines vulnerable as “a person is vulnerable if, as a result of their situation or circumstances, they are unable to take care of or protect themselves or others from harm or exploitation” (College of Policing, 2020), due to this I made sure the victim had an appropriate adult with her and that I conducted a vulnerability risk assessment. I then completed all lines of enquiries such as further statements and CCTV enquiries and subsequently arrested the perpetrator for DV Common Assault, I was also acute to the fact that he was 17 years old and would therefore need an appropriate adult before he had his rights given to him and for interview. In my own opinion this is what the role of a constable is about, the law was upheld and effective safeguarding was given to the victim. I have seen myself grow as a better police officer and to me this incident showcases that. When I first started the role I was eager to arrest and would often prioritise the arrest over gathering evidence and safeguarding, aspects such as vulnerability were more of a background thought whereas now it is a key pillar in my every action, for example I was aware of the vulnerability of not only the victim but the suspect in this case and prioritised that along with upholding the law. My decision making is now well thought out, rationale but realistic and I will now prioritise safeguarding over arresting, in my view this showcases how I am following the course of a modern day professional police officer and how I am more aware of the visions set out by the college of policing and the policing 2025 vision which I will further discuss below. 

The Policing Vision 2025 has been “drafted jointly by PCCs and chief constables, as well other policing bodies, such as non-Home Office forces, and sets out why and how the police service needs to transform by 2025.” (NPCC, 2022). This is important to all police staff as it shows how policing needs to change and helps further understand the role of a constable in a modern day and age of policing. As communities become more diverse and technology continues to develop, the role of the constable needs to adapt, as the NPCC states “As people do more and more online, the threat from cybercrime grows - whether its fraud, data theft, grooming and exploitation of children.” (NPCC, 2022). This means that the role of the constable now needs to be more aware of different technologies and more attune to the advice that they give to victims, whilst also being more vigilant for any signs of these new emerging crimes that previously would not have existed, for example a child now may not be being groomed in their home but instead online, meaning their family could be unaware and thus harder for a constable to deal with. This is further reiterated by the NPCC when they state “The police service faces both new and evolving crime challenges. Police have continued to reduce acquisitive crime but are now dealing with significant increases in cases of child sexual exploitation, safeguarding concerns and domestic abuse.” (NPCC, 2022). Why this is key to my answer is, if one of the roles of a constable defined by the college of policing is to detect crime, how can a modern police officer do this if these crimes are remaining undetected? How I am personally making sure I am becoming a modern day professional police officer is by keeping myself familiar with all up to date documents such as NPCC Policing Vision 2025 and by further listening and understanding the victims I deal with on duty, so I am more aware and acute to detecting the crimes. I evidence this in my work by completing my portfolio, which has significantly grown in more complex crimes since starting my probation. It is important that all officers do this as communities are changing and unless officers adapt with them then constables will not be able to effectively police their communities, “Police need to develop a proactive and sophisticated understanding of community needs to keep people safe, particularly as communities become more diverse and complex.” (NPCC, 2022)

I think that the College of Policing plays a strategic role in professionalising the police force as they oversee the police force in the UK and not only implement new ways in which we should police but review their changes and ultimately decide if they work or not. The college of police states that their work “to help and support professionalism in policing is more important than ever.” (College Of Policing, 2014). One of the ways that the college of police assisted in helping professionalising the police is by implementing what was called a five year strategy in 2014. This would outline what they wanted to achieve and how it would be done. They stated “Over the next five years, the College will review all existing standards and guidance to ensure they are based on sound evidence and remain relevant, starting with high-risk and priority areas such as domestic abuse, cybercrime, child sexual exploitation and mental health. Standards will be published on the College website to allow instant access for police professionals, the public and the media” (College Of Policing, 2014). This is a key example of why I think that the college of police is helping the force become more professional, as by making standards transparent for the public, the public will know what to expect from officers and any unprofessional behaviour will not go unnoticed, therefore officers will need to keep themselves informed on any new standards. The college of police also works with other agencies and tries to make it easy for officers to keep themselves informed on the latest standards and how they should police, I have personally seen this in the role as I myself complete NCALTS, which are training packages designed by the college of police, I get reminded through email on what topics I need to refresh myself on and this ensures that I am up to date on all relevant topics outlined by the college. The college of Policing states “The College will work with other training providers to accredit training and ensure those working in policing are equipped with the skills and knowledge needed to maintain high standards” (College Of Policing, 2014). By critically evaluating the role of the college in professionalising the police, I can say that they are extremely efficient and acute to the problems facing policing and how police will tackle upcoming issues, however more work needs to be done by them, as for example the five year strategy is now over 8 years old, and since 2014 we have seen a further increase in advancements in technology posing a new risk to policing, so I believe it is time for a further 5 year strategy. However without the role of the college of police then I believe that the police force would not be as professional as they are today, as it is them who set the standards, and it is them that I have personally learned from.

By reflecting on my final year in probation I have seen myself change as a police officer. As I mentioned above, my thought process has changed and become more developed. Whilst I do feel I am naturally more experienced than I was, I do still think that there is room for improvement and there are some aspects of my work that needs further development such as my case file work to CPS. Reflecting back to when I first started, I now feel a better-rounded officer, as I have been able to learn from my mistakes. I do feel my understanding of the role has changed, as whilst at the beginning I was aware of the code of ethics and professional standards in policing, I was not aware on how I implement these in real life and when dealing with real victims. As I have had time to deal with numerous victims I can see what works and what doesn’t. I now feel I understand the victims more and I strive to deliver them a more professional victim-led service. For example, instead of simply calling a victim by telephone and dealing with the matter in that way (which I used to do when I first started), I will now make a point to visit the victim in person so it can be seen that the police actually care. As I am aware, the role of the constable is forever changing, and in these times we live in I do also believe that it is important that the main aspects of the role such as common sense policing is not lost. I believe that sometimes officers focus too much on what they believe the public wants to see and how they should act, and forget on what the public actually wants and deserves, this point is reiterated by the home secretary in a recent letter to all police leaders throughout the UK which stated “Unfortunately, there is a perception that the police have had to spend too much time on symbolic gestures, than actually fighting criminals. This must change. Initiatives on diversity and inclusion should not take precedence over common sense policing.” (Braverman, 2022)


Word Count (2178) 
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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 my answer I will talk about my own experience on the use of social media within the police, as a means of engaging with and informing the community whilst promoting policy initiatives in the role. I will discuss what the force’s policy is when it comes to using social media in a professional sense and talk about the benefits of the police using social media, but also acknowledging the risks associated with it too. I will also discuss which platforms the police force uses when it comes to social media and the origins of it in policing. 

First of all, what is social media? According to the police foundation “Social media is a method of communicating using websites that allow people to ‘post’ public information, chat with others, send messages, and share photographs or videos.” (The Police Foundation, 2014). Social media is only getting bigger and more and more people are using it, as devices such as mobile phones are increasingly popular and now even cheaper phones will have access to the internet and app services, therefore making social media available to most people, as most social media platforms such as Facebook and Twitter also have apps that can be downloaded directly onto phones. The police must actively engage with the public if the force wants to successfully have a healthy relationship with the communities it serves, the college of policing states “Research suggests that the way in which officers behave when engaging with the public helps to reduce crime by encouraging respect for the law and fostering social responsibility,” “Without the cooperation of the public, policing in developed democracies would become essentially unworkable” (College of Policing, 2013). But with more and more people staying indoors using social media, there is less chance of them going outside and engaging in person with police. This is only reiterated by Police Foundation and further explains the scale of people utilising social media as they state “83 per cent of adults now go online and 55 per cent of the adult population has a current social networking site profile. 96 per cent of adults who use social media have a profile on Facebook, while three in ten have a profile on Twitter. 60 per cent of social media users, and 83 per cent of those aged 16-24, visit social media sites more than once a day” (The Police Foundation, 2014). This brings me to the first benefit of police using social media which is, it allows for better engagement with the public. As Keane stated ““An online presence in a modern world is as important as traditional policing methods such as walking the beat” (Keane, 2014). This therefore allows police to have a constant presence to the public but it also allows for easy intelligence gathering and announcements to the public, as not only will followers on social media see posts made by the police but on most platforms they can privately message them to report an issue. Therefore, it could be said that by police having social media, their engagement is significantly better with the public, which according to the college of policing would be a success for police as they state “Engagement should be considered as a core element of police activity, informing – and having an impact on – every area of policing” (College of Policing, 2013). 


Police started using social media in 2008 (The Police Foundation, 2014), and since then it is clear that the public are interested in following them on social media platforms, as the metropolitan police have over 1.3 million followers on Twitter and over 100,000 followers on Instagram. If you look online, all major social media platforms are being used by all main police forces throughout the UK, and some smaller borough stations even have their own social media accounts. The police force through which I’m employed through (South Wales Police) has 152,000 followers on twitter and also has an Instagram account, Facebook account and even a TikTok account, all of which have thousands of followers. The police force have strict rules and regulations when it comes to the majority of their procedures and the use of social media is no different, “In 2010, The National Police Improvement Agency (NPIA) issued Engage; Digital and Social Media Involvement to the UK police forces. NPIA’s guidance advises forces to adopt seven principles for effective communication. These are to be credible, consistent, responsive, inclusive, ethical, and personable, and for the police service user to be an ambassador for the force and the service.” (The Social Element , 2012) And the NPIA’s guidelines are still useful to this day. As there are so many different social media platforms, it appears that separate platforms are utilised for different goals, at least it appears to be the case for South Wales Police. The transmission of information to local residents and even employees is a crucial usage and the most popular one. Police utilise their social media profiles to communicate with the public and to keep them informed regarding anything from updates on murder investigations to local road closures. 

I believe another benefit from the police utilising social media is the ability for crimes and incidents such as missing persons, to be easily shared with the public and thus brings the potential for it to be solved quicker. An example of this according to Webster is “A 75 year old man with dementia wandered away from a hospital in Birmingham. West Midlands Police were contacted by the hospital at 2 p.m. and immediately posted requests for information on Twitter and Facebook at the same time as they started a major police search. Less than an hour later, a member of the public who saw the social media messages noticed a man matching the description leaning against a wall two miles from the hospital and phoned the police who picked up the missing patient and returned him safe and sound.” (Russel Webster , 2013). Not only is this beneficial for the public as incidents gets solved quicker but it also allows for the public to actively engage with police and in some case such as this one, actually solve the incident and do the work for police, which could not be done where social media isn’t used. This method is also cost effective for the force. On average for the years 2021/22 the police public spending rose to £24.9 Billion (D.Clark, 2022), by police utilising social media for calls such as missing persons, then if a member of the public solves the incident for police, as they did for the incident in West Midlands,  this would save the police possibly thousands of pounds throughout the year, this can be said as if the police do not use social media and thus no member of the public finds the missing person, then the police would resort to a more extreme measure such as calling out NPAS (National Police Air Service) and according to Dearden “The cost averaged out at £1,314 for each call where a helicopter was sent” (Dearden, 2017) Therefore the use of social media could potentially cut the need for NPAS down significantly, whilst they would still need to be used, it would be less than normal. 

However there are risks associated with the police force using social media, for example it could be said that the job roles of those in the force employed with the sole purpose of social media engagement could go into better resources for the force or extra people employed as constables instead. One of the major risks and in my opinion is the greatest negative impact on the police using social media is, hindered public perception on the police force as a whole. What I mean by this is that, too often people are seeing the police in a way which makes the police force look as if they are unconcerned with crime rates as they are too busy in “dancing” or “making unnecessary videos”. This is evident as in August 2022, Lincolnshire Police were heavily targeted by not just the media but by the public and were accused of not policing properly and effectively. The force used a social media platform called TikTok to show a video of officers doing a popular dance called the “Macarena” which promptly caused members of the public to question “just what are the police doing?” and to question “could they be utilising their time to solve crimes?”. A news article published by Haigh reiterates my point as the headline for the article was “officers are filmed dancing the Macarena at Pride festival while number of unsolved crimes across the UK remains high”, Haigh states “Locals have reacted with fury after multiple posts were made showing on-duty officers having fun on the force's social media accounts from the festival, including the video of officers dancing. Residents have criticised the force's coverage, asking why officers were spending time at the festival instead of fighting crime on the streets.” (Haigh, 2022). Ultimately, while it is good that the public sees the “human side” of policing and effective engagement is done, this also opens a door for the public to rightly question the police’s willingness to solve crimes, and those people who have been told by police that their crimes have not been solved yet are then displayed with scenes of on duty officers dancing, which could cause them to believe that the police simply do not care about ongoing crimes, and that they are more concerned with “looking good” on social media. 

I have seen the use of social media in my role, both on and off duty. I can recall a time where a photo of a “high priority suspect” was posted on the forces social media platforms so that the public were aware they were wanted, and I personally witnessed members of the public commenting on the police’s post with tips as to where they last saw the suspect, this ultimately led to the arrest and apprehension of the suspect and I personally saw the use of social media benefit this particular case as these tips were accurate. I have also seen the effective use of social media by the police in that by posting certain suspects on social media, the “everyday person” is made aware of their crimes and if they have not been located yet then the public will be aware of this person and are therefore more likely to report them to police if they see them or avoid them, which could save that person from becoming a potential victim from said suspect. 

From what I have discussed I believe I can make my own informative decision and evaluate the police force’s use of social media. Whilst I have to acknowledge the benefits on the police force using social media for communicating with the public, I also have to point out that equally there are risks such as a decrease in public confidence in police, from videos and posts that instead show a fun side rather than a productive one. I do believe it is important for the public to see positive things from police, but I also think that it is important in how this is done, and if the use of social media is the means in which the message is given to the public, then I believe it should showcase officers solving crimes and chatting with real people and victims, instead of music themed videos showcasing dances. However, when the use of social media is done right, then it is a great way to communicate. As previously discussed, police can reach a wide range of audiences that they previously could not, but also it can be used to reach police staff, as ultimately police staff rarely come into contact with the major bosses in the role and rarely get to see what the public think of them, social media can be used to send a message to them to boost morale, this was showcased “Following the summer riots in 2011, Staffordshire police posted a ‘word cloud’ which collated the words most frequently posted by Staffordshire police followers. The word cloud celebrated the positive feedback the force had received for the way it dealt with the disorder” (The Police Foundation, 2014), and thus possibly lifted officer morale, without social media this simply could not have been done in such an easy and effective way.

(Word Count 2068)

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:

In my answer I will discuss the different types and styles of leadership that exist and talk about how these are relevant in the policing role. I will evaluate what types of leadership styles I use in my day to day role but also explain how these styles change when interacting with different people and discuss the benefits of changing these styles when dealing with different people, whilst also considering any negative impacts on doing this. I will analyse the strategies I have developed in leadership and illustrate how I use these in different operational situations and will explain why I use them. I will also discuss the different models of leadership that are commonly used in the police force, including the most common ones I see my colleagues using, and will also explain how and why I change leadership style to reflect changing circumstances.  

I will start by explaining leadership, so what is leadership? Leadership has many definitions as it has different meanings to different people, however “In its simplest form, leadership is influencing other people to follow. Therefore, anyone who can influence people to follow them has leadership qualities.” “Leadership happens at all levels within organizations and society, not just among those who work in defined "leadership positions." (MindTools, 2022). With regards to policing, leadership is a key pillar in the role, as a constable will need to be able to take charge and lead whilst at a call and dealing with members of the public and of course criminals. Without an effective style of leadership in the police, people will simply not follow orders directed by the constable and therefore this weakens the authority and respect for not only the constable but the police force due to public perception. In 2015 the police foundation hosted a closed roundtable discussion with 27 senior stakeholders to discuss the future of leadership in police, they discussed the definition of leadership and stated with regards to policing that leadership “is a broad term that may mean different things in different professional environments. In policing, it does not simply refer to the direction and control exercised by Chief Constables; good leadership is required at all levels from senior chief officers down to the PCs and PCSOs interacting routinely with members of the public, and is a feature of teams as much as individuals.” (The Police Foundation, 2015)

In the policing role there are many different bosses and leaders, I am a constable and in my station alone I have my sergeant who is my boss and then above that I have my inspector who is the boss of my sergeant, but being a boss in a management sense is not the same as leadership. According to MindTools “Leadership and management are not the same thing. They are distinctive, yet complementary, processes. And, while leaders set the direction for the work being done, they also need to use management skills to guide their people to the right destination, in a smooth and efficient way.” (MindTools, 2022)


In the policing role there are many types of leadership styles and strategies to use and all have their advantages and disadvantages. I have personally used them all whilst being in the police, as I have dealt with many different types of people, I have had to think about how will I get the desired outcome at a call and consider all of the different strategies available to me. I will discuss the most common types of leadership styles / models used in the police role and I have listed these in bullet point format below:

· Authoritative Leadership – According to Fritsvold “Authoritative leadership is strictly rules-based with a preference for order and a sometimes military-like approach. In such organisations, the leader exerts full control over the team and subordinates are expected to simply follow and obey, not to offer feedback or contribute ideas.” (Fritsvold, 2022). This style is most commonly used in the army and has been used in policing for years, however with the change of society many officers are now looking to change this and use other styles in leadership as sometimes this makes the public perceive the police as aggressive and less caring. Whilst this style does get the job done, it is a very strict style that not everyone will react well too. 

· Transactional Leadership – “Transactional leadership is much like authoritative leadership except that it relies on a rewards-based system to motivate subordinates. According to this system, rewards or punishments are handed out based on a subordinate’s performance and adherence to the rules.” (Fritsvold, 2022). This can be used in many scenarios and is used mainly by bosses, i.e. officers will work harder in fear of being punished. 

· Transformational Leadership – This style is more designed to fulfil potential in people and make positive contributions. K.White states that transformational leadership “encourages, inspires, and motivates employees to innovate and create the change necessary to shape the future success” (K.White, 2022). “Transformational leaders are inclusive, considering each individual’s unique needs, skills and motivations. They often have an “open door” policy to facilitate more frequent and candid communication.” (Fritsvold, 2022). 

· Situational Leadership – “Situational leadership is a leadership style in which a leader adapts their style of leading to suit the current work environment and/or needs of a team. This style of leadership is not dependent on the skills of a leader; rather it is based on a leader's ability to adjust to the requirements of a team or organization” (Indeed Editorial Team, 2022). This Originated from Ken Blanchard and Paul Hersey and is useful in the police force, due to the many different types of scenarios and people an officer will encounter, using just 1 leadership style many not always work, so if an officer can change their style to suit the situation, then it could greatly benefit them and could be the difference if a member of the public listens to the officer or not.


Good leaders in the police force will use the styles and models I talked about but will also combine these with personal traits and strategies to make them better leaders, most commonly the traits set out by the college of policing in the code of ethics. These traits are mainly honesty and integrity but also includes authority and one which is not in the code of ethics which is commitment. Personally I have worked on my communication skills to ensure that I fully understand the people I am dealing with, and so then I can use that information and fully explain what I would like them to do, whilst still sounding empathetic. I believe this is a good strategy to use as communication is a pillar in policing and if my communication is good I am more likely to be an effective leader. Erik Fritsvold PHD states “communication is arguably both a soft and hard skill, but in leadership, police officers must make effective communication a hallmark of their policing practice. “In every aspect of leadership, communication is important. Effective communication can create trust and build relationships with subordinates, peers, community members and other agencies” (Fritsvold, 2022). 

An incident I can recall in which I had to use multiple leadership styles to get my desired outcome at the call, was a domestic incident myself and my colleague attended. Whilst on patrol a 999 call came through regarding an ongoing domestic between a male and a female, the male could be heard shouting on the call. Before arriving at the call I utilised the national decision making model (NDM) to assist me with which leadership style I would choose. The college of policing describes the NDM and states “The national decision model (NDM) is suitable for all decisions and should be used by everyone in policing. It can be applied to spontaneous incidents or planned operations, by an individual or team of people or, to both operational and non-operational situations.” (College of Policing, 2014). I decided I would use the situational style and assess the situation first as I suspected I may need to adapt whilst there. Whilst at the call I spoke to the female first who was visibly upset and was not hostile, so I utilised the transformational leadership style whilst speaking to her. I did this by allowing the female to speak more, I used more open ended questions so the female was encouraged to speak. This style allowed me to get as much information out of the female as possible as it’s designed to get the most out of people. I allowed the female to speak rather than speaking over her and just giving direct orders, as a transformational leader allows others to speak so their confidence is raised and I assumed this would get her to open up about the domestic incident, Ugochukwu reinforces this point by stating “Transformational leadership is a model of leadership that relies on encouragement” “By raising morale and self-confidence, Transformational leadership, when properly applied, can take struggling, nervous people and completely transform them” (Ugochukwu, 2021). However, whilst speaking to the female the male entered the room and was very hostile towards me, I could see that a “laid back” approach of leadership style would not work with the male as it appeared he liked to take control. Due to the operational scenario changing I too changed my leadership style, I then utilised authoritative leadership to speak with the male as I could see he would simply “walk over” me if I were to allow him to have control over the conversation. I did this by becoming more assertive in my manner, closed questions were used instead of open-ended ones, and I did not give the male alternative choices to my instructions, so the male was more inclined to comply.  By using authoritative leadership, I was able to be in control of the situation and was able to effectively order the male to comply with my instructions, this had to be used as otherwise I suspected the male would see a “weak point” in me and would try to exploit it. Ansary further explains authoritative leadership and further explains why it was a good choice to use in this situation by stating “Those who rely heavily on this approach (authoritative leadership) are often seen as either the driver or the dictator, who have the benefit of this level of control” (Ansary, 2020), as I wanted to be in control of the situation this style appeared to be the best choice to utilise and the male did comply with my instructions. This incident is just 1 example on how my style changed with regards to the changing circumstances, however I constantly have to adjust the style as whilst at a call my boss may attend, if I use an authoritative approach whilst speaking to the public this then will change immediately when speaking to my boss, as they then use this same approach to speak with me. I often see bosses use the transactional approach too, as they want to be in control but also want to reward or punish certain behaviours. 

I have seen many leadership styles and models used in person and I believe with my own knowledge and further knowledge gained through researching I can comment on which styles work best, although all have pros and cons in the police. I believe the best leadership style to use whilst at calls is the authoritative approach, this is because most people see the police as the “people in charge” so when the officers take charge and give orders it does not come as a shock and most people comply. However I have seen this being used by bosses to other officers and I believe most people do not respond well to it, as people like to give their opinion on a subject and I believe in the police force every officer sees themselves as “somewhat important”, this is especially true in younger officers as they do not seem to like being simply ordered in quite a brash manner, Robertson writes about how younger generations do not respond well to this leadership style and states “younger generations are not as motivated by money as past generations. Research shows that the work environment, how one is treated, and if one is allowed to speak up and be heard are most important” (Robertson, 2019), this reinstates that with newer younger officers being employed, that the “way forward” with management to get the most out of the officers, may have to be a more transformational approach, as younger officers may feel mistreated if they are just being given straight orders with no choice for their input. If the bosses look to let the officers give their opinion on the matter a more positive working environment could be created. 
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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:

In my answer I will critically reflect on my career in the police and will discuss my three-year probation and how my style of policing has developed in many ways. I will discuss how I have become a better police officer from the coaching and mentoring of other officers with more service than myself, and I will also explain how this has helped me throughout my career but also in my personal life, whilst explaining exactly how I have developed and how it has affected my performance in the role of a police officer. I will discuss coaching and mentoring methods and theories that are widely used in policing, whilst also reflecting on how I also have benefitted from coaching and mentoring by mentoring officers with less service than myself, and how I may have benefited their careers. In my reflection I will mention how I honestly receive feedback especially constructive, and how I also provide feedback to other officers. 


When I initially joined the police in the year of 2020 and began my career as a response officer, I was initially afraid of the many challenges that I would face but also how I would deal with them. Starting the probation in a classroom and then going out on the streets of the real world dealing with incidents 6 months later is a big jump and a very different world. Like most officers joining I had preconceived notions about the role and the type of incidents that I would be dealing with but reflecting back now these preconceived notions were wrong as they were uneducated ones. When I first was posted at a station, I was appointed a tutor, a tutor in South Wales Police is an officer who has undergone training so they can mentor other officers, who are inexperienced. The college of policing states “A Tutor (including Tutor Constable) provides mentoring, instruction and guidance as well as facilitating work-based learning, development and assessment on a 1:1 or small group basis.  This may be on a full-time basis or in addition to other workplace roles” (College of Policing , 2023). Through my tutor I quickly began to learn more about the role and most importantly how to do certain tasks the correct way whilst ensuring mine and my colleagues’ safety. My tutorship lasted 3 months, I learnt skills that a classroom could not teach, and I then went on to my mentorship phase which also lasted 3 months. Since then, I have had to make my own decisions and be responsible for them. Reflecting on my probation highlights how much I have progressed as an officer. For example, when I first started, I did not know how to use NICHE, which is an application police use to update calls, make person searches and send and complete case files. A simple task of updating a call was complicated to me and if asked to add in additional reports I would need a lot of help to do so, which my tutor provided. Reflecting now, using NICHE is an everyday occurrence, I can now easily access NICHE, update calls and do case files in a deadline and send them to CPS without any assistance. This shows just how far I have progressed in just one category of the many categories in the role and highlights how beneficial coaching and mentoring was. Whilst in training there were also “attachments” that I had to complete to progress my training. This was a form of coaching and mentoring as it allowed me to work on other departments such as CID and therefore I worked with experienced officers that coached me, this is something that I could not receive whilst on normal duties. 

Before I discuss coaching and mentoring, it is important to note just how much I have changed and progressed in my three-year probation period. My style as an officer has completely changed, before I would “sit back” at calls and allow other officers to take the lead, I would let other officers tell me what to do as I had a lack of knowledge and understanding. However, now I often take the lead whilst dealing with an incident, I am now the second most experienced person on my team and every day I work with officers less expected than myself. Therefore I usually have to guide the officers on their actions as often they are student officers fresh out of training, and even though I am not a tutor, often I remind myself as one, as I am the one teaching them about NICHE and policies whilst at a call, so the roles have been completely changed since starting the job, and this is due to the knowledge passed to me by more experienced officers by them coaching and mentoring me. This had allowed me to meet work deadlines and allowed me to be a more efficient officer. I am also now finding that I am utilising coaching and mentoring methods whilst working with inexperienced officers.  

“A coach or mentor works with an individual or a small group to help them to define and achieve their career and personal objectives, improve performance or resolve work-based performance issues. The relationship is finite, often over a short timescale, focusing on specific skills or improvement goals.” (College of Policing , 2023). However, coaching and mentoring are slightly different, A mentor is somebody who shares their experience, skills and knowledge to assist someone to grow and develop. A coach is someone who provides guidance to their student on their goals and helps them reach their full potential by working closely with them. (PushFar, 2023). There are many different models / theories used in coaching, a popular model is called the GROW model. The GROW model is ultimately used to unlock potential and possibilities in those using it, the model was created by Sir John Whitmore along with help from his colleagues. GROW has 4 concepts to it, these are Goals, Reality, Options and Will. (Performance Consultants, 2023). Please see figure 1 below which clearly shows the GROW model. 
Figure 1 
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(Performance Consultants, 2023)
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The first step of the GROW model should be achievable also this is defined as “a SMART goal: one that is Specific, Measurable, Attainable, Realistic, and Time-bound.”, this can be done by asking questions such as “Does this goal fit with their overall career objectives? And does it fit with the team's objectives?”. (MindTools, 2023). In policing this could refer to can the student sufficiently and safely make an arrest and do multiple of these in their tutorship period?  The next part is to examine the reality, what is happening in the student officer’s life and does this conflict with the goal? Next would be to outline the options available. I can say I have experienced this as my tutor would regularly discuss what I could do to ensure I achieved my goal, my tutor would discuss with me after a call what I could have done at the time and what other options I could have utilised, such as speaking clearer when arresting someone or going over the radio to alert the control that you made an arrest. These gave me options which I could use next time and helped me reach my goal faster. The final part of the GROW model is Establishing the Will, in policing this could be how eager a student is to make an arrest or put themselves forward to do something, and how often they will practise it. There is then a stage where both the coach and student reviews their progression, in policing this is done in the forms of meetings where the student, tutor and another party meet and discuss the students’ developments and if they can continue in the role. 



Another model / theory used for mentoring is the Biggs Presage Process Product Model, also called the Biggs 3ps. The Biggs 3p model was “developed to express the interactions between lecturers and students from the opinions of the expectations that both would have regarding the teaching and learning process. The 3Ps model describes 3 points in time at which learning-related factors are placed.” (Kamarudin et al, 2020, p. 293). Presage is the stage prior to when the learning takes place, Process is the stage when the learning is on-going and Product is the end outcome of the learning. Please see figure 2 which outlines the Biggs 3P Model. 




Figure 2
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 (Joo, 2023)


South Wales Police have acknowledged that mentoring is a key part in policing, and I have seen first hand that they have created what is called “mentoring schemes”, I have seen these schemes being advertised whilst in work. South Wales Police define the purpose of these schemes is to accelerate performance and professional development whilst keeping in mind the force’s policy, and South Wales Police believe that having a standard scheme will ensure consistency amongst staff of their professional behaviour and knowledge and so there is a scheme that officers can take if they need extra support. This is done by the mentor being qualified, as being qualified to coach or mentor is a key element as without it the necessary knowledge cannot be passed on, this means that if this scheme is used for officers to become a sergeant so they can have extra support passing their exam, then the mentor must be sufficiently qualified and therefore would need to be a sergeant or a higher rank. 


In the police role receiving feedback is something as a student officer you will encounter. I personally have received both helpful and unhelpful feedback from other officers. I believe I receive feedback well; I personally really enjoy getting feedback as it allows me to grow and become a better officer. My tutor would regularly give me feedback after each call, and this allowed me to quickly address what I was doing wrong as without feedback I would have not realised that what I was doing was incorrect at the time. For example, whilst at a call when I was being tutored whilst at a domestic incident, I did not split up the 2 parties and was not assertive when needed to be, my tutor quicky addressed this and immediately after the call he explained that I followed the incorrect procedure and that I needed to be more confident. Rather than being upset by these comments I listened and took them on board, I thought about what I had done and realised that I could do better, and therefore the next time I dealt with a domestic call as this feedback was on my mind, I immediately took charge and split the 2 parties up as per SWP policy. I have also received positive feedback on how well I completed a certain task, I also take these on board as it shows that I did something correctly and will remember to do it the same way in the future. I believe that it is important not to let positive feedback make you become arrogant and overly confident however, as this is a negative trait. 

Whilst being on shift I have had the pleasure to work with inexperienced officers where I have had to give them feedback. For example, whilst at a call I allowed the student officer to lead as they were exiting their tutorship period and wanted a challenge, the student officer followed procedure for most of the call but did not handcuff the prisoner promptly, which caused a small scuffle, which myself and the student had under control. I then gave the student feedback after the call using the SBI Method, which is Situation, Behaviour and Impact Method, I explained first what I was talking about which was the handcuffing of the subject, I then explained that the students officer behaviour (which in this case was choosing not to handcuff at the appropriate time) and then I discussed the impact that this had on the call. I have also used “the Sandwich Method” to provide feedback which is stating a positive action that the student officer did, then follow this by a negative action that they did and then again ending the feedback with another positive point. This is my personal favourite form of provide feedback as it makes the student officer feel good but also allows them to work on something. 

Personally, I believe I am a completely different officer to when I first started, I can handle myself better whilst dealing with confrontation and I cannot think of an area that I have not improved on. I am still learning however and I encounter something new on most days and thus sometimes need guidance which now comes from my supervisor instead of my tutor. My improvement in the role is heavily related to coaching and mentoring, I received a great tutor who coached me where I knew I was doing good but also felt that I could improve at every call we dealt with, and by being coached well I now feel I can pass this onto other student officers that may need help. 
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