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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:

To answer this question, I will be using The ERA cycle. In "ERA Cycle" The ERA stands for experience, reflection, and action. This simple paradigm was developed by Jasper (2013) and is based on the notion of experiential learning. Action is the most crucial component because it applies what is learnt via reflection to subsequent interactions (Ibid.). I will demonstrate throughout my reflection how I'm trying to fulfil the expectations of a contemporary professional police officer and I will be analysing the College of police's strategic role in the professionalisation of police in the UK closely throughout this section.

Within the first year of probation, I found that I needed a lot of help from my colleagues. I would often draw on their knowledge and experiences to assist me with my decision making and the completion of my own paperwork. I found that I would be quite unsure on how to deal with certain situations as the role of a police officer is not one size fits all, what may work in one situation may not work again. Due to this, I have been able to draw on a large variety of different approaches to problem solving for most situations. It has also given me the knowledge on how to approach certain scenarios in a logical and more methodical manner.


During my second year of probation, I found that I did not need as much assistance with my decision making or paperwork. I was able to draw on all the experience gained during my first year of probation to assist me with a large variety of different settings. Although I had more experience and knowledge to assist me, I still had moments where I would require help from my peers. 

Now that I am in my third year I have found that I have more junior officers asking me for my help and guidance. I am now able to draw on my own experiences to assist in guiding those newer to the role. I have found that some newer officers start their new role with the conception that there will be lots of fighting and arguments with suspects. I strive to treat every individual I come across with dignity and respect whether they are a victim, suspect or witness. I feel that this is highly important as it also minimises the need to use force in most instances. When people are treated in this manner they are more likely to be compliant. Emotional intelligence is the capacity to recognise and control one's own emotions as well as those of others. Its major components are emotional awareness and self-regulation. Officers and employees believed that emotional intelligence was directly related to their capacity for effective communication under challenging circumstances (College of Policing, 2020). A examination of the available data revealed that programmes that decreased attacks or violence or altered conduct frequently concentrated on developing emotional intelligence, comprehending other people's motivations, demonstrating empathy, and managing one's own emotions. Using body language, empathy, and active listening techniques, one may establish and maintain communication.  For example, to reduce the possibility of violence, crisis and hostage negotiators employ "verbal containment" as a person may be less prone to use force if they are expending their energy on communication (Ibid.).

During my final year of probation, I have noted how much I have grown as a police officer and an individual. With the constant changes in police requirements, I have had to learn to adapt to each of these changes. I have found that the majority of my learning has been through an apprenticeship type approach, where I learn by doing. I have also found the extra online learning beneficial to give me that initial understanding prior to dealing with situations. 

The intricacy and difficulties that the police now face have evolved, necessitating reorganisation and better police-community interactions. Policing Vision 2025 presents a picture of the necessary workforce as confident, skilled individuals with the ability to adapt, be independent, and informed in order to fulfil the necessities of this new operational environment (NPCC, 2016). To meet these increased operational demands, the police must become more professional. The police department has to shift from merely an organisation that responds professionally to one that transforms into a professional service, according to Neyroud's (2011) research on Police Leadership and Training. He advocated the establishment of a professional association, the creation of an organization-wide system for validated credentials, the adoption of an ethical code, and the creation of a substantial body of knowledge founded in scientific facts. Through the creation of the College of Policing, graduate entry through the Police Qualifications Education Framework (PEQF), the quest for and implementation of an ethical code, and an increased focus on the requirement to adopt evidence-based policing, the police service in England and Wales recently embraced these characteristics (Ibid.). 

The plan for police for the ensuing ten years is described in the Police Vision 2025. To maintain the safety of citizens and provide a service that is dependable, efficient, and affordable, it will affect how police use resources and make choices regarding change. The neighbourhoods they serve are growing more diverse and complex, so police must create a more intelligent response to the challenges they face now and in the future (Calam, 2017). Police commissioners, chief constables, and other top officers recognise that law enforcement is required to keep evolving to the contemporary policing environment if they are to serve the requirements of their communities. These dangers include domestic violence, cybercrime, and new dangers from severe and organised criminal activity like terrorism or human trafficking. The goal of policing is stated in the Police Service Declaration of Mission and Values (Ibid.). Priorities may alter over time in reaction to changes in the external environment, but it will continue to be constant. As stated in the mission statement, the goal is to "make communities safer by upholding the law fairly and firmly; preventing crime and antisocial behaviour; keeping the peace; protecting and reassuring communities; investigating crime and bringing offenders to justice." (NPCC, 2016).

The police service establishes and fosters a workforce capability that is geared towards the future using a professional method called workforce transformation. This transformation involves adjustments to hiring, compensation, and performance systems, as well as the appreciation of staff members' talents and knowledge, a stronger focus on education, improved leadership, and support for digital capabilities (College of Policing, 2020). Evidence-based policing, the establishment of a knowledge-based system, and the PEQF have all been promoted by the College of Policing (CoP) as ways to improve employee knowledge and competence. A new ethical code and standard requirements have also been stressed in conjunction with this (Ibid.).

The relationship between the police and education has existed for a long time, with cooperation with Higher Education Institutions (HEIs) becoming more common since the late 1990s. Commentators have noted difficulties for officers who pursue credentials while in service or acquire research skills (Papathoma, 2019). The launch of the College of the Police in 2012 gave national educational alliances the incentive they needed to grow and become formalised. Academic training and a focus on lifelong learning are increasingly recognised as essential for ensuring that police are prepared to handle the shifting dynamics of complex communities. With regard to encouraging recruits to consider their commitment to the communities they patrol, the Police Now project has had some degree of success (Ibid.). 

Wood contends that by forming alliances with HEIs, there is a sincere collaboration between theory and knowledge development that can be ingrained to produce socially aware practise, ultimately producing better officers (Wood, 1991). Hough and Stanko contend that the PEQF must balance the development of new officers' proper competencies with a foundation in theoretical knowledge. Additionally, they emphasise the necessity of having a precise conception of what a good officer seems like and indicate that this may vary based on context and geography (Hough & Stanko, 2020).

It is still unclear whether the PEQF will actually cause significant changes in higher education. Hough and Stanko contend that the proper balance between imparting theoretical information and the right abilities must be struck. In the professionalisation process, evidence-based policing is regarded as being crucially vital, but there have been worries that it has been defined too narrowly and is based on a scientific theory of what works. Although the CoP has expanded the concept of evidence, there are still issues with front-line practitioners not participating in the process of knowledge creation (Martin, 2021). Opponents claim that not all segments of the workforce are adopting evidence-based practise, and that the process of "Macdonaldization" that resulted from the implementation of new public management (NPM) continues to this day. According to Grundhus' empirical study of knowledge frameworks in the Norwegian police, the value of knowledge relies on the way it's utilized and processed, and giving more weight to logical, quantitative data that is driven by NPM imperatives exists to serve to uphold long-standing cultural police values. These obstacles to integrating scholarly advancements into policing are often not new, and management opponents' front-line cultural wars of resistance are frequently mentioned (Ibid.).

The College of Policing is working with forces to provide their workforce with the skills and authority they need to combat the rise in criminals using the internet. The five objectives for reform in British policing are greater incorporation with health, education, social services, and community programmes, more multi-agency teams or hubs, specialised technical expertise like armed policing, surveillance, and significant investigations, police officers being educated and prepared to respond to the rise in criminals using the internet, and the College of Policing working with forces The need for police and other public utilities will decline as a result of these developments (College of Policing, 2020).

The most recent revision of the Strategic Policing Requirement (SPR) was made in 2015 in order to comply with the Home Secretary's legal need to identify the current national threats and the necessary national defences at that time the SPR was published. Many threats may be addressed by individual police forces within their local force area, some national dangers may call for a planned or integrated response that necessitates the pooling of resources from several police forces  (Home Office, 2023). Forces frequently need to work with other local partners, emergency services, national agencies, or regional alliances to ensure that the national hazards are managed with efficiency and effectiveness. Seven national threats are included in the updated SPR, which confirms the legitimacy of the six listed in the previous version: terrorism, serious and organised crime (SOC), a national cyber event, sexual assault of children, public order, and civil crises. In order to represent the threat it poses to community safety and confidence at the moment it was released, it also covers violence against women and girls (Ibid.).

Police must develop their professionalism and adapt to the modern policing environment to keep people safe and deliver a service that is reliable, efficient, and cost-effective. The police service is transforming its workforce through workforce transformation, evidence-based policing, knowledge-based systems, and the PEQF (Pepper et al, 2020). The PEQF must balance theoretical knowledge with practical competencies to produce better officers. The College of Policing is working with forces to provide their workforce with the skills and authority to combat the rise in criminals using the internet, and the most recent revision of the SPR confirms the legitimacy of the six listed in the previous version (Ibid.). I feel that I have evolved well over my three year probation into the role of a modern police officer. I have adapted to all of the changes and faced all of the challenges put to me. It has not always been easy learning on the job but it has provided me with the fundamentals needed to execute my role effectively and efficiently. Whilst I am grateful for the online learning in the form of the PEQF as it provided me with a solid foundation to begin my learning, I feel that it has caused high levels of stress to an already stressful role.
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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:


To answer this question, I will be using The ERA cycle. In "ERA Cycle" The ERA stands for experience, reflection, and action. This simple paradigm was developed by Jasper (2013) and is based on the notion of experiential learning. Action is the most crucial component because it applies what is learnt via reflection to subsequent interactions (Ibid.). I will be critically evaluating my experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives. I will be considering the South Wales Police force policy on using social media for professional information and engagement purposes, the social media platforms used by police and what the benefits and risks of using social media is. 

The incident I will be reflecting on to answer how social media is used in policing is; At the end of my second year of probation, I was requested to assist with missing person enquiries. One of the enquiries included, requesting for the missing person’s photograph to be uploaded onto social media in the hope that he could be located by members of the public. For several days following the photograph being placed on social media, members of the public were leaving comments on the image stating that they may have seen the male. It also prompted members of the public to contact the police directly to report any potential sightings.

Having all of these reports flooding in was beneficial as it built a picture as to the potential whereabouts of the missing person. The drawback from this was that there were many reports made to police that were not relevant to the investigation. This caused a lot of time being wasted. On several occasions placing the images of missing people on social media platforms have proven to be effective due to the influx of reports that then comes to the attention of police. 

Another time I have used social media platforms within my policing role is during an attachment with the neighbourhood policing team (NPT). NPT works closely with it’s communities and due to this they use social media to promote the hard work they do to improve public confidence. Currently there is a lot of community distrust when it comes to police EVIDENCE. I often hear how members of the community feel failed by the police due to their own personal experiences. I have noted that the benefit of police uploading these images to social media shows the public far more than they see in terms of the proactive nature of the policing role.

In public enforcement, online platforms have been used to encourage openness, transparency, and citizen involvement, however limited information is available about how police and employees use social media and how it works to encourage citizen engagement. This is significant because a variety of internal and exterior driving factors and counter forces will determine how new technologies will affect the police setting (Bullock, 2017). Service delivery is shaped by effective communication to meet the public's needs. interacting with individuals, listening to their problems and recommendations, and acting upon them in a manner that enhances enforcement efficacy and service quality are all part of it  (College of Policing, 2020). The police may communicate via open data, the internet, and social networking sites, as well as face-to-face interactions. Media interaction should be proportionate to the requirements and demands of the diverse communities served (Ibid.).

Open data refers to non-personal information stored by or on behalf of a public entity that is freely available to the general public. It makes it possible for the general public to hold public sector organisations accountable and allows apps to incorporate data from many sources. Applications include websites, mobile apps, research, and publications, among others  (College of Policing, 2020). Although the idea of open data is not new, there are no established definitions. Open data is information that is publicly accessible to all users and cannot contain private information like names of specific people. Open data refers to information that is made available under the principles of the Open Government License with some exclusions due to security and confidentiality concerns (Ingrams, 2017). Open data motivates government organisations to actively make information and data accessible to the public, fostering a more transparent system of government in which individuals may engage and cooperate. Public sector organisations can compare themselves to other organisations of a similar nature, which facilitates service benchmarking and improves decision-making. Also, it can lessen requests for information made, for instance, in accordance with laws governing freedom of information (Ibid.).

Using websites that let users publish public information, talk effectively with other people, exchange messages, and share photos and videos, people use social media as a mode of communication. This Police Foundation Briefing covers some of the major challenges surrounding the police's present usage of social media. Social media comes in a wide variety of formats, including social networks like Facebook and LinkedIn, microblogging platforms like Twitter, and media sharing websites like Instagram or YouTube (The Police Foundation, 2014). Although many of the concerns addressed also apply to other social media platforms, this short article concentrates on Facebook and Twitter since they are the most pertinent to police. In order to access updates or messages, users must friend or follow a profile, therefore building relationships on social media is crucial. Those who share 're-tweet' or "favourite" updates 'tweets' on Twitter or click the "like" button next to items on Facebook may get more visibility and friends and followers (Ibid.)

The manner the population shares and consumes information has significantly changed as a result of social media. Ofcom (2014) found that 83% of adults currently use the internet and 55% have active social networking profiles. 96% of individuals who use social networks have a Facebook page, and 31% have a Twitter one. 83% of people between the ages of 16 and 24 and 60% of those on social media use social media websites more than once every day (The Police Foundation, 2014). The public may now communicate with the police on social media, and involvement is crucial to gaining the people's trust and confidence. It is crucial for the authorities to comprehend and utilise the various instruments so that they can make the most of this chance (Walsh & O’Connor, 2018).

In addition to more traditional methods like handing out flyers or using the mainstream media, social media gives the police a new channel for informing the public. Posters can advise the public on how to stay safe, prod them to be vigilant for criminal activities in their neighbourhood, and provide them suggestions on how to reduce risk (Walsh & O’Connor, 2018).. It can control the spread of rumours and false information during protests and significant instances of disorder, and is especially helpful during important situations like disturbance, demonstrations, and protests. There are numerous instances of police using social media efficiently during widespread disturbances across the globe, such as the Vancouver Police Department (VPD), who used Twitter heavily in 2011 when disorder broke out during a major sporting event (Ibid.). Social media can be used for disaster management that goes beyond traditional policing regions. This was done in 2011 during the floods in Queensland, Australia, and the earthquake in New Zealand. For their creative use of social media during severe weather, the Calgary, Canada, police received an international award (The Police Foundation, 2014).

The police can utilise social media to acquire intelligence, with its quickness being a key benefit when requesting witnesses or information or searching for missing people. Moreover, it can be used to gather details after an incident, such as the particular instance of Joanna Yeates, who vanished in December 2010 (Crump, 2012). In order to obtain information and sources, the police also frequently patrol locations that are thought to be the scene of illegal or antisocial conduct. Collaboration can help in this area. For instance, Facebook and the authorities have worked together to identify photographs of sexual assaults on children and have frozen a user's data to aid investigations (Ibid.).

Various forces use social networking sites in multiple ways, according to research. In a study of Twitter communication during the summer riots, the Metropolitan Police Service (MPS) and Greater Manchester Police (GMP) found that the MPS took a more formal approach while GMP was more informal and used a more "expressive" style of tweet to engage with the public (Fernandez et al, 2017). The research discovered advantages and disadvantages in both strategies, with GMP's more informal approach fostering a stronger connection with the public but having the potential to elicit unfavourable reactions from followers. The study found that the GMP's approach was more successful at connecting with the public than the MPS's more formal approach, despite the fact that the Twitter feed proved to be simpler to manage and less likely to receive unfavourable comments (Ibid.).

Utilizing social media successfully requires striking a balance between posts that are informative and posts that are amusing and entertaining. According to studies, open communication can increase citizens' confidence in the police, while an interactive online presence as opposed to one that merely disseminates information and can foster goodwill and personal connections with users (Denef, et al, 2012). Instead of conversing with the public, the cops frequently provide or request information on social media platforms. The police most frequently use social media to tell the general population about current crimes, traffic accidents, missing persons, stolen vehicles, suspects, or arrests. This pattern seems to be mirrored throughout Europe (Ibid.).

The use of social media gives the police new ways to interact with the public, acquire and share information, and conduct intelligence gathering. There is currently no national plan for police use of social media, so each force must come up with its own strategy. However, the MPS has established a Digital Communications Steering Group to concentrate on important strategic social media problems (Dekker, et al, 2020). To ensure that lessons are learned regarding what constitutes best practice, work still needs to be done on creating systems and strategies that help integrate social media into regular working practises. Research into how the public views the police's use of social media may be useful, especially if it helps identify what the public expects from a police social media account, how they perceive various tweets or posts, and what effect social media has on public confidence over the long term. Social media, which is used by 87% of young people, may play a crucial role in fostering faith and confidence among the public and enhancing enforcement in the future (Ibid.).

The objective of South Wales Police's presence on various digital platforms is to inform, educate, and influence people's behaviour in their communities. National recommendations only encourage using social media for interaction and contact, while Twitter's own policy outright forbids "social listening." (South Wales Police, 2018). Police departments can quickly reach a broad audience through social media, build connections with the community online, save money, aid in the fight against crime and its prevention, strengthen services and policing activities, respond to concerns raised and reassure them, and offer alternate ways for the general population to contact the police. The Media and Communications Department is in charge of managing the force's main corporate accounts, which are required to be multilingual in order to adhere to Welsh Language Standards (Ibid.)

Open data is non-personal information stored by or on behalf of a public entity that is freely available to the public, making it possible for the general public to hold public sector organisations accountable. Open data motivates government organisations to make information and data accessible to the public, fostering a more transparent system of government. Social media has changed the way people share and consume information, allowing the police to gain trust and confidence. Police use social media to acquire intelligence, gather details, and collaborate with other forces. Social media can increase citizens' confidence in the police, but must be balanced between informative and entertaining posts. South Wales Police uses social media to inform, educate, and influence people's behaviour. Within my role as a police officer, I have had various opportunities where social media has been used with a positive effect. This has been in the form of identifying those involved in crimes or locating missing people. There have also been occasions whereby social media has caused valuable time to be wasted in following leads which have proven not to be related to the incident in question. This can potentially prove problematic when you are trying to locate a person in a time critical manner. As a whole I believe that the use of social media for policing purposes is very effective as it reaches a far greater audience and you are most likely to get information rapidly.
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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:



To answer this question, I will be using The ERA cycle. In "ERA Cycle" The ERA stands for experience, reflection, and action. This simple paradigm was developed by Jasper (2013) and is based on the notion of experiential learning. Action is the most crucial component because it applies what is learnt via reflection to subsequent interactions (Ibid.). I will be critically evaluating and evidencing my leadership style whilst critically analysing the leadership strategies which I have developed to manage a range of operational situations. 

On many occasions I have had the task of being crewed up with officers which have been less experienced than myself. I have found that during these times I take on a more nurturing approach. I often spoon feed information to assist them in making educated choices on how they should react to a situation. This could take the form of reminding them of laws and legislations, drawing from my own personal experiences or simply just providing feedback once we have finished dealing with the incident. I like to think that I lead by example in the instances whereby they do not feel confident enough to take the lead. 

Prior to attendance at an incident with a less experienced team member, I asked her if she felt comfortable enough to take the lead in dealing with the task at hand. She initially informed me that she was but during our attendance at a domestic incident, I soon noticed that she was finding it difficult to manage the situation due to her inexperience and lack of confidence. Due to this I asked the parties involved if we could be excused a moment and I had a conversation with my colleague to ensure that she was comfortable. It was during this time that she stated that she was feeling out of her depth and that she would prefer to observe for a period of time. This has seen me take on a more transactional leadership approach. I felt it was important to adopt this leadership style on this occasion as I wanted my colleague to further her own leadership skills whilst ensuring that she made minimal mistakes. Following the conclusion of this incident, both myself and my colleague had a de-brief where she thanked me for helping her through and giving her the initial control of the situation but also assisting her in feeling more confident when she felt out of her depth. She also stated that she observed the manner in which I dealt with the situation and had learnt new skills that she would like to try just by watching me.

On another occasion I was crewed with another inexperienced officer who had only just left their tutorship, due to this I automatically took the lead prior to having a discussion. The incident in question was a suicidal individual that was standing near to a train track. I perceived that the situation would have carried too many risks for a completely inexperienced officer. I was able to effectively communicate with the individual leading to them co-operating with me long enough to get them away from the train track. Myself and my colleague had a conversation following the termination of the incident and they did state that they would have liked to have been a more active part of the incident but also understood why it was not possible at the time. This was where I adopted a more autocratic approach to my leadership role. At the time of the incident I felt it was more prudent to have full control of the situation in had, whilst my colleague was more attentive to any information that was received or to be given over the radio was left to them. My colleage was also put in charge of trying to find any family members and negotiators that would potentially be able to assist us in getting the individual we were dealing with to comply. Looking back I would have liked them to have had a bit more of an input on talking and negotiating with the individual.

A management approach known as autocratic leadership allows one boss or a small group of trusted advisers to make decisions alone, with little to no feedback from other people. While not listening to the team or asking for their input, this style of leadership may be successful in circumstances that call for quick and decisive decision-making (Golembiowski, 2020). 

Successful team leadership is possible for authoritarian leaders because of the four key qualities: The first of which is, Self-confidence. This is the belief in one's own skills and abilities, which is crucial for making choices based on a variety of options and the effects of each option  (Herrity, 2023). It's crucial for an authoritarian leader to rely on their own knowledge and judgement in a high-stress or time-constrained situation despite outside pressure. The second characteristic is motivation, which requires autocratic leaders to be self-motivated as well as capable of motivating those they lead. Empathy and communication skills help these leaders understand what their team requires and outline realistic strategies for their team to achieve success (Thomas & Cangemi, 2021). Third, when giving direction and delegating tasks to team members, autocratic leaders must be clear and consistent. The ability to outline expectations and processes for completing specific tasks ensures that those involved in the work can perform tasks at a high level. The fourth attribute is dependability. These executives adhere to their company's regulations because they recognise that these principles promote efficiency and production. This characteristic makes individuals trustworthy, particularly in teams that benefit from hierarchy (Ibid.).

Autocratic leadership provides various important benefits to team participants and those who follow this leadership style, including: increased productivity Delays in production are less likely when authoritarian leaders transfer duties directly to team members. These leaders may assist staff in finding solutions and reassigning jobs to ensure that work continues uninterrupted (Laub,2021). Autocratic leaders supply all required information to staff, which streamlines communication lines. Whenever a team member needs clarification or extra information to perform their job, their autocratic boss seldom needs to send that information to another individual (Ibid.). Time constraints frequently effect decision-making in high-pressure circumstances, and having numerous individuals cooperate on decisions may jeopardise the situation's integrity. Autocratic leaders analyse all possibilities and potential outcomes before making a logical choice that benefits the most people (Herrity, 2023).

Authoritarian leaders have the option to exercise complete authority, accountability, and stress while building and maintaining an efficient organisation. They also have the capacity to micromanage, encourage employee reliance, intimidate, and generally abuse their staff in a hostile work atmosphere (Jermier & Berkes, 1979). This leadership style has the potential to: Micromanagement may result: Leaders who desire complete control in the workplace may also closely monitor the duties, progress, and performance of their direct reports. Micromanaging autocrats interfere and reprimand staff at every step of the process, rather than providing basic directives, deadlines, and goals to steer their team's work. Having a leader accountable for all responsibilities and problems relieves the team of potential anxiety and stress, but it also establishes a relationship of absolute dependency (Ibid.). Even at work, it's critical that no one person be wholly reliant on another for pleasure, inspiration, or professional advancement. An autocrat often accepts responsibility for their team's successes and failings  (Herrity, 2023). Individual team members may find it challenging to feel valued for their own ideas, worth, and efforts in this type of setting. Because autocratic leaders often keep all corporate information to themselves, this type of workplace can leave employees feeling helpless and misled, leading to mistrust in their leader's conduct. Having complete authority, on the other hand, might make authoritarian leaders feel alienated and distrustful of their staff (Ibid.).

Leaders are responsible for inspiring, motivating, and encouraging their team. However, only 15% of knowledge workers feel completely heard by their organization. Transactional leadership is one style of leadership that can help team members excel at specific tasks or situations. There is no one right way to lead, and the best leaders use multiple leadership styles (Jermier & Berkes, 1979). Transactional leadership is a leadership style that emphasises order, organisation, and goal-oriented planning. Leaders frequently use a compensation system to inspire their teams, appealing to each team member's self-interest. In other circumstances, a laissez-faire approach is employed, with the team leader being hands-off until needed (Ibid.). Transactional leadership motivates individuals through extrinsic incentive and dependent benefits, yet it can result in short-term targets and constrained decision-making. To foster an open and collaborative work atmosphere, it is critical to balance the regimented setting of transactional leadership with alternative leadership styles that acknowledge employee achievement more holistically (Ibid.).

Transactional leaders focus their teams on tasks and duties by executing on specified short-term goals. Its clarity and short-term concentration assists team members in prioritising and eliminating uncertainties. According to one study, 29% of employees who experienced burnout in the previous year felt overworked due to a lack of clarity (Vito, et al, 2014). You may assist your team focus on the proper priorities by providing them a clear objective and telling them what to do using a transactional leadership style. By placing a reward at the conclusion of an immediate objective, transactional leadership can boost drive. In the shape of commissions, this is most frequently used by sales teams. Include the deadline for the goal's completion, any potential hazards or dependencies that could affect it, and any pertinent project benchmarks along the way when establishing clear goals and guidelines. Team members can more easily assess success and efficacy by knowing precisely what one is striving for and the steps required to get there (Ibid.).

Although transactional leadership can aid team members in establishing short-term objectives, creative teams may find it ineffectual. Create a welcoming workplace that values different points of view, and urge team members to improve their abilities for collaboration and teamwork as well as to form relationships across functional lines(Martins, 2022). Additionally, offer team members the chance to express their creativity and ensure that they are successfully motivated and supported. As 44% of workers mentioned having engaging and enjoyable work as a motivator, this is a crucial element in encouraging team members to perform at their highest level (Ibid.).

Through a compelling vision, motivation, and a call to action, transformational leadership empowers people to effect good change. Leaders engage their audience and motivate them to strive for something bigger than themselves, which sparks group action that fosters creativity, change, and societal advancement (Baker, 2023). Idealistic contribution, motivating management, stimulation of thought, individualised attention, and an effective coach or mentor who is invested in working with each member of the group are characteristics of transformational leadership. Respect and confidence foster idealised influence, passionate communication fosters inspiring leadership, intellectual stimulation fosters intellectual stimulation, and individuals are given special consideration (Ibid.).

Numerous advantages of transformational leadership include increased courage and hope, genuine change, the development of close relationships, enhanced wellbeing, and decreased tension (Baker, 2023). Additionally, it may benefit a person's wellness and outlook, resulting in greater degrees of wellness and psychological stability. A changemaker, transformational leaders forge strong ties with their followers and motivate them to work for the common good. According to one research, there was less conflict and stress in a transformational leadership environment, which increased productivity and effectiveness (Ibid.).

Although transformational leaders are renowned for their inspiration and broad perspectives, they occasionally battle with detail orientation and require assistance from more organised and detail-oriented individuals to keep a transactional focus. The tendency of transformational leaders to rely too heavily on emotion and passion may limit their ability to conduct research and use reason to confront uncomfortable facts about their organisations (Miller, 2021). Although transformational leadership has great potential, it isn't always used ethically and for the benefit of all. Transformational leaders are able to effect change by inspiring their followers to put aside their individual interests and short-term concerns in order to work together towards a shared objective. It does, however, have some shortcomings (Ibid.).

Autocratic leadership is effective when the leader possesses four essential traits: dependability, self-assurance, motivation, sensitivity, and communication skills. It offers advantages like higher productivity and fewer manufacturing delays. In a hostile work environment, authoritarian leaders have the potential to micromanage, promote employee reliance, intimidate, and mistreat their staff. The emphasis on organization, preparation, and goal orientation in transactional leadership can result in short-term goals and limited decision-making. Through a captivating vision, inspiration, and call to action, transformational leadership equips people to bring about positive change. Increased courage and hope, real change, close relationships, improved wellbeing, and reduced tension are just a few benefits of transformational leadership.
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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:


To answer this question, I will be using The ERA cycle. In "ERA Cycle" The ERA stands for experience, reflection, and action. This simple paradigm was developed by Jasper (2013) and is based on the notion of experiential learning. Action is the most crucial component because it applies what is learnt via reflection to subsequent interactions (Ibid.). I will be critically reflecting on my three year probation period. I will be looking at how I have benefitted from mentoring and coaching, how it has helped me to meet personal, professional and organisational goals as well as how it has aided me to learn, develop and perform in the work place. 

The phrases "coaching" and "mentoring" are thought of as two practise areas with a lot in common. When it makes sense, mentors are frequently more effective when they adopt a coaching style (Darwin, 2000). The connection, emphasis, and level of authority between the coach or mentor and the individual being assisted are different in coaching and mentoring. Mentoring is more intimate, casual, relationship-driven, and long-term whereas coaching is more formal, professional, task-oriented, and results-oriented. Whereas mentoring is more directional and tells the mentee what to do and offers guidance and assistance, coaching is more non-directive and gives the client the chance to discuss and make progress (Blakemore, 2014).

I attended an incident whereby it was reported that a suspicious male had entered a rear secured car park of a bank, The security guard on site had witnessed the male trying to take items from an out building on the premises, Unfortunately at the time I did not feel overtly confident in carrying out stop searches. I found that due to being nervous over my lack of experience I was making mistakes. The colleague that I was in attendance with immediately noticed my reservations and ensured that I felt comfortable enough to carry out the task at hand. She ensured I was equipped with the knowledge needed and reassured me that she would be right next to me to assist if needed. Following this incident she suggested that we carry out more stop searches when possible to increase my experience and in turn my comfort at carrying out this task in future.

I have been very fortunate with the coaching and mentoring that I have received from the start of my policing career, through to my third year of probation. I have found that by going out with officers more experienced than myself I have been able to learn how to efficiently and effectively carry out my day to day role. I have forged strong relationships with my peers, they have each made me feel relaxed enough to ask questions and make mistakes in a safe learning environment. 

I have found it highly beneficial having a moment to de-brief and reflect on the incidents I have attended. Whether the colleague I am crewed up with has more or less experience than myself, is irrelevant in most instances when it comes to de-briefing. I find that this exchange of views benefits my learning, it makes me question what went right and what could have been dealt with better. 

Most recently I have been crewed up with a very experienced officer who has spent 25 years in the role of a police officer. During his service he has had various different roles within the police force such as being on CID, Drugs teams and undercover departments which also included surveillance roles. Due to his wide range of experience I have found that I have been taking a more pro-active role which prior to being crewed up with him I would not necessarily have done. This colleague is always out in the community and recently has noticed a large amount of illegal motorbikes in a specific area. This has prompted him to spend more time in those areas and showing a far greater police presence. Each time we have gone to that particular area, I observed him conducting vehicle checks over the radio and stopping vehicles. He then asked me if I felt confident enough to carry the checks out myself, which I was happy to do. On one particular occasion I had just conduct a check on a particular vehicle of interest, due to the information given back to us from the control room we decided that we would be stopping the vehicle. Unfortunately the vehicle did not stop and made off from us, due to the current policy within South Wales Police we were not allowed to pursue the vehicle. Prior to spending more time with this colleague, I lacked the experience and knowledge to feel comfortable enough to perform tasks such as this, he has ensured that I can carry out a check and a stop of a vehicle comfortably.

The policing Vision 2030 sets out various objectives which include better safeguarding for the most vulnerable in the community, the reduction in serious violence, better victim care, personal accountability, inclusivity and effective public engagement (NPCC, 2023). I will be continuing to work towards what I have already learnt through the coaching and mentoring of my peers to ensure that I hit each of these objectives to the best of my abilities.

I have greatly benefitted by being coached, it has resulted in me growing as a person and not only as a police officer. I use the gentleness shown in my learning at work with my own children. Prior to this I found myself teaching them with a very different approach where as now I assimilate my approach to that which I have been subjected to in my work environment as I have found it effective.

A coach is an individual who works with growing human and organisational energies to access new energy and purposes, to form new visions and strategies, and to produce desired results. A coach is a trusted role model, counsellor, knowledgeable individual  or guide. A coach is someone who has received training and is committed to helping others develop their competence, commitment, and confidence (Magny, 2021).

Coaching, which often lasts for a certain period of time or serves as the cornerstone of an ongoing management strategy, tries to increase performance at work by concentrating on specific skills and goals (CIPD, 2021). A non-directive style of development called coaching places a strong emphasis on improving performance and personal development. People may assess their areas for growth and strength, and it involves both organisational and personal ambitions (Ibid.).

In the 1980s, Sir John Whitmore developed the GROW coaching concept in the UK. It is regarded as one of the most well-liked coaching techniques in the globe for problem-solving and goal-setting because of how straightforward it is and how consistently fruitful it is. For its simplicity of usage, it is also appreciated as a leadership tool (Panchal & Riddell, 2020). Goal, Reality, Obstacles or Options, and Way Forward make up the model's four steps. The Goal section of this model requires you to identify the goal desired. Reality: Determine the current state of affairs. Obstacles or Options: Determine obstacles or options. Way Forward: Create action steps to help a client reach a goal. The “W” here refers to the “will” to work to achieve a goal (Ibid.). Popular methods for managing people such as the GROW Coaching Model, empowers the individual to assume responsibility while receiving assistance. It may be used in meetings, daily leadership, video conferences, and dialogues but does not take philosophical considerations into account. The GROW paradigm is appropriate for dialogues in goal-oriented contexts like business or athletics but not in life coaching. Trans-personal objectives are now included as a result of evolution (Grant, 2011). The GROW model has several drawbacks, including the requirement for attainable objectives, the coach's lack of context awareness, and the individual's lack of desire or interest. These restrictions might result in lofty objectives, false information, uninspired instructors, and a lack of desire. For coaching to be successful, the individual being coached must be driven enough to engage in the coaching session and possess the determination to complete the task at hand (Ibid.).

In the workplace, mentoring frequently refers to a collaboration in which an experienced individual shares their knowledge with a less experienced colleague in order to support their professional development  (CIPD, 2021). It uses skills similar to coaching, such as questioning, listening, clarifying, and reframing. The fact that mentoring relationships often endure longer than coaching agreements is one notable distinction. In a succession planning scenario, for instance, a regional finance director may get in-depth coaching from a group level counterpart to develop a solid strategy for communicating with the board, delivering presentations to analysts, and challenging departmental budgets (Ibid.).

Through mentoring, connections are developed whereby workers will defend one another. When necessary, offer one another assistance at work. If a worker leaves their job but not because of their manager, it is probably because they lack a support system at work. That network of support is provided by mentoring in the workplace. It is not required to be in a one-on-one setting  (Gaille, 2016). Mentors can expose new hires to their complete network of contacts in the business world. For a workspace to function effectively, there must be a consistent amount of output. When a new employee is hired, this regularity is disrupted until their skill levels can be raised to the proper levels, which could take more than a year. By providing new workers an inside look at the expectations that exist, mentoring at work can significantly reduce that time frame (Ibid.).

If the mentor-mentee connection is forced, like when a supervisor assigns an experienced employee to instruct a new recruit, it's conceivable that the two may not get along or that the mentor will feel he doesn't have enough time to complete the position while also carrying out his regular job tasks  (Gaille, 2016). Another potential drawback is that the guide might occasionally become frustrated because they believe their mentee is not making enough progress or doesn't seem capable of or ready to follow their advice. If the mentee believes she is not receiving the advice she requires, she might also become irritated (Ibid.).

Team members receive the essential training through team coaching to aid in their professional growth. Every organisation uses coaching to strengthen teamwork, get better outcomes, boost self-reliance, and develop employee leadership skills  (Centre for Creative Leadership, 2022). Your career and the development of your team members may both benefit from learning how to teach and what qualities constitute an effective team coach. In this post, we go over what team coaching is, how to provide it, the qualities a good team coach should possess, and the advantages of using this strategy (Ibid.).

In 2018, The Police Superintendents' Association and the College of Policing jointly developed a coaching and mentoring programme. The curriculum offers instruction on how to become a coach or mentor, giving officers and workers from all branches of the police force access to informal, adaptable assistance for their professional growth. More than 700 mid-level police commanders have received training and are prepared to offer one-to-one support in a way that has never been possible  (Police Superintendents' Association, 2023).

Coaching and mentoring are two distinct practise areas, with mentoring being more intimate, casual, relationship-driven, and long-term, while coaching is more formal, professional, task-oriented, and results-oriented. Coaching is a non-directive method of development that focuses on raising performance and personal growth. Mentoring is a collaboration in which an experienced individual shares knowledge with a less experienced colleague to support their professional development. Team coaching is a confidential, customised, client-driven process that provides both support and challenge. It is used to strengthen teamwork, get better outcomes, boost self-reliance, and develop employee leadership skills.
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