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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:

The College of Policing is a professional body for policing in England and Wales, it was established in 2012 to serve as the professional standards body for the police and replaced the National Policing Improvement Agency (College of Policing, 2023).  The formation of the College of Policing was driven by the need to enhance the professionalisation of policing and to improve standards and interoperability across the 43 police forces of England and Wales.  This coincidently or perhaps not, began at a time of political austerity for the United Kingdom whereby many public services including the police had budgets cut and an emphasis was placed on efficiency savings within those public bodies.

The College of Policing sets out its main objectives as follows:

1. Setting the standards that police should meet in areas such as major investigations, firearms, public protection, stop search, counter terrorism, public order and more.  In practice the College of Policing issues a series of Authorised Professional Practices,  or as they are known in policing ‘APP’s’, which are documents which set out guidance and best practice on any given topic.
2. Build an evidence base into ‘what works’ to reduce crime in areas such as knife crime and domestic violence.  This is known as the ‘crime reduction toolkit’ which is a series of resources whereby various methods to reduce crime, be it body worn cameras to car breathalyser locks, have been evaluated to determine the impact and how best to implement said crime reduction tactic.
3. To professionally develop officers and police staff so they can stay up to date with the best training, skills and expertise.  The College of Policing achieves this by having an online platform called College Learn whereby officers conduct mandatory training packages yearly and it also sets out guidance on how training is conducted across all police forces.

The concept of professionalisation of policing is described in the work of J. Brown (2014) as having four facets, those being standards, self-regulation, expertise and norms.  Brown tells us that the professionalisation of policing is taken to mean different things dependant on where it is happening in the world but it broadly fits into those four categories whereby in some cases professionalisation of policing is taken to be exclusively one of those facets, yet in other cases it can encompass more than one if not all of the facets outlined.

Brown expands on those facets further, stating that often professionalism simply means high expectations, which in a policing context means that police are held to demanding standards of conduct.  

Self-regulation or greater operational independence, is another interpretation of professionalisation that is highlighted by Brown, noted to be similar to how the legal, medical and accounting professions operate.  Independence from politics in particular, is a key aspect of what is meant by the professionalisation of policing in the US and this is also true in the UK.

The third facet of expertise, according to Brown is to do with police having high standards of competence and achievement, which is administered by a body of accumulated expertise which includes knowledge of best practices.  This being the differential between amateur and professional policing, in that professional policing is reflective and knowledge based. 

Fourth and finally, Brown has highlighted norms as a type of professionalisation, this is taken to mean a police officer’s action which are guided by internal norms rather than a strict command structure or adherence to a formal guide.  

Whist Brown has highlighted what the professionalisation of policing could be taken to mean, of those facets highlighted, more than one could apply to what the UK Governments intends for policing in the UK.

To expand on this and bring context to the UK, HM Government sets out the Strategic Policing Requirement which was most recently updated in 2023.  This document sets out what the government of the day feels are and will be the priorities for policing within the United Kingdom.  In the 2023 report, the following areas were identified as continuing key priorities which were the same as when the report was last updated in 2015; Terrorism, serious and organised crime, National Cyber Events, Child sexual Abuse, Public disorder and civil emergencies.  One area has been added to this set of national priorities in 2023, that being Violence against women and girls.

The strategic policing requirement (SPR) which is set by HM Government is interpreted by the National police chief’s council and developed into a ‘Policing vision 2025’.  Notably this vision is a 10 year plan, established after the previous SPR in 2015 and will soon be obsolete and will be replaced to include the most recent SPR objectives.  

Nonetheless, the Policing Vision 2025 has set out a number of areas of focus for improvement the most relevant to the question being the issue of the workforce.  The Policing Vision 2025, sets out that:

“By 2025 policing will be a profession with a more representative workforce that will align the right skills, powers and experience to meet challenging requirements.”
					(Policing Vision 2025, 2016)
Within this publication it states how it is intended that each objective will be achieved, with regards to workforce, the policing plan has set out that it would create clearer routes to enter policing which would be applied across the entire police service, establish clear and consistent requirements for entry into policing and for accreditation to defined ranks and roles within policing, to support the development of key aspects of police training through academic accreditation and lastly to create independent validation frameworks for the continual professional development on police workers.  Looking back to the previously highlighted work of Brown, it is clear that the policing vision is intending to improve the police workforce through professionalisation, or as defined by Brown, by improving standard and expertise.
Furthermore, in a publication by the College of policing and National Police chiefs council, titled ‘Workforce transformation in the police service’ (2018), it outlines the role of professional development in the goal of improving the police workforce.  This publication outlines the initiatives which have been put into practice to achieve the aim of improving the workforce, which are under the banner of professional development and professional recognition.  These initiatives include the ‘Policing education qualifications framework’ and a ’Professional development programme’ the first being a standardised national framework which sets professionally targeted qualification levels for different ranks or roles within the police service.  
The police service has in recent years introduced a series of different pathways to enter the police service, all of which have included some form of collaboration with an academic partner with a view to new officers achieving that nationally standardised qualification suitably named ‘Professional policing practice’.  
Given that the professionalisation of policing in the UK, as interpreted by Brown (2014) as creating expertise through a body which accumulates expertise and knowledge of best practices, it is obvious how the College of Policing, which we have found to maintain a series of Authorised Police practices (APP) and a Crime reduction toolkit, achieves this.  The College of Policing has a key role in the professionalisation of policing by accumulating best practice from across policing and regurgitating this as what are essentially guides for police officers to follow, thus furthering the goal of the police becoming a professionalised service.  
The positives of this, is that there is a clear and palpable link between the objectives of government and by extension the public, which are interpreted and adopted into policing by the various bodies that govern it such as the College of Policing and the National police chiefs council, this process appears to be open and accountable which in turn means that it can be later scrutinised with impartiality should objectives fail to be achieved.  Whilst the link and aim is clear to be seen, despite there being a 10 year plan it would appear that with regards to professionalisation through expertise, this is a fairly recent change to policing within the past 3-5 years.  Further research is required to established how best to quantify the outcomes of the professionalisation of policing, so that researchers can be better prepared to answer the question as and when more data becomes available, an example could be that police complaints have reduced or less crime is recorded.  Another issue that can be foreseen, is that in my current force of South Wales Police, the entry routes were changed in 2020 to include the requirement of obtaining a degree or equivalent by new entrants.  The first to complete that 3 year programme have only very recently achieved this and for researchers to discern any reliable information from the performance of these officers as a result of professionalisation, there needs to a be a substantially larger pool of subjects for that research and a greater amount of time for the anticipated benefits of professionalisation to have borne fruit, or not.
I myself am fulfilling this role of a modern police officer by completing this very task to achieve the required qualification for my role.  As set out by the Policing Vision 2025, I will by completing this third year of educational requirement, be achieving the required accreditation for the role of a police officer.
The original question has asked how being in my third and final year of probation has seen my role as police officer change, in brief I would say it has not.  I could say that I feel more competent but would not translate this confidence into being more trusted now to perform my role than I was when first achieving independent patrol status almost 2 years ago.  One area that I would point towards is being single crewed, whilst this is not routine in my force and is an exception, there have been a number of occasions in my third year whereby I have opted when shift numbers are uneven, to single crew and I am more than comfortable to do this.  
Upon reflection, this is a use of the national decision model, whereby I have assessed the risk and am competent enough to continually risk assess the situations I am in as a result of being single crewed.  This requires on my part, an understanding of my own abilities and the subsequent trust in supervisors, or confidence to challenge supervisors where I am tasked when single crewed to perform a task which is outside of that scope.
Being comfortable when single crewed could be an indication of having a more developed ability to use that risk assessment tool as a result of being in my third year of experience, whereas perhaps in my first or second years I would not have felt as competent and would not have been single crewed.  Furthermore, this could well be an indication of my supervisor’s confidence in me as a resource now that I am in my third year, however equally this could simply be an expectation of a third year officer rather than an expression of confidence in ability.
In this third year, I feel as though there is a vast amount to learn in becoming a more competent police officer, however I also believe that there will never be a point where there isn’t a vast amount to learn, due to the constantly changing dynamics of policing.  I feel I am best served by becoming competent at learning and adapting to changing policies and procedures, which will come through not only time served, but the effort and attention I personally put into that time.  By this, I mean that the onus in my opinion, is on myself to take onboard points of learning from every shift and to seek out opportunities for exposure to new situations which will lead to those learning points.
I can foresee risks to this learning and development, such as failing to take on opportunities that are presented to me.  An example of this is that I am due to attend a Public Order course which will enable me to experience public order policing, I must admit that I have contemplated dropping out of this due to the specific demand of the role in that I will be eligible to be deployed when on days off if the situation requires.  Not wanting to detract from what are already precious days off work due I am concerned about this, however I will attend this course and then experience this aspect of policing which will only enhance my development and learning as a whole.
Tying this back into the concept of professionalisation of policing, should I achieve my aim of completing probation, I myself will be classed as a professional police officer with the recognised training as set out by the College of policing.  I can personally see upon reflection, how the experience I have gained thus far has enabled me to be a more confident and competent police officer.  The question will be, has the professionalisation of policing through the introduction of professional qualifications achieved the intended goals of professionalisation.  I maintain that first, researchers need to establish by what metrics this will be judged and further to this more time is needed to allow this change in policing to take effect before professionalisation is scrutinised fully.
(2200 words)
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

Social Media is a broad term which refers to the various agencies such as websites and applications which facilitate social networking (Collins English Dictionary).  The use of social media websites such as Twitter and Facebook has become increasingly more prevalent in recent years, notably platforms such as these have been used by police to pass information to the public which relate to public safety such as when bad weather hinders travel it is not uncommon for police to post on social media warning drivers of the dangers associated with travel in adverse conditions.  In addition to matter of public safety it has also become common place for police to use social media in the investigation of crime, examples of this include sharing images of offenders not known to police for assistance in identification of those persons as well as for locating missing persons and more generally seeking witnesses to police incidents.  This critical evaluation will aim to assess the effectiveness, benefits and drawbacks of police use of social media platforms. 
B Akhgar et al (2019), has surmised that social media has been in use by UK police forces from as far back as 2008 and that the uptake of social media use took off after a report in 2010 by the National Police Improvement Agency which advocated for a more concentrated and sustained deployment of social media by police as part of a strategy to keep members of the public informed and to encourage greater engagement and support for policing partnerships and initiatives.
In my short experience of policing thus far, I have had a very limited exposure to direct use of social media to engage with the community.  I am however aware of how departments such as the neighbourhood policing team, make use of social media to spread awareness of the work they do and to demonstrate how they are tacking the issues which are of importance to the community.  As a response officer, my main direct exposure to social media is when investigating an offence and the offender is not known but there is an image or footage of the offender, one reasonable line of enquiry should automatic facial recognition not work, would be to ask the public for assistance.  It would not be reasonable or efficient for me to take my picture of the offender, house to house and ask people if they knew the person, whereas social media can very quickly reach a large amount of people from a broad range of locations and backgrounds. 
In my police force, permission is needed from a social media officer who will review what I intend to post, requests are often denied if there is a concern for public safety such as when ID is sought for someone under the age of 18, it would not be appropriate to share that person’s image online.
 In the case I was involved with, the offender was not known to police or on the police databases and was suspect for a fairly serious assault, his image was circulated on social media and sure enough, he was identified which led to him being interviewed and charged for that offence.
This is an example of how I have used social media in the course of my duties, and this is more of an example of its use to gather information from the public as a pose to social medias use in engaging with the community.  I have however observed the neighbourhood policing team post on social media when they attend at various events such as very recently the Swansea air show.  Further to this, I have seen how the larger organisation that is South Wales police, posts about offenders brought to justice.  I can see how this use of social media is intended to engage with the community by spreading positive messaging about police activity. 
A very detailed report has been produced by the Surrey Police Social Media department published in 2018, this report is drawn from a survey they have posted across the three social media sites they use, those being Facebook, Twitter and Instagram and the survey relates to the engagement with those websites.
The report showed that of those three social media sites, the largest number of correspondents to the survey were on Facebook of which 15,839 people responded, this was followed by Twitter whereby 8,606 responses were received and lastly Instagram whereby 1,270 responses were received.  
It is important to note that these numbers depict the respondents, which is a fair depiction of engagement rather than simply the number of follows on either social media site.  Comparatively, Surrey Police have 107,000 followers on Facebook, 211,600 on Twitter and just 23,000 on Instagram.  Considering these number it is clear that Facebook is the most engaged with platform used by Surrey Police.
All of the platforms offer broadly the same tools to share information, each packaged slightly differently.  Each can post images, videos as well as simply text and for the public all are free to have access to.  With regards to accessibility and engagement potential, each platform are very similar and the differences in this regard are negligible.  The greatest differential comes with regards to the audience reached, for example the most recent number of active users of each platform according to Statista (2023) showed that some 2.9 billion people use Facebook each month, compared to Instagram which has 2 billion users and Twitter which has only 556 million users each month.  This evidence of Facebook’s reach, combined with having almost twice the interaction on Surrey Police’ Facebook compared to Twitter, shows how it is the most effective platform in use today.  
Critically, it shows that Instagram which has 4 times the number of active users compared to Twitter, yet received only around 1/7th of the correspondence according to Surrey Police’ report, clearly is the least efficient in terms of engagement with the public.  
The report by Surrey Police also suggests that of its respondents on Instagram, around half had some form of connection to the police through being a direct employee or relative/friend of someone who is a police worker.  Compare this with the figures from Facebook which show that around 80% of respondents had no connection with the police.  As Surrey police put it, this is evidence of them talking to themselves on Instagram and shows that Facebook is a more effective platform to push messaging out to the public.
Reflecting upon my experience of the use of Facebook, Instagram or Twitter in achieving police related communication and engagement goals, I have seen first-hand how these platforms can be used to reach a wide audience to assist in the identification of offenders as previously explained.  In future I will look to consider the reach of these platforms to assist in not only identifying offenders but also in seeking witnesses/information in relation to investigations where appropriate.  I can foresee that whilst social media is an important tool, the quality of response could be diminished were it to be overused for what may be perceived as trivial matters and it needs to be used in a way that engages the public and makes the public feel involved in policing.
Broadly speaking, the use of social media by police forces in the UK has significantly enhanced the methods in which the public can communicate and directly engage with the police.  Platforms such as Twitter, Facebook, and Instagram have provided accessible means for police to share timely updates, disseminate information, and engage in meaningful dialogue, at least most of the time. 
During emergencies or critical incidents, social media enables police forces to quickly reach a wide audience, providing real-time updates and public safety alerts.  It is commonplace for news outlets reporting on incidents to include direct links to Twitter posts made by authorities as a way of citing its sources for the information.  What this depicts is how the use of social media to spread information can be spread beyond those social media sites and into the various news outlets.
Furthermore, social media platforms serve as interactive spaces where the public can actively engage with the police. Members of the public can easily report crimes, provide tips, or share information on ongoing investigations.  This direct communication fosters a sense of involvement and encourages community collaboration in maintaining public safety.
Social media use by the police has contributed to increased transparency and accountability. Police forces are able to share information about their activities, initiatives, and responses to community concerns in a more immediate and accessible manner. By using social media platforms, police can address public inquiries, dispel rumours, and correct misinformation, thereby enhancing trust and reducing speculation.  
The sharing of information on social media platforms also provides an opportunity for the public to hold the police accountable. It enables anyone to provide feedback, express concerns, or raise issues directly to the police often in what is a public forum. This two-way communication facilitates transparency in actions taken by police and encourages trust in the police as a result of this transparency.
Social media platforms have enabled police forces to build and strengthen relationships with the community. They serve as valuable tools for engagement, particularly with younger demographics who are more active on these platforms. By using social media, police forces can engage directly with a younger demographic which if done correctly, will establish a sense of approachability and accessibility.
South Wales Police will often share stories, photos or videos of police involvement in community events and initiatives which by using social media will reach a far greater audience than purely that of those physically present at said event.
However, it is essential to acknowledge the challenges and limitations associated with social media use, including the risk of misinformation, privacy concerns, and the need to maintain professionalism. 
For example, very recently in the South Wales Police area there was rioting in Ely, Cardiff.  Two young boys on an E-Bike had died having crashed and it is suggested that through social media the community believed this was due to those boys being chased by police.  It is widely believed that this rapid spread of misinformation on social media, quickly led to rioting on the streets of Ely.  
In addition to this, any engagement on the part of police in a public forum, as with any public body is open to criticism from anyone from anywhere in the world as well as from the dreaded online trolls.  These factors have the potential to muddy the messages police attempt to communicate and for those who manage social media sites for the police organisation in question, professionalism at all times is essential in a world where often what can be posted online in response to police messaging may be deeply offensive, wholly incorrect or just simply trolling.
Reflecting on the benefits and risks of social media use by my police organisation, fortunately I do not have the username and password to the South Wales Police Facebook account and am ultimately not responsible for its posts or replies.  This role in itself requires a specific expertise and from my own experience in my personal life of using social media, I can see how difficult it must be to manage the social media of a public body such as the police.  
To conclude, the use of social media by police forces in the UK has proven to be effective in enhancing communication and engagement, increasing transparency and accountability, and building community relationships.  It provides a direct and accessible means for the police to communicate with the public, disseminate information, and engage with the public.

Social media platforms contribute to transparency by sharing information and allowing the public to hold the police accountable and of the various platforms available Facebook is the most efficient in terms of reach and engagement.

It is also important to acknowledge the challenges and limitations associated with social media use, including the risk of misinformation, privacy concerns, and the need to maintain professionalism. Police forces must employ a balanced approach, combining social media with other communication channels, and continually evaluate their strategies to gain maximal benefit whilst avoiding what can be disastrous pitfalls if done wrongly.

Overall, the use of social media by the police in the UK has demonstrated its potential as a valuable tool for enhancing policing practices, strengthening community partnerships, and promoting a more transparent and accountable approach policing.

(2065 words)





































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:

Leadership has a number of definitions and applications, but broadly it refers to an individual’s manner of leading or guiding an organisation or other people.  There has been much research on leadership and the various styles in which it takes form.  Throughout this work, I will look to explore what different leadership styles exist and look to example through my own experiences of policing, how these leadership styles are employed in policing.  Lastly, I will evaluate my own leadership style and evidence how I have applied this to operational situations.

A number of leadership styles have been identified by Gosling et al. (2012), which are indicative how different leaders can be. These styles encompass the Opportunist, Diplomat, Expert, Achiever, Individualist, Strategist, and Alchemist. 

Understanding and critically analysing these leadership styles can offer valuable insights into the complexities of leadership and assist in understanding how these styles of leadership are applied to the police and how I as a probationary officer have come to adopt any particular style to my role.

The Opportunist leadership style is described as being driven by personal gain and involves the exploitation of people and resources. This type of leadership is noted to excel in an emergency due to the fact that it tends to put the achievement of the goal or what is described as the personal gain, ahead of concerns for people or resources.  A downside to this style of leadership is that it is perhaps not suitable for more complex situations or for everyday scenarios which are not emergencies as such this type of leadership is unlikely to exist outside of the military or an emergency.  In almost direct contradiction to the opportunist style of leadership, is the diplomat style.   This style is typified by a strong desire to please higher-level management and is more likely to avoid conflicts. Common place is an adherence to group norms and reluctance to challenge positions around them in an effort to maintain or improve group cohesion.  It is noted that this type of leader is common amongst junior leaders which in itself may hint towards issues with this type of leadership as the issues being addressed become more complex.

On the two concepts of opportunist leadership and diplomat leadership, there have been times during my probationary period as a police officer where I have witnessed both at play, both have merit and flaws and are only suitable in certain situations.  For example, I attended a call this year whereby a male was hanging onto the railings of a river bank and had threatened to jump in as he wanted to end his life.  In this scenario there were many resources at the scene including myself and in such situations a supervisor will often take immediate command of the situation and will lead that scenario with an opportunist leadership style.  In this situation, I was directed to keep back from the water edge in order to have only those officers speaking to the male in view of him.  The supervisor did not want too many officers to be visible which may force that male to either make a mistake due to the pressure of having 10 officers speaking to him, or to expedite his plans.  I observed the supervisor direct other officers coming to the scene to approach without sirens on and to keep police vehicles as best as possible out of sight.  Meanwhile, I was directed by the supervisor to create better access for fire and ambulance staff as we had climbed over fences to access the position of the river bank where this male was.

In this situation, that style described by Gosling et al (2012) as opportunist, I would also refer to as authoritarianism and it is exactly what was required in that situation.  Conversely, had the style of diplomacy been employed in the situation described this would not have worked as those decisions made would have taken longer to have been decided and acted upon which could have been detrimental in the evolving situation such as that I had experienced.  

Further to the styles of leadership touched upon, Gosling refers to Experts who centre their leadership around knowledge, achievers who focus on creating positive work environments whilst delivering on targets, Individualists who challenge conventions and rules to achieve objectives, Strategists who acknowledge constraints and look to work around them and finally Alchemists who are able to reinvent their own leadership style in conjunction with reinventing an organisation.

Some of these styles of leadership are not entirely relatable to response policing, however there are certainly applications for elements of each style of leader which would be beneficial to the police.  An example of this would be the Expert leadership style, within the police there are indeed subject matter experts in a variety of fields and if they happen to be present when dealing with a scenario then an element of this style of leadership is prevalent.  I can think of one example whereby a more complicated case file was required for a crown court case, this is in my experience a fairly infrequent task required of a response officer as often cases where I take ownership would result in a guilty plea before court or a more complex case would be handled by for example the HUB department who specialise in this.  I had struggled through getting this file completed due to having little experience of doing them previously, that is until I spoke with a HUB Sgt who is an expert in this field, he was able to tell me exactly what was required, why it was required and what sort of content was needed.  In this situation that leadership style of being an expert and having that knowledge was required and greatly assisted me.

Given the experiences I have made reference to above, there is clearly a need for flexibility in a style of leadership, this is perhaps even more important in an organisation such as the police where situations change rapidly and require an agile response.

As noted by Yukl (2008), there is a large amount of research on the topic of leadership and management over the past several decades which provide strong evidence that a flexible and adaptable style of leadership is essential for most managers and leaders.  Yukl surmises that flexible and adaptive leadership is especially important when there is substantial change in situations and the required leadership behaviours associated with it.

This viewpoint corroborates my experience of policing so far, due to the changing situations police officers can come across, there is an essential requirement to be more than just one type of leader.

When I was fresh out of training and was a brand new probationary officer, I had the experience of the military and as such was well versed in what has been called opportunist leadership and was prepared to lead in this way when the situation allowed, however I found that my lack of service was a barrier to this whether rightly or wrongly as to some it was not my place to take lead of a scenario based on time served alone.  Whilst I personally disagree with this position and would never act this way myself, I can understand why some are reluctant to follow in those situations.  I quickly learnt that police officers were not used to the kind of opportunist style of leadership that I was accustomed to and that a more balanced and tactile style of leadership was required.  As I am not an expert, the most applicable style of leadership that I could adopt was that of the diplomat as I had to avoid conflict in order to achieve whatever goal was required.

An example of this, was where I had two suspects for an offence that I was prepared to locate and arrest, after consultation with my supervisor I was given permission to take 2 units to the address to arrest my suspects.  When giving the brief of the circumstances to those assisting me, I used a diplomatic style of leadership by involving the other officers and jointly coming to a best practice which suited everyone in order to achieve my goal.  I found that this involvement of those officers meant they felt a sense of belonging and a sense of being linked to the task at hand and due to this had more incentive to follow the plan and achieve my goal.  

I can foresee that as I become more experienced and start to be involved in more complex situations which require perhaps more planning, this style may not be suitable.  I have been involved in briefings for more complex arrest operations delivered by CID for example and have noted a more opportunist style of leadership in that they knew what they wanted us to do and told us exactly that.  However, even in that situation as it happened the plan given failed as the information was wrong about which door we were breaking and as such required adaption on the ground by us officers carrying out the arrest operation, through our collaboration and review of the resources/information given to use, we were able to attain which door was relevant and then this led to the successful arrest of the people wanted by CID.

It is also worthy of note that thus far, I have commented on how one entire situation may require a different leadership style compared to another situation.  But it is also true that one situation or scenario may require the flexible use of leaderships styles in that same scenario.  An example of where I have myself had to change leadership style is at a Sudden Death where upon first attendance, we had to give CPR whilst awaiting ambulance.  In that immediate situation the opportunist style was required, I started CPR and told my colleague to keep other people away from the room, once more officer arrived, I then took turns with my colleague doing compressions until ambulance arrived and took over.  Sadly, that person passed away and immediately after this as you would expect the situation is treated as a sudden death and is investigated as such.  The style of leadership employed here then changed to a diplomat style, together with my colleagues we conversed on what actions needed to be taken and then agreed who would do what, for example I asked my colleague to take witness details and accounts whilst I searched the deceased and liaised with ambulance as to medical history and possible causes of the death.  

This situation is but one of the many situations that I have found myself in as a police officer where style of leadership needs to be flexible, not all scenarios are as they appear and can escalate or de-escalate requiring a different response.  Leadership comes in different styles and some people I have noticed are more comfortable in some styles than others, it is clearly key in a policing context to have a flexible approach to leadership due to the complexity and changeability of situations that police officers face.  It is important for officers to have an understanding of leadership and the requirement to be flexible as I can foresee it being difficult to practice this in a sterile training environment and true flexibility will only come though experience and understanding of 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:

At the time of writing this, I have been a probationary police officer for around 2 and a half years, exclude from this the 6 months of initial training and I have been a police officer on the job, in the real world and being coached/mentored for 2 years and counting.  Throughout this answer, I will look to explore what mentoring and coaching is and how this fits into a probationary period and professional development.  I will also look to fit this theory into my practical experience and highlight how coaching and mentoring has supported myself and other probationary police officers.

Personally, reflecting upon the previous 2 years of being on the job, I can see the difference between where I was straight out of classroom training in comparison to where I am now, although I would be the first to admit I am not the completed article and I would challenge anyone in a similar position to myself, as well as those with far more experience who would suppose that they are the complete police officer, as I suspect that is an unattainable goal given the broad spectrum of specialities and situations a police officer can find themselves dealing with.  

I can say from experience, that when I first started I would seek guidance and reassurance from those more experienced around me, I would seek support second opinions on decisions being made and on occasion have to follow up on missed detail.  Through these two years, I have been very fortunate in that on my specific team there are 3 individuals with more than 10 years’ experience of response policing which has meant there have been ample people to seek guidance from and to note the varying of styles of policing between those people.  I know that other teams are not so fortunate and can foresee with the changing landscape of policing manpower, that my situation will become far less common which is a worry but perhaps not a worry relevant or answerable in this workbook.

Before coming onto where I feel I am now as a police officer, it is pertinent to explore the theory behind mentoring and coaching and its significance in professional development, before applying this to how I have developed personally.

Megginson & Clutterbuck (2005) have explored the topic of coaching and mentoring thoroughly, in their work they identify a clear distinction between coaching and mentoring.

Coaching is said to relate in the main to performance improvement, which is noted to be often a short term goal in a specific skill set area.  These short term goals are typically set by or in consultation with the coach and whilst the learner has the primary ownership or overall responsibility for achieving the goal, the role of the coach is to take primary ownership of the process in which the learner achieves the goal.  It is noted that in most cases of coaching, guidance is provided through direct feedback from the coach based on observations of the learner.

Mentoring relates primarily to the longer term identification and nurturing of an individual’s potential, where the person is looked at as a whole and as such the goals will change throughout this longer term mentorship.  Importantly, the goals are always set by the learner and the learner has ownership of both the goal and process to achieving the goal.  Different to coaching, the mentor is there to help the mentee evaluate themselves and to provide feedback to themselves to achieve the goals set.  In essence the mentor is there to help the mentee develop the insight and understanding required to be self aware and to build on the mentees experiences.

After defining and noting the difference between mentoring and coaching, Megginson & Clutterbuck have also identified the various techniques utilised in coaching and/or mentoring.  They have highlighted some 13 areas which are covered in their work, whilst I will not explore all of these areas in seeking to understand coaching and mentoring and its relevance to my own experience of probation, I will highlight some of the more pertinent techniques.

Megginson & Clutterbuck highlight as the very first piece and perhaps the most important piece of the mentoring and coaching puzzle, that being establishing and managing a coaching or mentoring relationship.  This is where the coach or mentor, gets to know the student or mentee (for the sake of this workbook I will refer to them as one in the same and as students).  In this endeavour the coach/mentor should look to establish the ground for success with the student and continue to build and maintain a rapport whilst setting and being clear on mutual expectations of the relationship.

When applying this to my own experience of probation, it is important to note that the relationship of mentee/student and coach/mentor is not clearly defined as ultimately the only realistic differential between a student officer and a confirmed in rank officer is experience.  I have not been assigned a specific mentor and do not look to a single person as my mentor, this is more of an unofficial and circumstantial situation.  As I will go on to explore, every person on my team regardless of position or experience can be a coach in some way to me and the more experienced persons are what Megginson & Clutterbuck would call mentors.  Due to this, it has been important to have good rapport with everyone on my team and to develop mutual expectations of one another.  I can see how as these relationships have developed over the past 2 years, certainly the expectations of one another have become more clear as I have learn what the strengths and weaknesses of my colleagues are and no doubt they have identified my own strengths and weaknesses and so have an expectation on what situations they can expect or seek guidance from myself on and I know who I can ask for the same.  With regards to those officers with more experience who fulfil the mentor role, I have become more comfortable seeking guidance if required from them and am recognising the unconscious learning I take onboard from simple observation of them, which is only possible through having a good relationship.

Another area identified by Meggison &Clutterbuck is that of building a wider network of support, outside of the traditional coaching and mentoring role.  This involves developing resources outside of the coach or mentor which the student can draw upon in order to maximise learning potential.

Applying this to my own probation, through those who I would see as mentors on my team I have created relationships with other departments within the police.  Examples of this would include getting to know individuals or getting comfortable going to certain departments for assistance.  In my situation, I have met officers who work in the Domestic abuse unit and would feel comfortable in seeking advice and guidance from them on matters of domestic violence, I have also met a number of HUB officers who have assisted me in building case files and gathering the required evidence for investigations I am responsible for in more complex cases I have also build relationships with CID officers who can guide me on those matters.  The list could go on in areas such as Traffic, CSI and custody to name but a few, but the main point being that through others on my team I have either met or build rapport with people in specialist departments who can offer me advice in relation to that field.  This ability to seek resources outside of the mentors and coaches immediately around me on my team is beneficial in that it takes pressure off those people in my team and also I would suspect is evidence of an ability to find my own answers to whatever question I have, rather than speaking to a mentor who if they don’t have the answer would go through their own external resources to answer that query, thus by creating these relationships I am in a way streamlining this process and becoming more self sufficient.

In another publication this time by Dexter et al (2011), the meaning of coach is explored further, it is highlighted how the word coach was once used in reference to a mode of transport whereby travellers went on journeys referred to as a coach journey in order to be educated or inspired, returning from these journeys more skilled, knowledgeable and wise.  The term coach has only in the modern era come to refer to a person and this catalyst has been sport, in the world of professional sport and more recently amateur sports the concept of a person acting as the coach has developed and this idea has propagated and become a professional role which applies to more than just sports.  A coach as defined by Dexter et al, is someone who is equipped to assist organisations, and individuals to maximise performance and to assist in the pursuit of specific goals.

Reflecting upon my own experience of being coached during my probationary period this has happened on an almost daily basis in some form or another.  More officially, I have attended various courses throughout my probation such as Method of Entry, Taser and Response driving training and during each of these experiences I have received official coaching from an accredited coach in that field of learning.  In the day to day aspect of my role as a response officer, there are times when I receive coaching from my peers as well as those with both more and less experience than myself.  An example of this could be where a colleague dealt with a case of possession with intent to supply and the subsequent requirements in terms of submitting the relevant files to CPS, a few weeks after that experience it was myself dealing with a case of possession with intent to supply and I had not completed a file for this type of case in a number of months and I was aware that the requirements had evolved since then.  In this situation I was able to speak to that colleague who guided me through what they did and what mistakes are common and I needed to avoid, in this sense that colleague became a coach in that single situation, they assisted me in achieving that specific goal of compiling and submitting an up to date file to CPS in relation to that offence.  This works both ways as in recent months I have for reported persons for traffic offences and compiled all the relevant ‘paperwork’ which is associated and have since guided other colleagues on this process as I have had the most recent experience.

I can see the challenges in both mentoring and coaching, mainly whereby the teacher or student are not open to the concept.  For example if a teacher in the context of coaching and mentoring is not willing to engage which can be the case given that these roles as I have noted are not official ones, but fortunately this is rare and I personally have not come across this.  A greater area of concern where this issue is more prevalent would be where the student is not willing to be mentored or coached through a perceived higher level of competence, pride or simple stubbornness.  I have seen this happen where someone who is more experienced overall in terms of time served in the police, has been unwilling to accept correct coaching from someone with far less experience, this is despite that person with less experience being more recently rehearsed in the topic in question.  

In conclusion, mentoring has benefitted me greatly during my period of probation so far, it has allowed me to have the safety net of a mentor which has enabled me to develop my own ability to make decisions on my own in what is to me a high stakes, risk management game that is called policing.  Coaching has also benefitted me in the more short term as I have previously alluded to and it has also allowed me the space to enhance my own ability to be the coach.

Through mentoring and coaching, I have been able to meet my personal goal of being or becoming a proficient police officer which is also as it happens, my professional goal and the organisations goal.

Beyond the probationary period, I envisage mentoring and coaching to be a forever ongoing process as I touched on at the start of this piece.  I can see how continual mentoring and coaching helps this ongoing process and is critical in being able to perform the role of a response police officer.  Throughout my career, I would hope to attend different courses to specialise in the various fields of policing and will be coached by experts in those fields, which in turn will enable me to provide the service that is expected from the police and to continue to support organisational needs.
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