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Task 1

The purpose of this assignment is to critically evaluate the strategy and role that the college of policing is playing in the 21st century in professionalising the 43 police forces across the United Kingdom. 

I will also, within this assignment, evidence myself, fulfilling the role and responsibility of a modern police officer throughout my final year as a probationary police officer.

A critical reflection of my final year as a probationary police officer, as well as how my role as a police officer has changed in the last year, will also be conducted.

Peter Neyroud’s Review of Police Leadership and Training (2011) acknowledges that it is crucial to understand that when talking about professionalising the police force, the history of policing progression must be recognised. The government recognised that there was a need to establish a ‘modern’ police force to aid in deterring crime, which resulted in the formation of the Metropolitan Police Force in 1829. 

From 1829, Longley (2020) notes that it is possible to establish the first foundation stones of evidencing progression with the Peelian Principles when charting the historical path towards professionalising the police force and raising standards both in the organisation and towards the public in the newly evolving field of criminology. 

The Police Leadership and Training review (Home Office, 2011b) also acknowledges the reformation of policing standards throughout history that can be traced back to the introduction of compulsory policing in areas by the County and Borough Police Act of 1856, the Expert Committee of 1944, which looked into the role of women in the police force and heading into the 21st century, the Majesties Inspector of Constabulary’s (HMIC) 2004 report ‘Modernising the Police Service’. These historical acknowledgements of raising awareness of policing standards and the need to make it into a profession is essential.

College of Policing.

Following the government report, ‘Review of Police Leadership and Training’ (Neyrouds, 2011) the previous year, Theresa May announced her intention to establish the College of Policing as a police professional body in December 2011.

As a result, on December 3, 2012, the College of Policing was established (Parliament, House of Commons, 2015). The college’s responsibilities are to aid in the battle against crime and safeguard the public by assuring policing professionalism. According Mr Justice Knowles (Miller v College of Policing, 2019), he notes that it is essential to highlight that the professional body has five strategic roles. First, setting out policing standards by developing guidance and policies and building and developing the research evidence base for policing. Thirdly, supporting the professional development of police officers and staff, assisting the police, other law enforcement agencies, and those involved in crime reduction. Lastly, identifying the police’s ethics and values.
The formation of the college of policing was not without hindrance and is well documented. 

Throughout the first two years of its conception, the body faced criticism around the subject of support. Ranking officers down to regular police officers and staff believed that it was a good idea; however, there was not a strong demand for a professional policing body, and if one were introduced, they would require police officers to pay a fee (Thames Valley Police Federation, 2014).

It was noted in the house of commons debate, that on a larger scale, police forces nationwide, at the time, showed a concern around the professional body needing to be separate from the Council of Chief Constables as there were serious concerns that a new body dedicated solely to professional standards and training would end up having responsibilities that had nothing to do with standards and development (Parliament, House of Commons, 2015b).

There was also a concern within that debate that must be noted that after the dissolving of the National Policing Improvement Agency (NPIA) and reformation of the roles of the Association of Chief Police Officers (ACPO), the college of policing was just a gap filler and police forces around the country just needed to adapt with the phasing out of the bodies mentioned above (Parliament, House of Commons, 2015c).

However, the police federation in response to these concerns, recognised the vast potential of an independent college within the policing body that the college of policing has the ambition for the public to be confident that police officers adhere to a national code of professional policing practice and receive professional development throughout their careers (College of Policing, 2015).

The National Police Chiefs Council (NPCC) notes in their report, Policing Vision for 2025 (NPCC, 2015), that our communities are becoming more diverse and complex, needing a more sophisticated response to present and future challenges. The police and crime commissioners and chief constables recognise that the service and the college of policing must continue to adapt to the modern policing environment to meet the needs of our communities.

With so many people calling for police forces and officer reforms to keep up with the ever-changing sociological and cultural changes in the United Kingdom, it is critical to figure out whom society wants policing them. 

Role of a modern Police officer.
The re-modernisation of the police force and introduction of the policing code of ethics, has brought with it the chance to deliver the highest professional standards of service to the public by enhancing the information and evidence basis, as well as establishing a framework for continuing professional development. These are all part of the College of Policing’s aim in assisting police officers in making the best decisions possible (College of Policing, 2014). 

In my opinion the traditional role of a police officer has moved well away from just a job in promoting peace, to try and reduce crime and remove the fear of crime and encourage confidence in the police force (Indeed for employers, 2022). 

The role of a modern police officer is often one of the extreme ever-changing situations. One probationary officer being interviewed, describes it as a ‘Madhouse’.

“You come from RTC [road traffic collision] to sudden death to dealing with a family to dealing with a child to dealing with neighbours. You’re constantly changing, and you have to adapt to the constant changes. People shouting at you, people abusing you, calling you all sorts of names. Then you end up on the floor with someone. Yeah. It’s not a job for everyone, that’s for sure’ 
(2b, 2022).

The modern role in my opinion and experience, is about showing a presence in the community by focusing on visibility and foot patrols within the communities (Kochel, 2017), interacting with communities and developing knowledge of persons or locations that may be at risk. The situation can quickly change to arresting people without regard for mine or colleagues’ human rights as well as in the aftermath, the focus on health and safety of members of the public and detainees. Strong emotional intelligence seems to be in high demand and having excellent communication and problem-solving skills. A far cry from the historical officer of 50 years ago being ‘big enough and strong enough to get the job done’ (Get on Patrol, 2022). 

Unseen to public eyes, the ‘paperwork’ side to policing is gradually getting more complex. The preparation of crime reports, the building case files and dealing with the Crown Prosecution Service (CPS), referrals to both vulnerable adults and child social services (SS), Youth Offending Schemes (YOS), Public Prosecution Service and other emergency services often acting as the first responder to incidents of severe harm or death. Not to mention liaising with the many in house departments. Also, within keeping in touch of the policing vision of 2025, the digitisation of the frontline police officer has taken place. 

To aid in detecting and deterring crime on the frontline, in my experience has seen the introduction of body worn videos to aid in building evidence, laptops and mobile phones with built in police system connectivity to aid in transmitting in field situations more quickly to the office. The introduction of un-manned aerial vehicles (UAV or drones) and Global Satellite Positioning (GPS) satellite navigation in patrol cars to help in searches and incident location findings and social media usage by police forces have enabled information to be relayed much quicker than traditional methods. 

All these developments aid in dealing, detecting and deterring crime. Police Scotland announced they have saved over 444, 496-man hours and Lincolnshire police estimated saving £1.8 million pounds by upgrading to technology (Howell, 2020). It seems to be a must that computer literacy skills are fast becoming essential.

Alongside the complex frontline role of a modern police officer, the college of policing’s five-year strategy introduces the ‘what works’ scheme (College of Policing, 2020). Universities and educators being brought together, with policing professionals, to help enhance police legitimacy using objective knowledge. The collaboration has resulted in the creation of the Policing Education Qualifications Framework (PEQF). In a bid to further professionalise police officers and supplement the college's strategic five-year plan, gives future officers the chance to develop, research and gain a higher educational qualification. The College acknowledge, by introducing this, will assist persons working in policing, having their professional abilities recognised and appreciated by those outside of policing by providing authorised ongoing professional development and associated qualifications.

Self-Evidencing.
Throughout the three years of development the modern officer must also evidence their progression and development by completing an in-house personal performance portfolio. This is a continual development of myself in which significant and competent evidence must be shown in a variety of policing incidents from issuing a simple community resolution to evidencing a complex investigation. These are mandatory in order to pass into the next year. The aim of this is to show the development from a probationary officer and into a fully competent officer. 

I believe in my final year as probationary officer I have developed well into the standards of a modern professional police officer that are demanded of my organisation and by myself. I can evidence this during an incident of an allegation of historical sexual abuse that had turned into multiple allegations of historical rape outside of my force area. 

Through mentoring by senior officers and personal aims, I have recognised and incorporated the code of ethics, principles, roles and responsibilities of a modern officer into this policing incident. 

Identifying an emotionally unstable victim with multiple suicidal attempts due to multiple historical sexual offences alleged to have been committed against her, I have used my emotional intelligence in recognising that this victim needed to be treated with respect, empathy and compassion. The use of digital technology to respond, investigate and progress the incident diligently and to communicate with outside forces was also conducted with great effect. 

This has been evidenced in emails by the victim, my peers and senior ranking officers congratulating myself on a complicated incident well dealt with. Comments such as being a competent, bright and promising officer with a good future in policing has helped my confidence greatly in becoming a modern officer.

All these roles and responsibilities must be conducted in line with the codes of practise and ethics, the right legislation application and of the critical public eye, knowing that you are fully accountable for any mistakes. It is no mean feat to be a modern police officer especially in times where public confidence is at an all-time low, financial restrictions, low employment levels (loss of 20,000 officers), low pay scales (starting wage just under £20,000) and a rising mental health concern in the organisation with 39% seeking help with mental health issues (Police Federation, 2016).

Final Year.
In this section of the assignment, I will try to critically reflect on my final year as a probationary police officer using the Gibbs reflective model (University of Edinburgh, 2020). 
 
On reflection, this final year has been one of the most challenging years I have ever faced, both professionally and individually. I have encountered many challenging situations in performing as a modern police officer and none more so than academically on the PEQF PCDA programme. 
 
I knew going into the final year would be emotionally challenging academically. Policing wise, I am confident in my role as a police officer and my abilities. However, I knew they would be tested again with the gradual dissolution of coronavirus rules, and the night-time economy would return, bringing with it the increase of potential conflict situations and public resentment I have already encountered. However, my feelings on the academic pressure are immense in knowing that you do not have a job if you fail academically. 
On finding the right balance between the complex and challenging role as a front-line response officer, long hours, working rotary shift work, social needs, having a young family and a demanding academic workload, I have struggled. I have found that my mental health and resilience has been tested to the absolute limit and, on many occasions, debated quitting the job, not because of the policing aspects but because of the academic side.  
 
After evaluating my situation and setting new goals, I concluded that I needed academic support more in line with my learning needs, made sacrifices and strategic decisions to within my social and family life to reorganise to achieve the feat of being the first person in my family to obtain a degree and, more importantly, a future career as a police officer. The process to get to this point has not been pleasant, highly frustrating, and is a case of one step forward, two steps backwards. However, there has been positive encouragement, understanding, and engagement by my peers, senior officers, and family members, and progress.
 
On analysis, up until now, I have focused too much time on developing my policing skills and abilities and neglected the academic side instead of balancing them appropriately alongside other outside influences. In one sense, it has gone well. Positive feedback and encouragement on my policing activities and role within my community has been encouraging and has made me quietly confident that I am on the right track as a modern police officer. However, not prioritising, neglecting and not fully committing to the academic side of the profession has landed me in hot water, so to speak. This has resulted in a rapid transformation in organising my priorities in this final year.
In conclusion of my critical reflection, my belief and approach at first were that I am here to be a police officer and not an academic. Consequently, I did not commit to the academic side of things as much as I should have done. Critically, it was the wrong approach to have. However, I believe that the transformative process of personal reflection has enabled me to see and understand the bigger picture. I understand that being academically capable is crucial in the strategy of the College of Policing in professionalising the force and giving something back to officers who may sometimes leave the force with immense abilities and experience but no qualification to show for it.

Conclusion.
Finally, the College of Policing is always changing in order to break down barriers as sociological and cultural changes occur. The method of first educating and then training future officers to attain higher levels of knowledge, ability, and understanding has proven to be an innovative way to advance the force professionally. The new learning programmes will ensure that future policing has reflective officers who are capable of questioning current practise when it is warranted (NPCC, 2015). Perhaps this unique strategy can assist in achieving the strategic goal of professionalising the police force in times of financial restraint, low staffing numbers, rising workloads, mental health complications and public resentment. 
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Task 2.

This assignment aims to critically evaluate my personal experience on the use of social media within a policing context as a means of informing and engaging with the community, and I will also be looking at the promotion of policy initiatives through social media.

I will also look at my force's policy on social media usage and look at what media platforms are currently used within policing, bearing in mind the benefits and risks. 

Throughout the paper, I will reference personal experiences of using social media in policing and reflect on how it has helped me protect and reassure my organisation's communities. 

How far policing has evolved?

In response to the evolution of crime and the rise in crime rates, Bland (2022), acknowledges that methods of detecting and investigating crime have had to change and adapt to keep up with the times. 

According to the British Broadcasting Company (2022), acknowledges that technology entered policing in 1867 with the introduction of the telegraph. Introduced in Scotland Yard to facilitate communication, the entire force rapidly adopted the system. The use of photographs to identify suspects and criminals and aid in producing evidence at crime scenes substantially improved the effectiveness of preventing crime, arresting criminals, and building evidence.

There was a rapid development in technology in policing as the twentieth and twenty-first centuries progressed. By the 1930s, the 999-emergency services system was operational to help communities communicate with the constabulary, a police telephone box installed in local areas. Moving on from foot patrols, Lookers (2017) notes the introduction of motorised vehicles such as cars, motorcycles, helicopters, and drones. These were quickly adapted and combined with advancements in two-way radios, infrared and thermal imaging (British Broadcasting Corporation, 2022b), Automatic Number Plate Recognition (ANPR), the contentious Automatic Facial Recognition (AFR). In addition, officer laptops and mobile phones and digital forensics are all introduced to digitise the force.

These technological advancements in my experience have helped to rapidly and effectively respond to policing incidents and carry out my duties and responsibilities in deterring and fighting crime and achieving the aims, goals, and objectives of their organisations.

In the 1980s, Lemonaki’s brief history of the internet (2020), acknowledges that the most impactive technological advancement to social, cultural and policing change was the creation of the world wide web (WWW) and the internet.



How far has social media evolved?

With the evolution of the internet, social networking sites (SNS) have started to appear. Watermeyer cited by science direct (2012), acknowledges that SNSs allow billions of people across the globe to locate and share information and create socialisation spaces for people or organisations with common interests despite geographical difficulties and time differences.

However, Norden (2013) acknowledges how the internet has changed the face of crime. The internet has created a vast opportunity for criminals to take advantage by creating new 'cyber-crimes' and creating new methods to committing traditional crimes such as Identity theft, fraud and, on a bigger scale, terrorism. This poses a huge threat both domestically and national in keeping the public safe.

In 1997 The first SNS created was Six degrees and Friendster. The first platforms allowed people to make individual profiles, connect friends, and share videos, photos, and messages (Jones, 2015). 

With the aim of digitisation of the police force, to keep in line with aims of The Policing Vision 2025 (NPCC, 2015), many police forces and their employees soon had a social media platform on Facebook, Instagram, Twitter, YouTube, and more professional front LinkedIn. These platforms allow police organisations to capitalise on user numbers, predicted to hit 4 billion users by 2025 (Jones 2015b), and connect with the local communities and broader audiences much quicker than before.



The National Police Chiefs Council (NPCC) released the Policing vision for 2025 (2017). The report outlines the aims and goals for future policing and how the organisation must 'digitise' by transforming and adapting to modern society, offering a vast potential in protecting local communities and the broader public from the modern cyber methods currently being utilised in crime.

The police organisation as noted by the NPCC (2017), by digitising the police forces can accelerate policing processes, manage risk more effectively, and revolutionise the criminal justice process through digitising and increasing the public's confidence in the organisation and making the public safe in the most effective, accessible and best value for money services available.

Considering this, the NPCC (2019) introduced the national media project to bridge the gap in identifying an unmet need to treat social media with professionalism so that the 43 forces of the United Kingdom do not miss the opportunity to engage with the public differently. 

Failure to do so would miss an opportunity to build the public's confidence in the force. For example, I have seen the effect of good online communication by The Metropolitan Police. They launched a social media campaign celebrating 100 years of female police officers, resulting in a significant increase in female applicants to the force (Metropolitan Police, 2020). Also, a missing persons appeal for a vulnerable child in my own organisation's area. Good, professional communication on the details of the disappearance and a description of the child enabled the child to be located and returned safe and well quickly after a reply from a public member.


This section of the assignment will discuss how my regional police service uses social media and how these benefits can also cause difficulties. I will then look at my personal experience of it and the impact it can make.

Our organisation's social media desk was created in 2018, keeping in line with digitising the service in accordance with the policing vision 2025. The aim is to reach out to the community and be more accessible to the vulnerable members within our community. The social media desk as covered in an article by News.Wales (2022) is a point of contact for the community to aid in reporting non-emergency crimes or to help with advice, with the service being available twenty-four hours a day, seven days a week.

I have noticed as a social media follower; there has been a significant online presence by using the platforms of Facebook and Instagram as the main face of the police services social media account. The social media desk controls the contents relayed by us and the information received from the public response. Examples include appealing for information on incidents, crimes, witnesses, missing persons, wanted persons. In addition, the desk gives ongoing updates on live incidents and information on any critical or major incident that may occur. Examples are road traffic accidents, and road closures are commonly shared posts.

The organisation's leading platforms are Facebook and Instagram. The accounts are full of helpful information that advertises future career and job opportunities, safety advice on topics such as drink and drug driving, night-time economy and lately a drive on the safety awareness of avoiding drug spiking. It also updates the public on criminals that have been caught and prosecuted, which can act as a crime deterrent. In addition, the Twitter platform has been perfect for getting news out quickly, and YouTube is primarily a resource used to upload our organisation's video content. In my opinion, my organisation's use of social media has been well accepted as part of everyday modern policing life and gives the dimension that our organisation is current, up to date, transparent, showing the public that we are constantly fighting crime and achieving results and importantly.

According to the organisation's social media policy, they acknowledge and understand that by showing online content to the community they represent, they will understand the organisation's aims, goals, perceptions, and understanding, as well as our opinions and behaviours (Seymour, 2020). Therefore, this approach has the potential to change the public's perception of the organisation and instil more trust in the community.
Despite having thousands of social media followers, the organisation recognises that not everyone in the community has access to the internet and that social media should not be relied on solely to communicate with them. Recognising that officers and staff should continue to use traditional contact methods demonstrates that the force values inclusivity, equality, and diversity (Seymour, 2020b). I have seen this, especially when dealing with the more elderly and vulnerable members of the community who are hesitant to use social media or have no idea what it is.

In addition, the organisation recognises that many of its officers and employees will have their own social media accounts. They are asked to follow the codes of practice, ethics, and the organisation's regulations when using them and be aware of the risks that their contents, comments, or opinions may seriously implicate themselves or the organisation. Seymour (Seymour, 2020c).

The benefits of Social Media.

As noted by the Police Foundation, The Briefing, (2014), the benefits can be separated into three uses. First, it provides engagement with the public to obtain or relay information and intelligence that can lead to an investigation.
My organisation also has three primary purposes for our use of social media. First, to achieve a tactical or operational objective, to change or influence the behaviour of our communities for the better and to build capacity and trust with communities (Seymour, 2020c).

Police organisation's social media information can be posted to a large volume of the public in real-time and communicated directly, instantly, and the public can share it with the community with the click of a button. Examples I have seen of this are updates of a live policing incident, such as a road traffic accident that forces a temporary road closure.

It shows the 'human' side of policing. Discussions on day-to-day content like officer blogs and videos encourage discussion within the organisations, while creative use of social media broadens the conversation about policing and helps to build relationships within our communities (The Police Foundation, 2014 b). It shows that police using social media is accessible, transparent, and can potentially target the younger generation by inspiring them to join the organisation. It is also much more cost-effective than traditional forms of communication.


Social media can be used to appeal for witnesses, various sources of information, or aid in searching for missing people. It can also provide intelligence to inform and aid organisations in officer deployment decisions and improve resource allocation. Examples noted within my organisation were during the 2020 summer black lives matter and coronavirus protests. Information on social media stating that a demonstration was going to take place has allowed my organisation to draft more officers to patrol areas in advanced times.

On a more national scale, the use of social media, as noted in a speech by the right honourable Amber Ruud (Home Office, 2018), is being used by specific police departments and organisations regularly. Monitoring and gathering information and intelligence can bring users of websites known for potential criminal or antisocial activity that spread hate propaganda, terrorism, and chat rooms used by sex offenders to justice.

Every internet interaction leaves a "digital footprint" (Family Lives, 2022). A simple search of a person's social media profiles can provide the police with a piece of excellent information and intelligence about the individual or groups, interests and even their locations. For example, Facebook works with the metropolitan police in detecting live streaming of terrorism incidents. This collaboration aides in preventing or capturing those involved (The Guardian, 2019). 

Police officers from various forces across Europe report that in many cases, criminal information can be found through SNS that would not have been available at all if social media had not been used (Government Technology, 2017). Such examples are Facebook check-in, which will give a location where that person has been or is currently.

The disadvantages of Social Media.

They must be ethically used in a manner as to abide by government and policing regulations and the code of ethics (College of Policing, 2014). Such an example of discreditable conduct can be exemplified by a detective constable (DC) who was found to have taken information in exchange for payments (British Broadcasting Company, 2014). Police officers and staff may fall foul of breaching the Data Protection Act 1998 and General Data Protection Regulations (GDPR). Examples are a wrong email address containing leaked sensitive information or gossiping officers (Alfonso, 2022). 

On creating our organisation's social media force policy, Seymour (2020b) notes that within social media usage, police organisations, police officers and staff, especially on their social media accounts, should not discriminate, appear to support discriminatory attitudes or be libellous. In addition, forces, officers and staff should be careful not to violate copyright laws or undermine operational activities. 

Within the organisation, departments and teams such as neighbourhood policing teams (NPT), specialists, corporate communications, force communications suite and key senior leaders have access to the accounts, again to be used for policing purposes and the code of ethics to be applied throughout. All these disadvantages can harm the police service's reputation (College of Policing, 2013).

Reflection.
The ability of professionals to "think what they are doing while they are doing it," as defined by Donald Schon cited by All Answers (2018), is referred to as reflection. 'Reflection in action' and 'Reflection on action' are the two most frequently cited aspects of Schon's theory. As the names suggest, reflection in action occurs during the event, whereas reflection on action occurs afterward. In contrast, Schon believed that both types of reflection could be effective.
Reflection in action.
On personal reflection in using social media, it is another tool to be utilised by officers during a policing incident. Especially in my case of investigating a high-risk Missing person (MISPER).
On being out on mobile patrol within the community, a public member notified me that her female teenager had not been seen for two days over the weekend and limited to no contact had been made. I conducted the initial MISPER enquiries to obtain information on circumstances, a description of what she was last wearing, and notified the control room. The teenager was not a regular missing person but graded as high risk due to vulnerabilities of her age and warning flags for previous child sexual exploitation (CSE). Recognising the severity of the situation with the child missing for two days, explained to the next of kin about the potential use of social media with their consent. Obtaining their consent and a recent photograph of the misper, I have notified the social media desk to aid in the investigation by relaying information and photographs onto the media platforms we use.
 
Reflection on action.
On reflection afterwards, social media was a good tactic as the misper was located safe and well. Public members had commented and shared the social media post displayed by our organisation, which helped locate the misper.
Future considerations for myself would be to potentially investigate into misper’s personal social media sites by obtaining Mutual Legal Assistance (MLA) (Home Office, 2015). However, this process can be highly time-consuming as most SNS are American companies, but the new UK-US Bilateral Data Access Agreement should be able to speed the process up (Home Office, 2019).
Perhaps the potential is there for our social media desk to conduct mandatory MLA applications to aid in monitoring high-risk misper’s social media platforms for potential developments rather than the slow relaying of information coming from third parties.

Conclusion.

In conclusion of this assignment, I have found that social media is of great benefit to myself and the modern police service. In keeping in touch with the evolution of society and cultural changes, the policing vision for 2025 is well on track. The digitisation of the police force is essential in keeping up with modern criminal methods and fighting crime. It gives the police services across the country and worldwide an extra dimension in carrying out the roles and responsibilities of protecting the public. Despite the potential pitfalls of officers and forces falling foul of social media, the benefits I can see far outweigh the disadvantages if the careful and diligent application of processes, rules and regulations are applied. Social media is a good application in appealing to a new and younger generation with the hope of inspiring a new generation of officers by giving a more transparent, real-life outlook on what policing is about. The transparency that comes with combining social media and policing can also encourage the public to have more faith and help build relationships in the communities we engage with and protect.
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Task 3

This assignment aims to critically evaluate, analyse, and evidence leadership styles and strategies. 

Additionally, I will take into consideration the different types of leadership models that are commonly used and associated with policing. 

Furthermore, within the assignment, I will demonstrate my flexible leadership style and how I was able to change by reflecting on my experience within policing incidents.

Throughout the first three years of my policing career, significant social and economic events have influenced policing such as the global pandemic of coronavirus, the brutal murder of George Floyd by an American police officer (Crump, 2020), and the sickening murder of Sarah Everard by a serving Metropolitan Police Officer (Doherty, 2021). 

All these events have placed immense strain and pressure on policing worldwide. These pressures have come in leadership issues surrounding protests, riots (BBC News, 2020) and the enforcement of covid-19 rules. As a result, immense pressure has fallen on those at the top of the policing leadership scale, culminating with the high profile resignation of the Metropolitan police commissioner Dame Cressida Dick in February 2022 (Johnson, 2022) following a series of failings and controversies at the Metropolitan police occurring under her leadership.


What is leadership?

According to an article written by Susan Ward (2020), she notes that leadership can be thought of as the art of encouraging a group of individuals to work together toward a common goal. 

I have encountered common qualities in all leaders that have been tremendous in developing myself as an officer. Qualities such as emotional intelligence, being positive, inspiring and confident come to hand first, followed by skills in communication, delegation and commitment. An excellent quality I like in leaders is honesty and a good approach style in dealing with new probationary police officers. A great example of leadership is my current line manager and my academic mentor. Throughout my development, they are not afraid to give me honest and real, positive or negative feedback alongside encouragement that can help me critically reflect on policing incidents and my academic work. 

In the context of policing, it is not just about ordering and directing colleagues and staff in accordance to achieve the national and local strategies, aims and objectives specified by the police services. It is the ability to lead by example, develop and promote future officers and mould them into leaders.

The police service, as noted in Police Leadership: Changing Landscapes (Ramshaw P, 2019), has traditionally been led by autocratic and transactional leadership styles. At the time of its formation, the police adopted a militaristic approach as it was seen to be the best form of structure and discipline for a force. 

However, Ramshaw (2019b) also notes that due to the changing nature of crime, social issues and cultural evolution, the call for more transformational leadership styles is coming to the forefront to help modernise and advance the force consistent with 21st-century principles, technology and crime.

Policing leadership styles

Through my research and front-line policing experience, I have encountered three different leadership styles.

Cherry (2020) notes that autocratic leadership, also known as authoritarian leadership, is characterised by individual control over all decisions and little input from group members with a propensity for order and a likeness for a militaristic approach at times. 

In a policing context, the chief constable has complete authority over their regional police service and the style allows them to impose their work methods and processes. 
 The hierarchy of ranking officers, line managers (sergeants), and police constables are then expected to implement their aims, goals, strategies and establish strict, clear rules and regulations.

However, this leaves the group with the impression that they are not trusted with important decisions or tasks. Cherry (2020b) also acknowledges that autocratic leadership tends to create highly structured and rigid environments. However, it stifles creativity and outside-the-box thinking. I have experience in using direct leadership style while conducting a stop search incident on a detained suspect found at the scene of a burglary. It gives clear and direct instructions to both the suspect and my colleague on what to do to ensure the procedure is conducted according to the laws and regulations governing stop searches conducted on persons.

Despite this, the autocratic leadership style does have its advantages and disadvantages, as explained in The Leadership Quarterly (Hoogh et al, 2015, p687-701).

 Hoogh et al. (2015 b, p687-701) note that academics and professionals have frequently criticised autocratic leadership for the demoralising effect an autocratic leader's centralisation can have on team climate and thus team performance, activating team members' feelings of being undervalued and wronged. The leadership style may also heighten perceptions of inequality of opportunity, hampered team climate and performance. In line with these arguments, several studies show that autocratic leadership, via its effects on power centralised control in a team, can have a negative impact on both team and individual performance.

However, Hoogh et al. (2015 c, p687-701) note that evidence from studies indicate that autocratic leadership is not always harmful. It can sometimes facilitate team functioning through a concise hierarchy of authority. Team performance can be enhanced by providing a mentally and emotionally reassuring environment that clarifies roles, facilitates coordination and collaboration and helps to improve personal and social stability and structure. Thereby also, under certain conditions, autocratic leadership has the potential to benefit rather than harm team culture and performance by establishing an emotionally and mentally appealing hierarchical order within the team.


Transactional, also known as managerial leadership, is much like the authoritative leadership style, except that transactional leadership is built on a reward and punishment system with a strong emphasis on performance and achievements (Lindberg, 2021). 

In addition, it considers that employees have little or no self-motivation, so a rigid transaction-based system with built-in incentives is implemented.
A clearly defined communication between the hierarchy of officers and staff is at the system’s heart. Within this leadership style, there are specific rules, regulations and guidelines on how an officer will be rewarded or punished if he or she performs various policing activities that result in various outputs. The ability of the leader to discover appropriate rewards and punishments to motivate people to obtain the desired results is critical to transactional leadership. The leader issues orders and expects them to be followed. Employees who fail to follow instructions are disciplined, while those who do are praised.

The advantage of this style is that it appeals to officers who are willing to work long hours and are skilled at their jobs. It also promotes fairness because the higher the officer’s performance, the greater their reward. Employees understand what is expected of them and the associated rewards and penalties. Extra money, bonuses, time off, promotions, recognition, and awards are possible rewards. 

The disadvantages are punishments can include not receiving a bonus, being identified as a problem somehow, and even termination from the service. Furthermore, regular employee monitoring ensures that errors are identified early and corrected before they negatively impact the police service. 

I have experienced and encountered this leadership style on many occasions, and it is generally used by line managers within the police service. A typical reward example I have experienced is being asked to work extra hours after a regular shift has ended, in return for payment or time off, to complete a job or task to achieve a short-term goal.

According to Ayeni (2014), Transformational leadership is to inspire, empower, and encourage one’s team through a people-centred approach by giving the ability to excite and inspire others. They encourage employees to commit to a shared vision and goals for the organisation while also fostering innovation and creativity in achieving those goals. Personnel from lower down in the typical rank structure of the two previous leadership styles I have researched have had an input into potentially helping to transform and help the organisation hit their aims, goals and strategies.

According to Dr Epitropaki (2001), while conducting a study at the Institute of Work Psychology University of Sheffield, notes that transformational leaders instil a strong sense of confidence, a high level of trust and respect towards colleagues and often talk about the values and goals with a high consideration about ethical and moral consequences of their aims and objectives. The author notes that consideration of each person’s distinctive needs, abilities, and motivations is crucial, and a strong “open door” policy is adopted. The leadership style appears to be not afraid when solving problems and will often seek different perspectives or alternatives on encountering problems. 

This leadership style is much more suited to the modern cultural changes in recent times; however, it goes far beyond the traditional forms of previous and current police leadership styles. As with all styles of leadership, there are advantageous and disadvantageous aspects to transformational styles.

According to Miller (2022), he notes there are three main advantages of this leadership style. The method facilitates the rapid formulation of a vision by distinguishing itself from others by its capacity to quickly assess an organisation’s current goals and vision for its improvement and growth. 

Transformational leaders communicate their visions effectively to other leaders and employers, aiding them in dealing with difficult situations because everyone can see the larger picture. Throughout his 25 years as a business CEO, Miller (2022b) also claims that another advantage is that transformational methodology encourages people to be enthusiastic. It fosters a positive work environment, propelling a firm forward with reforms and innovations. This strategy would guarantee higher efficiency and productivity because individuals work via self-motivation through inspiration. 

Charalambous (2019) gives another example of an advantage, and I believe it is the main focal point of this leadership style. The fact that it promotes change. An organisation must be willing to adapt, improve, and expand over time in order to progress and to use a transformational leadership style while introducing a vision that is excellent for bringing others on board. They can sell the necessary changes, upgrades, or expansions because of their passion. They are also adept at identifying holes or difficulties in the visioning process, allowing them to make necessary adjustments. This is very poignant from a policing context due to the ever-evolving nature of crime and the current advancements in technology. 

There are disadvantages to the transformational leadership style. Charalambous (2019b) acknowledges that although the style is current and in line with cultural and social change, some significant downsides potentially could have a significant impact on policing if a force decides to base its style on a transformational approach. Disadvantages noted within her article state that there is a disregard of protocols and processes and take too many risks in favour of focusing on the larger picture. 
Transformational leaders use their energy to set an example for their staff and the rest of the organisation, which is a good trait but also has the potential to be dangerous and disruptive. The frequent idea changes can be disruptive and more likely to have negative consequences if it occurs frequently. A transformational approach can increase the amount of pressure on team members by giving them more control over their roles and duties, but it can also increase the amount of work they have to do, potentially leaving them feeling overwhelmed or abused by putting too much expectation on the employer. This has the potential to lead to employee burnout which can occur fast if high levels of commitment are required to fulfil a specific goal or if tight deadlines are in place.

There have been occasions where transformational leadership styles have contributed to the modern technological evolution of the police force. For example, the adaptability of the police force to introduce laptops, mobile phones, and body-worn video cameras have helped tremendously. This forward-thinking development has enabled a much quicker response to deal with crime victims, achieving the best evidence and other policing aspects such as departmental communication.

Reflection

On reflection during a policing incident I have encountered, I have used all three leadership styles flexibly in conjunction with essential aspects of leadership qualities such as emotional intelligence. 
There is evidence that the ability or capacity to perceive, assess, and manage one’s own and others’ emotions can be positively related to police leader effectiveness (Campbell, 2011).

While on foot patrol on a regular weekend at the city centre, police constables are often led by a sergeant. The sergeant is the visible authoritative figure. The sergeant has given my colleagues and me a direct order to proactively patrol the city centre while they conducted a brief enquiry elsewhere. 
On this particular evening shift, there were many special constables (volunteer police officers) fresh out of training and on their first operation and as the next senior officer given charge of them. 

I have conducted an officer safety briefing and notified them of what to expect. Often, at times challenging incidents can unfold in the city centre. I have directed them to patrol a specific loop of the area, emphasising being in pairs for officer safety reasons, stating that failure to comply could end up in the form of disciplinary as officer safety is at significant risk while on foot patrol. The reward for doing a good job would be to leave early, as they were volunteers, and get out of the adverse weather conditions.

While proactively patrolling myself to inspire, motivate, and lead by example, I have become aware of a special constable patrolling on her own who has notified me that her colleague had wandered off after spotting some personal friends. On approach, the officer was laughing and joking around taking photos with various members of the public trying on his warden hat when a large fight has broken out right behind him, spilling out from inside the pub with bottles flying everywhere, hitting the officer, the officer in shock has fallen to the floor. 

Immediately recognising the danger, I have directly taken control of the situation by communicating with other units via the police radio systems calling for backup while giving updates on location, the number of persons involved, and descriptions. On seeing my actions, the special constables have gained confidence and joined in to separate and detain suspects using my information, while I have focused on getting the downed officer out of the way to safety. On recovering the downed officer, I stated, “That is exactly why we wear our helmets and patrol in pairs.”

Throughout the policing incident, I have shown good flexibility in switching between the three learning styles I have researched, recognised and applied used throughout. The sergeant giving me a direct order and by myself whilst conducting the safety briefing and leading into the main incident have been authoritative and transactional. The flexibility to switch to a transformational leadership style has been recognised demonstrated via passing the new officers while pro-actively patrolling. This goes hand in hand with the recognition of emotional intelligence. Constant communication, energy, motivation and qualities such as being positive, inspiring, confident, delegation and commitment alongside honesty and a good approach style in how to deal with fellow officers were used to inspire colleagues that may not have been very positive in their approach to a cold night on the busy city centre.

Conclusion

In conclusion, I believe the police service in the modern era must incorporate all three styles. There is a need for flexibility in the current 21st-century police service to develop a service that responds to the current social climate while still being held accountable for the traditional policing purpose of law enforcement and fighting crime. The ability to retain current and future police officers is critical and having a good rewards system and incentives in place will help sustain and promote numbers while giving them a sense of purpose to serve the public. However, there is a definite need for authority within the service to maintain discipline, avoid any breaches of police policies, and give the public confidence that police officers will be held accountable for any wrongdoings. It is a challenging concept but achievable with the right people in the right place.

(Word count 2662)
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Task 4

The purpose of this assignment is to critically reflect on my three years as a probationary police officer. 

Within this task is a personal reflection on the benefits of receiving mentorship and coaching and how it has helped me achieve personal goals. 

Alongside personal goals, I will reflect on how it has helped me develop professionally as a police officer and aided in achieving organisational goals and how this reflection process has aided me in learning, developing, and performing within the policing workplace environment. 

Consideration will be given to relevant coaching and mentoring definitions and current policing theories and methodologies.

Throughout my three years as a probationary police officer, a few significant social and economic events have caused tremendous disruption, however these events have played an essential role in my development as a police officer. 

During those three years, significant events such as the police brutality death of George Floyd by Derek Chauvin in the United States, which sparked worldwide riots and movements, the black lives matter demonstrations in the immediate aftermath of George Floyd’s death, and Sarah Everard’s murder by a British police officer occurred. As I highlighted in previous papers, all these events have put an immense burden on all police departments and officers across the United Kingdom. 

In addition, the global pandemic of coronavirus (Covid-19) has claimed the lives of 161,000 civilians in the United Kingdom (Data on Coronavirus in the United Kingdom, 2022). The spread of COVID-19 has sent shockwaves around the world. The public health disaster, which has never happened before in my lifetime, has caused tremendous human suffering and death. 

The quick increase in infected people and the terrible impact of severe cases of the disease have overwhelmed hospitals and healthcare workers and put pressure on the educational system. As the UK government battled the disease’s spread, it began closing entire academic institutions, impacting thousands of people’s learning and development.

Learning and development, particularly for student officers or probationers in the police service, is critical to developing those individuals and the organisation. The disruption has affected us greatly by not allowing us to experience other policing departments. I have noted that within the last three years, receiving help from designated tutors and senior police officers has helped develop myself professionally and personally. It starts by mentoring and coaching, helping to build on my knowledge, skills, and application of them within the policing profession.

What is coaching and mentoring?

The College of Policing (2022) entails that coaching can be flexible in a structured or unstructured approach with the emphasis on goal setting and breaking down barriers whilst working towards the fast-paced and complex role of the modern 21st-century police officer. This approach is to keep the student officer interacting to broaden the understanding and often see “the bigger picture”, but it is also crucial to their “long term professional learning” (Carter, 2001).

In my opinion and experience of being a coach myself in the equestrian industry, it focuses on specific skills and goals while developing and focusing on improving the performance of an individual while bearing in mind their future goals and aims.

While developing new police officers, it is much the same. Again, personal sociological and cultural factors should be considered, including their future goals, aims, and interests within the police force. The emphasis on performance at work is by conducting activities that combine organisational and personal goals relevant to policing. These goals and aims should be set both at the present stage of their career and later for the future.

Another aspect of coaching that is generally accepted from my experience and noted by Brewerton (2022), is that it provides individuals with the opportunity to better assess their strengths as well through their development, with Hawkins (2013) noting that area development should be through robust support and challenges, through a series of open questions with solid feedback to be given. The process typically lasts for a shorter, defined period or forms the basis of an ongoing management style (CIPD, 2021b).
 
Mentoring, much like coaching, throughout my research and experience, does not seem to have a definitive definition and appears to be a collection of similar opinions and characteristics to coaching with a slight variance. One definition of mentoring provided by Brown Brothers Harriman (2006), acknowledges that mentoring can be used as a term in the workplace as a partnership between a mentee and mentor to provide opportunities, share talents, skills, experiences and expertise.

Through the techniques of encouraging, supporting, questioning, listening, clarifying, and reflection, this can be done. With many traits of mentoring overlapping and connecting with coaching methods, one crucial contrast is that mentoring connections are typically a more long-term approach than coaching partnerships (CIPD, 2021b). 

As noted by Mark (2011), he suggests that informal communication is also to aid and develop social and psychosocial support to aid in the growth of the mentee through support and encouragement. This gives the narrative that it is a non-directive type of support, another critical difference from coaching. It also is thought that the probationary officer’s responsibility lies in developing the appropriate skills to fit the roles and responsibilities of the modern 21st-century police officer.
 
Although it is quite clear to me that the roles of both a coach and a mentor are to support the personal development of the new generation of police officers, I can see there are distinct differences between them. Coaching appears to be more of a direct approach and task-oriented over a shorter period, such as my time in the professional development unit (PDU).
 
While in that unit, the focus is on helping me, the probationary police officer, achieve success in obtaining a modern officer’s fundamental roles and responsibilities of a modern officer. The role of the mentor, which I experienced as I transitioned from the PDU to a more active response policing role was taken on by a more experienced police officer, is much broader and may include coaching techniques in the strategic plan to develop a probationer’s skills and capabilities on dealing with modern policing when encountering actual policing incidents in a non-directive approach over a more extended period of time.
 
Theories.

Every person in training or education learns differently and knowing how people learn is critical to their academic achievement and development.

The adult transformative learning process is one theory of learning developed by Jack Mezirow (1997).
Describing adult transformative learning as an approach that thinks that the way learners interpret and reinterpret their sensory experiences is fundamental to producing meaning and thus learning (Western Governors University,2020, cites Mezirow, 1997). Another definition defines transformative learning as an orientation that holds that the way learners interpret and reinterpret their sense experiences is central to making meaning and thus learning (Mezirow, 1997b). 

In a policing context, transformative learning refers to the idea that probationary officers, like me, evaluate their previous ideologies and understandings on life when they receive new information and knowledge about the policing organisation. This has led me to a completely different perspective on many different subjects. As we gain new information, knowledge and tactics, we start to critically reflect on dealing with the various policing incidents encountered to see if our thoughts, ideas and actions were correct. 

This type of learning experience has involved a fundamental shift in my perception. Sahin (2018, cites Mezirow, 2003) established ten stages of the transformation. My understanding of this transformation period has been incorporated with examples. It starts with a “disorienting dilemma”, such as the initial application on applying for the police force. This then develops into a self-examination of my feelings about joining a police force and the stigma about being “on the other side” (Joyce, 2018) and a critical examination of “epistemic, sociocultural, or psychic assumptions” (Mezirow, 1991). It is also about recognising one’s dissatisfaction with their current life and job elements.

For myself, at this point was the life of a bored factory worker, part-time equestrian coach and that the process of transformation into a potential police officer should be shared with my friends by asking of their opinions and if they or others have negotiated a similar life changes. 

On acceptance into the police force, the initial six months training phase, PDU and onto response policing is the next stage in this learning style. At this point is the exploration of new roles, relationships, and actions within the police service. Following this, the coach or mentor can then decide on a course of action through the acquisition of knowledge and skills for carrying out the probationer’s plan. This can then give provision for experimenting with new roles while developing competence, self-awareness and self-confidence while carrying out the role of a police officer. This then leads to the acclimatising to my new life as a police officer and the merging back into everyday life but with a completely different perspective.

A second learning theory is Critical thinking.
Edward M Glaser (1941) defined critical thinking as follows:

 “The ability to think critically, as defined in this volume, consists of three components: (1) a disposition to consider problems and subjects in a thoughtful manner that come within the scope of one’s experiences, (2) knowledge of the methods of logical inquiry and reasoning, and (3) some skill in applying those methods”.
                                                                           (Glaser, E, 1941, cited by Scott 2010)

From my understanding, critical thinking is a method of logically interpreting and evaluating any subject, content, problem, or situation. It is also known as reflection or reflective practice. It is a common practice I have encountered within policing throughout the first three years as a probationary officer, and I have no doubt it will continue in future years. It enables me to use critical thinking to determine whether I am thinking correctly or incorrectly in a situation. A critical component in modern police officers, as we must be self-disciplined thinkers capable of arriving at a logical, objective, and fair conclusions in policing incidents. This is critical in maintaining an unbiased perspective when dealing with policing incidents. 

Critical thinking and transformational learning aim to change people’s perspectives by changing how they think. 
Both Critical thinking and transformational theories can be agreed that the emphasis is on learning and seeking to alter people’s perspectives by altering their way of thinking. However, treating them as the same thing is not appropriate.

The modernisation of the police force in the UK in the 21st century and the introduction of the police education qualification framework (PEQF) by the college of policing (2022) has been extremely challenging not just for me but for many student officers.

Reflection

On reflection, I have benefitted greatly from being coached and mentored by applying both learning theories I have touched on. During the first year and a half, the initial 26-week training and professional development unit period, I benefitted greatly from having a more direct coaching style that has developed and progressed me. It has provided me with setting out the baseline of expectations, roles and responsibilities of what a modern police officer is and should be; and keeping in line with the policing vision 2025 (College of Policing, b, 2022). 
While during the last year and a half, I have benefitted greatly from more experienced police officers within the police service mentoring me in a collective effort. Flynn (2011) mentions the benefit of having an officer of considerable years of service mentoring a probationer like myself essential. The passing on of ‘tacit’ practical skills and “real-time” knowledge gained by the years served in the police force. I could not agree more on this. This has been extremely important in developing myself as a student officer in a job role that requires me to be confident, resilient, and flexible with the need to adapt quickly in a fast-paced and ever-changing role. I believe I now possess these character traits.

In both a policing aspect and from an academic viewpoint, the knowledge and experience have been invaluable, helping me achieve my goals of being a confident, competent, professional officer within the police service. From the start of reflection, I can see the transformative process has moulded me into accepting myself as a police officer. The transition from a civilian, the breaking down of barriers and alongside critical and reflective thinking has changed and adapted me into what I believe is a good and competent police officer. 

I have encountered many other challenges, especially academically. Having returned to education after a significant period away from the classroom, facing the concept of achieving a bachelor’s degree alongside significant outside factors has caused considerable emotional distress. According to Veiber (2017), 82% of students suffer from stress and anxiety. On critical reflection, the concept of higher educational learning combined with a busy social and family life has caused severe stress and anxiety to the point where I have contemplated leaving the organisation. This has resulted in some precarious situations with my academic work due to prioritising policing work, social and family life, resulting in myself receiving academic misconduct and jeopardising my career. Specific academic coaching and mentoring have taken place to help my learning and development. With acknowledgement of transformative and critical reflection, I have developed a plan like Covey’s 7 Habits model (Chartered Management Institute, 2012). It has made me more organised, confident and realistic in completing this final year and achieving my goal of becoming a police officer. This mentoring is still ongoing and being helped in conjunction with giving and receiving feedback.

Feedback from my understanding can be given in the form of positive, constructive and negative. 

Watson (2019) notes that feedback is crucial in developing an individual. However, it can be highly detrimental in the case of constant negative feedback. For example, it can make you feel under-valued within the organisation, something I have found a lot academically. On the other hand, positive feedback is suitable for increasing positive behaviours in the workplace. This is due to its ability to make employees feel valued and connected to the team, find meaning in their work and are less likely to leave the job. I have encountered this on the policing side of the job, and it makes you want to come to work every day.

By using positive feedback mechanisms, Watson (2019 b) also notes that it can help support behavioural change and reinforce positive behaviour in the workplace. It should be noted that by providing constructive feedback, a student will gain a better understanding of what you expect of them. Feedback can be given in the approach of thinking SMART.

According to Seismic (2014), the acronym stands for:

Specific - It limits the chances of misunderstanding and poor execution.
Measurable - feedback is fairer, less subjective, and more apparent.
Achievable - make progress toward a goal and makes it more likely for that goal to be achieved. 
Realistic - The expectations you set must be realistic to the goal, and 
Timely - Given directly upon completing a goal or specific timeframe for goal achievement has passed. 
This feedback style has been typical within the academic work I have been conducting.

In conclusion, the learning process is essential in developing student police officers like myself to fall in line with the expectations of the modern 21st-century police officers. Furthermore, it shows a commitment by the police service to improve the new generation of officers and to raise professional standards, to help build relationships within the community and to also give back to the officer in that if they choose to leave the service, they leave with a suitable qualification that may help them in the future.

(Word count 2557)









Bibliography
Brewerton, P. (2022). What is a strengths-based approach in coaching?. 
Available at : https://www.strengthscope.com/blog/what-is-a-strengths-based-approach-in-coaching. [
Last accessed 21st March 2022].
 
Brown Brothers Harriman. (2006). Mentoring Guide. Available: https://cdn2.sph.harvard.edu/wp-content/uploads/sites/31/2015/10/Mentoring_Guide.pdf#:~:text=Mentors%20can%20serve%20many%20purposes.%20Sometimes%20they%20will,to%20expand%20and%20grow%20so%20that%20e. 
[Last accessed 21st March 2022].
 
 
Carter, M. &. F. R., 2001. Mentoring and beginning teachers' workplace learning. [Online] 
Available at: https://www.proquest.com/scholarly-journals/mentoring-beginning-teachers-workplace-learning/docview/203325426/se-2?accountid=130472
[Accessed 4th March 2022].
 
Chartered Management Institute, 2012. Stephen R Covey. [Online] 
Available at: https://www.managers.org.uk/~/media/Campus%20Resources/Stephen%20R%20Covey%20-%20The%20seven%20habits%20of%20highly%20effective%20people.ashx
[Accessed 7th March 2022].
 
CIPD, 2021b. Coaching and mentoring. [Online] 
Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/development/coaching-mentoring-factsheet#:~:text=Coaching%20and%20mentoring%20are%20development%20approaches%20based%20on,practice%20the%20two%20terms%20are%20often%20used%20interchangeably.
[Accessed 4th March 2022].
 
CIPD, 2021b. Coaching and Mentoring. [Online] 
Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/development/coaching-mentoring-factsheet#:~:text=Coaching%20and%20mentoring%20are%20development%20approaches%20based%20on,practice%20the%20two%20terms%20are%20often%20used%20interchangeably.
[Accessed 5th March 2022].
 
College of Policing, b, 2022. Policing education qualifications framework (PEQF). [Online] 
Available at: https://www.college.police.uk/guidance/policing-education-qualifications-framework-peqf
[Accessed 7th March 2022].
 
College of Policing, 2022. Coaching and Mentoring. [Online] 
Available at: https://leadership.college.police.uk/mod/scorm/player.php
[Accessed 5th March 2022].
 
College Of Policing, 2022. Policing education qualifications framework (PEQF). [Online] 
Available at: https://www.college.police.uk/guidance/policing-education-qualifications-framework-peqf
[Accessed 7th March 2022].
 
Coronavirus data in the UK, 2022. gov.uk. [Online] 
Available at: https://coronavirus.data.gov.uk/details/deaths
[Accessed 28th February 2022].
 
Flynn, M., 2011. Mandatory retirement in the police service. [Online] 
Available at: https://www.proquest.com/docview/857712783/8FE80A43B1F245EAPQ/1?accountid=130472
[Accessed 6th March 2022].
 
Glaser, Edward M (1941). An experiment in the development of critical thinking. 3rd ed. New York: AMS Press. 181 -199.
 
Hawkins, P. &. S. N., 2013. What is Coaching. [Online] 
Available at: https://uk.sagepub.com/sites/default/files/definitions_of_coaching_thomson_lg_edit.pdf
[Accessed 4th March 2022].
 
Joyce, J., 2018. Cpos & Stigma. [Online] 
Available at: https://www.bphope.com/blog/cops-stigma/
[Accessed 7th March 2022].
 
Mark, T. M. A. W. E., 2011. Mentoring first year police constables: police mentors' perspectives. [Online] 
Available at: https://www.proquest.com/docview/900915395?accountid=130472&parentSessionId=fMtcx%2B%2FF9rXV7Dr4rh5q7BaqKXxMEe5E5lfBP7Kl7w8%3D&pq-origsite=primo
[Accessed 5th March 2022].
 
Mezirow, J., 1991. Transformational Learning Jack Merizow; Transformative Dimensions Of Adult Learning. [Online] 
Available at: https://sites.google.com/site/bvalinskitlnotes/home/jack-mezirow
[Accessed 7th March 2022].
[bookmark: _GoBack] 
Mezirow, J., 1997b. Transformative learning: Theory to practice. New Directions for Adult. [Online] 
Available at: https://www.ecolas.eu/eng/wp-content/uploads/2015/10/Mezirow-Transformative-Learning.pdf
[Accessed 6th March 2022].
 
Sahin, M. &. D. H., 2018. Critical Thinking and Transformative Learning. [Online] 
 
Scott L. Karakas. (2010). Creative and Critical Thinking in the Arts and Sciences: Some Examples of Congruence. 
Available:https://files.eric.ed.gov/fulltext/ED593584.pdf#:~:text=The%20traditional%20theories%20behaviorism%2C%20cognitivism%2C%20constructivism%20and%20connectivism,is%20followed%20by%20the%20steps%20of%20thinking%20and
[Accessed 7th March 2022].
 
Seismic, 2014. Get SMART To Provide Better Feedback. [Online] 
Available at: https://seismic.com/blog/get-smart-to-provide-better-feedback/
[Accessed 8th March 2022].
 
Veiber, L., 2017. The National Student, 82% of students suffer from stress and anxiety. [Online] 
Available at: https://www.thenationalstudent.com/Student/2017-08-31/82_of_students_suffer_from_stress_and_anxiety.html
[Accessed 7th March 2022].
 
Watson, H., 2019. 9 Positive Feedback Examples For Colleagues. [Online] 
Available at: https://www.peoplegoal.com/blog/positive-feedback-for-colleagues-examples-and-tips
[Accessed 8th March 2022].
 
Watson, H., 2019 b. 9 Positive Feedback Examples For Colleagues. [Online] 
Available at: https://www.peoplegoal.com/blog/positive-feedback-for-colleagues-examples-and-tips
[Accessed 8th March 2022].
 
WGU, 2020. What is the transformative learning theory?. [Online] 
Available at: https://www.wgu.edu/blog/what-transformative-learning-theory2007.html#close
[Accessed 6th March 2022].



