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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.



2500 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

Policing in the UK, and throughout the World has had to significantly change over the last few decades.  This, in part, is due to the ever changing aspects of crime that are faced by police officers, but also and more prudently, the changes that have occurred in society.

In order to best allow these changes to occur, and for the police service in the UK to be professionalised as a whole, the body known as the College of Policing (referred to in the rest of this text as COP) has developed the way in which police officers are trained to ensure that they are ready to engage with the ever changing aspects of society.

The COP defines itself as being “a professional body for everyone working across policing.  It is an operationally independent arm’s-length body of the Home Office” (College of Policing, 2021.)

This self-defined description of what the COP are intended to do suggests that they are here to professionalise policing, and to professionalise everyone who works in that sector.  It also notions towards being somewhat independent from the Home Office, suggesting that the COP is in a better position to make suggestions regarding change that's needed and/or needs to occur in policing to professionalise the sector.

The COP was established in 2012 as a response to the requirement for policing to be professionalised to ensure more uniformed attitudes to training were held across all 43 forces which cover England and Wales.  It was decided that the purpose of the COP would be to standardise training across all of the forces to ensure that there is a general understanding surrounding development, training and qualifications held by those within the police service.

The COP covers training and development throughout the whole of the police service, irrespective of rank, role or ability, and sets to ensure that each individual has a fair chance by receiving the same training as one another.

As well as making recommendations to already substantive processes within the police, such as changes to promotion processes and internal training, the COP has also made changes to the way in which initial police recruits are trained throughout their probationary period (Police Federation 2020).

As well as the cop working on it’s own to provide training, development and improvement plans to professionalise the police service, they also work in conjunction with bodies such as the National Police Chief’s Council (referred to as the NPCC) to develop plans to take the police service forwards.

As such, the NPCC have developed a plan in 2015 called Policing Vision 2025, which in essence is a 10 year plan outlining how the police service will need to change and develop to be able to police effectively in the ever changing environment.

Part of this plan, is for the COP to be involved whereby they will outline the training and development that would need to be completed to achieve the plan, and therefore result in the COP playing a vital role in this further professionalisation of policing.

It is anticipated that at the end of this 10 year programme, the results can be analysed and then critically evaluated to ascertain what impact both the plan and the input from the COP have had on policing over the 10 year period and how this can be incorporated going forwards further into the future.  It is vital that any results obtained from any programme of research and development are fed back into the sources and subjects of the study to enable the persons involved to be aware of the findings of said studies.  Therefore, it can be hoped that once any findings are discovered by this, they are published to enable police forces throughout the UK to be aware of what has changed.

As well as the above plan outlined by the COP, there is also the Policing in England and Wales: Future Operating Environment 2040' (referred to as FOE 2040).  The foe 2040 outlines the views and anticipations of the COP as to how policing is likely to change over the next twenty years and how police services are going to have to adapt to this change.

Within this plan it outlines what is expected to change within policing during this time and how police are expected to adapt to these changes.  It is the hope of this plan that the visions and expectations of the police and how we need to adapt over the next twenty years can be incorporated into the strategic plans which are set out by forces across the UK.

Therefore, it can be suggested that the COP is aiming to further its strategic position within policing to expedite and inform the process to change the way in which policing is conducted in Britain to ensure that it is at its peak for the future.

It is the aim of this plan to ensure that any risks which are identified that could be faced by the police over the next twenty years are identified early and therefore able to be mitigated.  The role of the COP through this is to ensure that essential training is developed and delivered to both new recruits and existing police officers to ensure that each member of staff is fully on board with what is required over the following years (College of Policing, 2020).

Throughout the time that I have spent as a police officer thus far, I have endeavoured to fulfil the role of a modern professional police officer throughout the whole of the three years.  At this moment, I am currently in my final year of probation, meaning that the skills that I have learned over the time I have been in this role are developing to their fullest potential.

The role of a police officer has changed greatly since the inception of the police force by Robert Peel.  This change can be attributed to a number of factors which have changed throughout the course of history, however the most influential change is that of the people whom the police have had to serve.  Over the last two-hundred years, the dynamics and diversity of the population of Britain has changed so greatly, modern britian would be almost unrecognisable compared to how it was.

With this change in populations comes changes in the types of crime that are faced, as well as different challenges which now face the police such as mental health and medical matters.  Despite the changes that have been seen, the core role of a police officer remains unchanged, with keeping the Queen’s peace and preventing crime and disorder at the heart of the role of a police constable (Cardiff Metropolitan University, 2021).

In view of the above, I have consistently strived to maintain the image of a professional police officer through the three years of my probation.

I always ensure that the victim or service user with whom I am dealing with is at the heart of everything I do.  One example that I can use for this is dealing with an individual who was at risk from being exploited through Honour Based Violence.  The individual involved was from Pakistani descent and had reported fears that their parents were planning on removing them from Britain and taking them back to Pakistan to be forced into marriage whilst out there.  I was one of the initial attending officers to this call, and whist it was then dealt with by a different department, I believe that the interactions that I had with the victim made a difference to the positive outcome that we managed to gain.

Throughout this incident, I consitiently ensured that I treated the service user with compassion and kindness as the situation that they faced was one of particular difficulty for them.  I also ensured that I developed my knowledge around honour based violence and forced marriage prior to attending the call, to ensure that I had knowledge of what was expected of me before I arrived at the scene.

The above example is a key one as to the changes that have evolved policing since its inception, as this is an issue which a number of years ago the police may have never been involved with.

I believe that when dealing with a service user, no matter what their background or situation is at the time, they should be dealt with with respect, courtesy and understanding.  From this, a rapport can be built with the service user to enable them to trust both the individual officer and the police as a whole, and as a result positive outcomes can be achieved more effectively and easily than they perhaps would have been otherwise.

Another vital element of fulfuilling the role of a modern police officer is that of adapting to change effectively to enable one to conduct the role most effectively.  Part of adapting to changes can be found in the above research compiled by the COP in how they wish to professionalise policing over the upcoming years.

From reading parts of the FOE published by them, it can be seen that over the next twenty years there is the possibility that we will see the largest change in policing over a short period of time since its inception.  This is because the diversity and dynamics of britian is likely to change even further than it already has done, crime is likely to change and technology is being developed faster than the police can keep up.

Therefore, I always ensure that I am willing to accept change and adapt to it when it arises.  I believe that one can develop both as a person and police officer better when one accepts change and is willing to embrace it and incorporate it into the role of a police officer.  By always being open to change, I feel that I benefit myself and the service users more a I am always conscious that my actions to change affect them directly.

On the topic of change, I have seen the role that I do change significantly throughout the three years which I have been a police officer.

Initially, I begun police training with no prior knowledge as to how I would need to adapt to be able to complete the role effectively.  The initial training helped give me the basic skills and knowledge to ensure that I could be a competent police officer, prior to my mentorship stage beginning once I was assigned to a division and a tutor for a period of three months.

Following the mentorship stage, I was then placed onto a response team whereby I was part of the team and expected to perform as such, but whilst still being provided coaching by more experienced members of the team.  

This role then developed whereby I am confident to make decisions myself and to be confident in conducting the role of a police officer.

As I begun to develop myself and become more acclimatised to the role, I have now begun taking on a coaching role myself with more junior members of my team who have been in the police for less time than me.

In my opinion, this is a big step to take as I have been guided and developed rapidly to ensure that I am competent to be able to guide others who have less knowledge than me due to their length of service.  By taking on a coaching role, it has also enabled me to develop myself further as I am more aware whilst making decisions and I am also making a conscious effort to voice my rationales as to why we should be doing certain things whilst at incidents.

I feel that over the last three years, the role of a police officer has naturally allowed me to adapt and change the type of person that I am, and therefore has made me more aware of the changes that have been made.  I believe that by being a police officer, it not only ensures that one develops constantly in the workplace, but it also makes one develop quickly as a person as a result of the incidents and sights that we as police officers are exposed to.

Overall, there are a number of changes and adaptations that are going to be required of the police service as a whole over the following years to come.  This has been outlined by the COP and it is their role to provide strategic ideas and methods to ensure that these changes happen at the right time and in the right way.  The COP then need to disseminate these changes down into the respective forces throughout the UK, before training and development is offered to the officers and staff who work within those organisations.  By doing this, it will allow for the role of a modern professional police officer to develop and adapt as necessary compared to the ever changing environment in which we police.

On top of this, it is vital to remember that personal development is also key to adapting and changing as a police officer.  By developing as an individual, it aids one in conducting the role of a police officer effectively, efficiently and with the service user at the heart of what we do; as well as enabling the organisation to change and develop as a whole to align with the changes that the College of Policing are likely to introduce in the next twenty years and beyond.
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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?


 
2500 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:

Throughout the history of policing, there have been many advances in technology which has enabled the police to keep to the tune of the public and advance the ability that the police have to keep the public safe.

One of the methods that is now utilised by the police is the use of social media to be able to publicise initiatives that the police are involved in, or ask for the public’s help in identifying suspects of crimes or indeed missing persons.  It is the use of social media in these settings that contribute towards the positive use of these platforms that the police promote, and is now one of the best ways in which police can utilise the assistance of general members of the public.

One circumstance where I have utilised social media in a policing incident is through utilising the function of a media release when a person was reported missing.  This particular incident involved a person whom suffered from a number of different health conditions resulting in them being identified as vulnerable and therefore risk assessed as high risk.  As a result, it gave the police the option to utilise a media release on social media to try and assist us in the search for this person.

One of the most important things that I had to consider was that of the missing person’s human rights.  However, although this was given due consideration, I determined that the most important thing for that individual was to be located as quickly as possible through utilising whatever means the police had at their disposal.  As a result, I spoke with the family of the missing person to ascertain if they would consent to a social media release being put out there on behalf of their family member, to which they agreed.  This then enabled me to obtain a photograph of the missing person from them and liaise with the press officer within the police to build and send out a release on social media appealing for the public’s help in finding this vulnerable person.

As a result of this appeal, a member of the public did indeed recognise the missing person located confused at a bus stop out of the area, and this member of the public contacted their local police force to report the sighting, ultimately resulting in the missing person being found and returned to their family.  This, I believe, shows the importance of utilising social media platforms to assist the police in their every day role.

Although the above is a good example of where social media can be used by the police to assist in the finding off a missing person, there are also policies and procedures that the police need to follow to ensure that the use of social media is lawful at all times.

As well as assisting in the locating of missing persons, there are a number of other ways in which the police utilise social media.  Another one of the uses of social media is to allow for the police to engage and connect with the public further and more easily than it previously has been (Police Foundation, 2014).

Any items which are posted on social media platforms are likely to reach hundreds if not thousands of people within a very short period of time.  Therefore, the police can utilise this to maximise the audience that has access to the information that is being publicised.  This can be in informing the public of an ongoing initiative, such as a drink driving campaign, to informing the public of upcoming events which are being held in the force area that could cause some disruption, such as a sporting or music event.  By utilising social media to inform the public of events such as these, it can hugely benefit and extend the message that the police are trying to portray.

Community policing perhaps uses the functions of social media more often than any other department within the police, purely due to the role that they conduct and the engagement that they offer.  It is common to see community officers utilising social media to edvertise that they are conducting targeted patrols in certain areas, or that they are engaging with different members of their community depending on what the priorities are in that area at that specific time.

By utilising social media, community officers are able to become more public facing than they ever have been previously, as they are able to reach a wider number of members of that community than through traditional means.  The most popular way in which community engagement events are publicised is through utilising Twitter, as this is where the majority of the local councillors can follow the account held by the police and are then able to see what is going on in their local area before dissemminating the information further through their own networks.

The Police and Crime Comissioner of South Wales Police published a code of conduct in 2020 outlining their expectations of those who represent them and the way in which they conduct themselves whilst using social media.

Within this report, the Police and Crime Comissioner outlines that all use of social media must not undermine the values of their vision and also the values of the vision and values of South Wales Police as an organisation.  It can be inferred that this statement is intended to prevent the improper use of social media by employees of South Wales Police, and this also extends to conduct and use of social media whilst off duty also (South Wales Police and Crime Commissioner, 2020).

Through reading the above, it can be seen that the use of social media within the police is required to be strictly controlled to protect all those involved. The publication of any document, video, image or text on any social media platform always requires careful consideration from the officer or member of staff who is publishing that material.  It needs to be considered that the material published could have a detrimental effect on the police service as a whole if the content were to be interpreted in the wrong way, or if any part of the publication could be deemed to be offensive towards any individual or group of people.

This is why it is vital to have a press officer who works alongside police officers and staff, to ensure that the reputation of the organisation cannot be harmed by the content published on social media.  It is also vital that the security of social media accounts held by police forces are kept tight and inpenetrable, as it could be particularly embarrassing for a force to have a member of the public with dark intentions gain access to their social media accounts.  In this instance, organisational reputation could be severely damaged, and although the respective force would defend it’s position, it is extremely difficult to gain back the trust of the public once it is lost.

In terms of social media platforms that are utilised by police forces, this depends on the respective force in question.  Having said that, the majority of police forces throughout the UK utilise the same social media platforms to conduct their publications on.  Each social media platform that is utilised throughout policing is usually utilised for different priorities thanks to the key differences in each platform.

Twitter is perhaps the most widely used social media platform by police.  This is due to a number of different reasons, but perhaps the most useful is the conciseness of the posts that are placed on the platform, and also the general lower level retaliation that is posed by users of Twitter towards the police than other platforms.  When posing on Twitter, there is a character limit of 120 characters, which is usually incorporated along with an image of either a community engagement event that has been attended, or an update on investiagiotns with particular public interest.  Despite it’s uses, Twitter still has to be used with caution as to prevent any organisational harm (Crump, J. 2012).

Facebook is also a mainstream form of social media which is utilised by the police.  Facebook, in my experience, is used by the police when they are in need of releasing more substantial pieces of information compared to Twitter.  This is because Facebook does not have the character limit on each post as Twitter does, therefore allowing police forces to publish more information on there.  As a result, Facebook tends to be used for campaigns for missing persons, persons who are wanted for offences, as well as publicising more day-to-day runnings of the police such as updates on operations or announcements from the control room.  Therefore, it could be argued that more care is required when initiating a Facebook post, as there is usually more information divulged by the force, and therefore more risk of this being misinterpreted.


The penultimate form of social media widely utilised by the police is Instagram.  To South Wales Police at least, the inception and use of Instagram is the most recent compared to the other forms of social media.  Instagram is owned by the same people as Facebook, and as a result the platforms are interchangeable.  Therefore, it is usual that the posts put on Facebook are also put on instagram as well.  Despite this, Instagram is used more for the sharing and display of photographs, so it is usual that the posts on Instagram are more imaged focussed than Facebook which tends to be more text focussed.  Therefore, Instagram is used more like Twitter in a sense, as the posts tend to be more concise than Facebook and more visual than textual.

Finally, Youtube is the other platform which is routinely used by forces throughout the UK to publish more lengthy videos and imagery than the aforementioned platforms.  YouTube is a platform in which persons can search for videos, or subscribe to channels in order to watch their favourite content on the platform.  As such, South Wales Police has its own dedicated channel on YouTube whereby they produce videos to address the public and inform them of anything that is newsworthy.  It is through this platform that long addresses can be made to the public and the audience is arguably wider reaching than any of the other forms of social media.

Whilst the use of social media in policing is now widely accepted and utilised by forces across the country, the use of thee platforms do not come without various benefits and risks associated to them.  This can also be said in terms of personal social media accounts, whereby there are risks associated with the use of any internet platform by any person, whether they are associated with the police or not.

To discuss the benefits of the use of social media by the police firstly, the largest benefit can be thought of as the amount of people that can be reached through the utilisation of social media.  In basic terms, there are in essence an endless amount of persons who can view posts placed on social media by police forces, due to the sheer number of users who utilise the platforms for their own personal use.

A second benefit is that of building public trust through the posts that are placed on social media platforms by the police.  The use and growth of social media use through the population has in effect led to more scrutiny of the police by the public as there is a high chance of incidents being filmed by the public then uploaded to social media.  Therefore, it is vital that the police forces have a way of publicly justifying what actions they have taken, and also advise how they will prevent any issues from arising again.  As a result of this, there is a chance that the image of the police can be improved to the public by effective use of social media.

Although it is the opinion of many members of the police family that the benefits of using social media outweigh the risks, the risks associated with the use cannot go ignored.

One major risk of the use of social media is that, although it can reach a vast number of persons, it would be less likely to reach persons from certain parts of society such as the elderly.  Therefore, it could be suggested that the use of social media would need to be considered as to the target audience of the intended post, and as to whether social media would be the best use of police resources.  Therefore, considerations need to be made as to the effectiveness of social media in relation to each individual matter (Ruddell, R. 2013).

The other main risk associated with the use of social media is that of public perception of the police through the content which is posted by forces.  This is particularly pertinent in the conduct and integrity of police officers when items rise on social media as to the conduct of officers whilst dealing with incidents.  This reinforces the requirement for forces to provide a robust response on social media if the public are being misinformed about situation, however also proves the vulnerability of an organisations’ reputation in regards to social media and how things can be misinterpreted by the public (Cram. UK).

In conclusion, it can be determined that social media is a pivotal part of modern day policing.  The uses of social media are essentially endless, along with the amount of people that messages through social media can reach. Development into the use of social media is continually underway, with force control rooms now offering live-chat over social media to report incidents rather than using the 101 service.  This is just one insight into the future of social media in policing.  Therefore, it can be suggested that social media is engrained into modern day policing, and despite its flaws, is perhaps one of the most useful tools at the disposal of the modern police forces.
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Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

Throughout the three years that I have spent in the police thus far, I have been able to develop and grow as both a person and as a professional police officer.  As a result of this development, it has allowed me to be able to develop more of a leadership role when dealing with colleagues who have less service than myself, as well as when dealing with incidents with said colleagues.  Through my experience, I have been able to develop leadership styles and learn to adapt and change to these styles to enable a flexible and fluid method of leadership throughout my time spent as a police officer thus far.  Perhaps the biggest development that has allowed me to grow and develop my leadership styles is that of beginning to act into the role of Sergeant as part of my continuous development and the fact that I am now the most experience member of my team.  Throughout this piece of writing, I will explain what adapting to this role has meant for me both personally and professionally.

It is my personal belief that a good and effective leader is one who firstly needs to gain and command the respect of those whom they are leading.  Therefore, it is vital that the leadership style of an individual directly reflects this respect that needs to be gained by respecting the ones whom they are leading in the first instance.  Without mutual respect, it is virtually impossible to lead a team of people as without them respecting oneself in the first instance, it is very difficult to form a leadership role over those individuals.

As a result of this, I have found that it is vital to maintain flexibility as the role of a police officer in general is one that commands a flexible style of working, and leadership just reinforces this requirement to maintain flexibility.  Therefore, when I am in a leadership role, whether that be acting in the role of Sergeant or simply working with more junior members of the shift I ensure that I always read the situation in which I find myself and ensure that the style of working and leadership that I utilise in those situations are ones which are best suited for that incident in the first instance.

There are multiple models of leadership which one can draw on to influence the style of leadership that is used in individual situations, and one of these is referred to as “Active leadership and Role Modelling” (Cambell, I et al. 2011).

This style of leadership is one whereby the leader involves themselves in the day-to-day running of their team and is really invested in the inner workings of that team.  This style is one which helps those members of the team to develop, as they are actively learning off either a person in a leadership role, or a person who is more experienced in the role than they are.  This enables the members of the team to “watch and learn” in effect, and then be able to replicate and adapt those learnings to other situations which they find themselves in.

Active leadership differs from others in that it does not rely heavily on motivational speaking or influences, nor does it rely on mentorship.  Moreover, this style of leadership enables the members of the team to gain respect and trust for the leader, thus enabling the team to bond more cohesively.

Another form of leadership which is used commonly within the police is that of transactional leadership (Campbell, I et all. 2011).  This form of leadership occurs when a leader is mostly interested in the reward or punishment of those whom they lead, rather than the development of them through time invested in their progression.  This is particularly evidence in a rank structured organisation such as the police or military, where it is tradition that one respects the persons in ranks senior to themselves, regardless of the respect that is held for the person who holds that rank.

Personally, I believe that the respect that is held for the individual who is in a rank is more important than the respect for the rank itself.  This is because it is my opinion that one cannot be an effective leader if one is not respected as a person, regardless of the respect that one’s position commands.  Therefore, I feel that it is vital to gain the trust and respect of a team through the actions of a person as an individual, rather than just assuming the respect of the rank.

Of the above two models, I believe that it is important, as with many things in policing, to strike a balance between the both.  This is because there is a time and a place for different forms of leadership, and these situations have to be judged on their own merits and in view of the situation which is faced at the time.

There are few other professions which require the quick thinking and rapid decision making than that of a police officer.  As a result, it is often left to individual officers to make said decisions whilst they are physically at an incident, rather than waiting for a decision to be made by a person in a leadership role.  However, the time comes when it is indeed down to that person who is a leader to establish the facts and develop a plan or make a decision about how the matter is to be dealt with.

It is in these situations that flexibility as a leader is imperative in allowing the correct decisions to be made, whilst also ensuring that the decisions are justifiable, legal and that the leader is accountable for the decisions that have been made.

Due to the above is why one has to be flexible in a leadership role within the police.  Whilst leading by example from an active leadership style is preferred by myself when leading a team of officers, there are certain times where I have been required to be flexible in my style due to the changing and developing circumstances in which we found ourselves.

One such example of where this would have to change to a more transactional leadership style would be at a major incident whereby it would be physically impossible for me to adopt an active leadership style due to the nature of a leadership role in having to take a step back and ensure that the team are performing in a way which is expected of them, rather than being in there with the team dealing with the situation itself.  In this instance, I would be more inclined to adopt a transactional role, particularly whilst acting in the role of Sergeant, to ensure that the directions and commands that I give members of my team are listened to and acted upon in a timely manner.  Although this is not my preferred style of leadership, often it is necessary to transition into this style to ensure that vital golden hour principles of policing are not missed due to my wish to be involved in the incident as an active leader.

On the other hand, even when a transactional leadership style is needed to be adopted, I will always ensure that I think of ways in which I can become an active leader again, and if it is required then I will ensure that I alternate between the different leadership styles in a flexible and understanding way.

Whilst in the role of a police officer, there are a number of different operational situations in which one can be found.  These situations can range from helping to locate a vulnerable missing person in one call, to the next call resulting in dealing with a violent domestic whereby a victim has sustained serious injuries and the offending party is non-compliant with police.  These situations can really test a person’s gall in general, but can prove an additional challenge when one takes a leadership role and is then directly responsible for those officers whom are dealing with the challenging situations as they develop.

There are two operational situations which I will briefly describe to give some context, in which I have adopted a ledership role; one through being the most senior member of the team at the call dealing with it, and the other being the acting Sergeant for the shift who was responsible for each member of the team.  Both of these situations proved challenging, however the challenges faced in each role was evidently different.

Firstly, when attending the call as the most experienced member of the team, it related to a person who was actively trying to commit suicide by hanging, and whose partner had located them and then called the police. I have attended the location along with three other colleagues and I was the last one to arrive at the scene.  As I entered, I noticed that my colleagues appeared to be panicking, as whilst they had managed to prevent the person from causing harm to themselves, they were unsure as to whether they could use force to prevent them from doing so again, and what the next steps were.

As a result, I have adopted an active leadership role whereby I have coached and guided the more junior members as to what steps were required of the police following this and what powers and policies we could utilise to best safeguard the person who was in crisis at the time.
I believe that the active leadership role was best suited to this operational situation as it allowed me to guide and explain to the other officers what was expected of us during that situation.  It allowed me to be there to support and guide those officers, but also maintain a hands on role myself by assisting them in the remainder of the call and ensuring their welfare afterwards was considered and everyone had the support that they required if necessary.  I believe that if I had utilised a different leadership style in this instance then it would not have been as beneficial for both the other officers involved in the matter or the service user who required our help at that time.

A different operational situation in which I had to utilise my leadership skills was one of an arson attack on a number of vehicles on a residential street.  The suspect in this matter was believed to have been an ex-partner of an individual who lived on the street, and their vehicle along with a number of neighbours who had provided statements against the suspect were set alight in the middle of the night.

Due to the severity of this matter and the potential for substantial loss or damage of property and injuries to persons, there was a multi-agency response coordinated between the police and the fire service.

When this incident occurred, I was in the role of acting Sergeant, and as such I attended the scene personally to manage the resources that I had deployed to the location.  Whilst the fire service took primacy in ensuring the safety of persons and property from the fire, it was the role of the police to begin the investigation into what had happened and obtain any evidence of the perpetrator to enable a swift investigation into apprehending them.

Therefore, in this instance I adopted a transactional leadership role as oppose to an active one.  This was due to a number of reasons, but the main being that I remained on the outskirts of the scene with the commander from the fire service to coordinate the response, to ensure that nothing was overlooked and every avenue was pursued.

Therefore, as much as I may have wanted to play an active part in the incident, I had to accept that on this occasion I had to take a step back and ensure that the resources that I was in charge of were deployed to the correct tasks in hand.

Overall, it could be said that there is no one leadership style which is more effective than the others.  There are too may influencing factors which have an impact on the role of a leader and thus the leadership style that they must adopt.  The style of leadership is totally dependent on the situation in which a leader finds themselves in, and the leader must be prepared to adapt quickly to a changing environment if this is what is required of them.

Therefore, it can be determined that whilst I develop in the role of a police officer and adopt more of a leadership role at more incidents, I really need to consider the impact that my leadership style has on those who I am influencing and making an impression on.  I truly believe that the most effective leaders are those who build and retain the trust of those whom they are leading, and it is this basis which enables teams form cohesively and work well together, particularly under pressure.

This is more evident in the police than in many other occupations, as the situations that police officers find themselves in on a day to day basis results in the leadership styles of senior officers being called into question more than in most other occupations.  Overall, however, the role of a leader should be one which people take pride in conducting, as well as having the feeling of responsibility over those whom you lead.
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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?

2500 words (+/- 10%: include your actual word count at the end of each section) 
 



ANSWER:

Throughout the three years that I have spent in my probationary period as a police officer, I have utilised a combination of both coaching and mentoring to be able to develop skills further which I can take forward throughout my career.

The first stage of my probation was being tutored by a mentor to whom I was allocated for a period of three months.  During this time, it was the responsibility of the mentor to guide and advise me on how to utilise the skills I had obtained during initial training, and put these into practice in real-life situations.

I was mentored by this person through forms of demonstration and repetition; allowing me to see how to conduct myself whilst dealing with incidents before trying to replicate this but whilst developing my own style of policing.

Mentoring can be defined in a number of different ways, however put simply it is a style of tuition whereby the mentor guides and aides the student to make their own decisions and form their own learning, whilst being there for help and support if required.  This can be interpreted in being that it is not the role of a mentor to dictate how one is supposed to complete a task, but rather it is their role to offer guidance and suggestions, before leaving the individual to form their own decision on how to complete the task.  This then allows for the student to learn through the practical application of the advice afforded.

Through this style of tuition following initial training, it enabled me to be given the knowledge and advice that I required to enable me to make informed decisions and conduct investigations, whilst still allowing me sufficient independence to realise why I was making the decisions that were expected of me.

This is emphasised also by the College of Policing, who have published guidance stating that mentorship can be beneficial to all ranks and roles within the police, including the rank of Chief Constable (College of Policing, 2021).  Therefore, this shows just how beneficial mentoring can be in the development and progression of officers.

Personally, I feel that I benefitted heavily from the mentoring stage of probation, as it enabled me to learn from a more experienced colleague who I trusted, all the while not being dictated to how to conduct myself.  I believe that this is a very beneficial way of learning, as it enables young in service officers to make decisions for themselves and affords them opportunities to make mistakes to learn from, all the while having a “safety net” in the form of a mentor.

The second stage of development that I went through following the mentorship phase is that of coaching.

Coaching is evidentially different to mentoring in very specific ways.  During the mentorship phase, it is the role of the mentor to ensure that the police officer is competent to be signed off as independently capable.  At this stage, the police officer is able to be trusted to conduct investigations and attend incidents without always having a person present.

However, it was the case with myself and others that I know, that once the mentorship phase was over and I had joined my current team, my supervisor allocated me a more senior officer whom I could use to gain advice and glean any useful information that I needed from them.

During this period of time, this senior officer acted as my coach, as according to John Whitmore, coaching can be defined as “unlocking a person’s potential to maximise their own performance.  It is helping them to learn rather than teaching them” (Skills you Need, 2021).

Whilst I was in the coaching phase, I feel that personally I benefitted more than during the mentorship phase.  I believe that this is because I was afforded more freedom and had a good grounding of knowledge that I had gained whilst being mentored.  As a result, my confidence had been lifted compared to the mentorship phase, and I was more comfortable making decisions of my own.

However, despite the further freedom afforded to me, I was still aware that I had the person acting as my coach to guide me and offer advice to assist my learning if I required it.

Both of the methods outlined above I believe benefitted me greatly in my initial development as a police officer, as it enabled me to gain the fundemental skills and knowledge that I required to be able to conduct my role effectively, safely and competently whilst still having the awareness that there is always somebody to ask for help if it is required.

Throughout the whole of my probabtionary period thus far, I have had a number of personal, professional and organisational goals that I have had to achieve.  These goals range from being able to conduct day-to-day tasks, to more complex matters such as investigation development and further development through the attending of courses.  Each of these goals that I have endeavoured to aim for has enabled me to develop and grow as an operational police officer and further my grounding in the work that I do.

The mentoring and coaching stages of development that I have gone through have enabled me to achieve personal goals that I had set for myself when coming out of initial training.  One method that was suggested to enable me to meet personal goals was through utilising a method known as SMART which stands for; Specific, Measurable, Attainable, Realistic, Timely (Mind Tools, 2021).

By utilising the above system, it enabled me to be realistic and focussed on the goals that I was setting for myself and gave me a realistic chance of achieving them, whilst remaining challenging enough that it pushed my abilities.  I believe that if I had not been guided to utilise this method during my mentorship and coaching stage, it would not have enabled me to develop in the way that I have, nor would it have given me as sufficient a grounding in the role that I now do.

The main aims to achieve personal goals is not just that of becoming competent, but it is about having pride in yourself regarding the goals that you have hit.  Therefore, I believe it to be important that the goals set in a personal sense are achievable to enable this pride to be felt through the challenges.

As well as the requirement to hit personal goals, there is also the expectation that student officers hit the goals set out by the organisation in a professional sense.

In order to monitor and record the progress made by myself in relation to what is expected of me by the organisation, I have been required to complete documents referred to as Occupational Competence Portfolios (referred to as OCPs) throughout each of the three years of my probation.

Each OCP is essentially a document where I evidence my completion of certain competencies which I have hit throughout attending to and dealing with incidents in the workplace.  These competencies can range from conducting searches of persons, vehicles and properties correctly; to dealing with complex interviews and dealing with multiple offences at the same time.  

By completing the competencies outlined in this document, it allows for the internal quality assurer within the police to be satisfied that I am conducting myself and developing in the way that is expected of me.  The document can then be verified by the external quality assurer who is part of the University, to ensure that my development meets what is expected from me by the University also.

It is not just myself who must complete the OCP, it is expected of each individual who is part of the Police Constable Degree Apprenticeship scheme as well.  This ensures that each member of the scheme is assessed via the same means and held to the same lees of accountability and the same standard.  This is a good example of organisational development, which in turn leads to us being able to achieve organisational goals.

Organisational development can be thought of as the way in which an organisation trains or develops its’ staff to best enable that organisation to progress and develop itself.  Therefore, it can be inferred that by ensuring each indidivudla student completes their relevant competencies of the OCP, it will allow for the organisation as a whole to ensure that each person is being developed under the same means (Benstead, S. 2018).

By enabling the organisation to set out to each student what competencies it expects us to hit, it enables the students as individuals to utilise the skills and methods learned by them in the mentorship and coaching phase more effectively.  This in turn ensures that each student is fully aware of what is expected of them and what level of competency they are expected to hit.  I feel that having a pre-edstablisbed list of competencies that I was required to hit by the organisation really assisted me to focus on what was required of me when putting the skills learned in the initial phases of training into practice.

The whole aim of the three year probationary period to which I am now nearing the conlcusion is to equip me with the skills, knowledge and understanding to be a competent police officer at the conclusion of the probationary period.  Therefore, during this time I have been afforded the opportunity to develop, learn and perform to the best of my ability to enable me to make the most of the three years in preparing myself for the rest of my career.

I believe that the probationary period has aided me hugely in my development as I have had constant help and support when required from colleagues, supervisors and the University to enable me to maximise my potential whilst also maximising my learning.  It is my understanding that the probationary period is perhaps the time in which one learns the most in respect to becoming a competent police officer, and one always has the knowledge that there are people around to offer advice and assistance if required.

I feel that I have benefitted hugely from the probationary period and believe that if it was not structured in the way that it has been, my learning would not have been so in depth.  Throughout the whole three years, I believe that the main way in which I have learned and developed is through the practical application of the skills that I have learned.  I am the type of learner who benefits more from learning a small amount of theory but then being given the maximum amount of time to put that theory into practice.  As a result, I believe that the probationary period has struck the correct balance between these two learning styles.

Throughout the entirety of my probationary period, I have strived to develop myself to the best go my ability.  In order to do this effectively, I have had to receive feedback in terms of my performance and development, and also be able to give said feedback to those who require it.

One of the main ways in which I give and receive feedback is through peer-peer feedback.  This is a principle whereby a colleague who does the same job as myself will assess how I perform, either officially or on an ad-hoc basis, and then provide me with honest, constructive feedback afterwards.

This type of feedback is usually provided to me by a more experienced colleague or supervisor, as it is these who have the knowledge and understanding of the job to be able to establish whether my development has progressed enough to reflect in my performance.

Peer-peer feedback is extremely effective as I am always aware that those with whom I am working are constantly looking to assess my performance and provide me with their thoughts and opinions on my performance.  Therefore, I believe that I perform better under these pressures due to always wanting to show that I have developed sufficiently.

Also, as I have gained experience in the role, I have become the “assessor” to more junior colleagues who have joined my shift after me whereby I have been providing them with peer feedback.  In doing this, I also feel that it has furthered my development and performance as by critically analysing the actions that colleagues are taking at incidents and the providing them with feedback reinforces to me the best practice to maintain when dealing with matters myself.  Therefore, even though the feedback is not being provided to me, I still feel the benefits of providing it myself.

Overall, I believe that the three year probationary period that I have been a part of has fundamentally shaped me as a police officer by affording me the opportunity to develop and progress whilst being under the guidance and mentorship of colleagues more senior to me. 

The skills that I have developed throughout this period of time I will now take through the rest of my career to ensure that I become the best that I can with the skills, knowledge and understanding that I have developed throughout this period of time.

As a result, I believe that as with any new role, a period whereby one is allowed to gain knowledge and understanding prior to putting it into practice in a practical setting is vital in enabling the correct procedures to be followed and the development of that individual to be exploited the most.
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