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Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



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



ANSWER:


In an ideal world, people wouldn’t have a need for police. However, where there is crime there will always be a need for police to prevent crime and ensure public safety. (BBC, 2012; Goldstein and Perez, 2021). However, it is noted that a police force cannot do this duty without the public’s trust and consent (Brown,2023, P1) commonly known as “policing by consent” (Brown,2023, P1). The Police have faced a constant challenge to establish themselves within the public as a professional organisation with professional officers they can trust. With the trust of the public, the police can deliver on the goals of the people, reduce crime, and provide the safe streets that the public both expects and deserves (Home Office, 2023, P2). Since the creation of the Police Force, formed by Sir Robert Peel in 1829 (Wills, 2019; Lambert, 2022), the police have strived tirelessly to prove their validity to the general public amongst their sceptical views of needing a police force (Ericon, 1982; Lambert, 2022). Ericon (1982) further elaborates on this point and reminds us that even though the police have only been around for 150 years, they have developed themselves within modern times to be transformed into a professional body so the general public can trust them. However, modern policing is growing in complexity and continues to face changing threats (Williams, Norman and Rowe,2019; Home Officer, 2023). Within this work, I will aim to critically evaluate who has played a strategic role in professionalising the police to help officers overcome modern day challenges we face and reflect on how I have seen this affect my role as a police officer. 

One thing to be understood is that establishing professionalism is a difficult practice, especially for organisations like the police considering the escalating complexity of British policing and challenges they face (Verkerk, Bree and Mourits, 2007; Williams, Norman and Rowe, 2019; Martin, 2022). Whilst the police face these fresh and changing issues with crime, they have adapted to work along with key independent bodies such as The College of Policing and the Home Office to help guide the way of professionalism within the police of England and Wales (College of Policing, 2016; Martin,2022). This is so they can deal with the responsibilities they face to give the best outcome to the public whilst critically maintaining policing by consent by keeping the faith and trust the public have within the police (Martin, 2022). Ericon (1982) narrates that this change has been witnessed within the police organisations within recent decades, but it is still contested by others like Brown (2023) who argues that evidence shows the trust within the police has even declined in recent years. College of Policing (2022a) have even noticed this struggle themselves and published that the work of the College has become even more crucial during a period of declining trust and confidence in policing. This conveys that even though the police are trying to establish their officers as professional officers who the public can trust, further work is required from the organisation themselves. 

So, who is assisting and guiding the police into a professional organisation? Through independent bodies, the impact of institutional and professional logics is greatly assisting the police in this drive into professionalism (Martin, 2022). The drive began back in 2016 when the National Police Chiefs Council published the Policing Vision 2025 (College of Policing, 2016; Martin, 2022). This vision demonstrates the plan for change within policing over the next ten years referring to the way the police wanted to transform (College of Policing, 2016). This plan sketched a picture of the ideal workforce, one that includes competent, self-reliant workers who are confident in their abilities (Martin,2022). Through this transformation within the police they would be able to fulfil the Police Vision 2025 mission of making the “communities safer by upholding the law fairly and firmly; preventing crime and antisocial behaviour” (College of policing, 2016, P.4). However, as College of Policing (2016, P.3) further states, this vision can only be achievable by the whole of the police working together towards this goal. This vision ultimately states the need for professionals that are competent and confident and will adjust and operate in the complicated modern world of policing (Martin,2022).

The College of Policing, formed in 2012, is an independent organisation from the Home Office who acted as a catalyst for expanding and formalising educational alliances on a nationwide scale into professional policing (College of Policing, 2022a; Martin, 2022; College of Policing, 2023a). The College of Policing are advancing an agenda for professionalising police in England and Wales (Williams, Norman, Rowe, 2019, P260). They provide professional policing a voice on standards, competencies, and talents, who provide learning and professional development while setting standards, granting accreditation, and assuring quality (College of Policing, 2023a). This training is to deliver high standards to policing with a goal to protect the public but also to encourage career aspirations within officers (College of Policing, 2020).  

An example on how the College of Policing is providing this training includes providing officers a “Police Education Qualification Framework” (Williams, Norman, Rowe, 2019, P259). Created by the College of Policing, this framework has established moving policing to become a graduate profession where officers are given the academic knowledge which aims to assist with evidence-based policing (Martin, 2022; Northumbria University, 2023). This framework sets the levels of practise or minimum competence required for all police personnel (Northumbria University, 2023). For me, this is where I have experienced the biggest personal change within my role as an officer and development in my own police professional behaviour. As part of the police education qualification framework set out by the College of Policing I have been on “The Police Constable Degree Apprenticeship (PCDA)” (Cambridgeshire Constabulary, 2023), which is a three-year degree apprenticeship which combines a mixture of class-based learning and work experience (Cambridgeshire Constabulary,2023). This degree maintains an intense focus on the creation and use of professional practise in the workplace where I must implement in my own personal policing and then have had to evident in workbooks and assignments for evidence-based policing and then completely yearly checklists to show my police experience develop as policing incidents (Cambridge Constabulary, 2023). 

Since I first started the framework two years ago, I was new to the policing world with very little academic knowledge and experience. However, within two years under this framework my knowledge has greatly increased. When I first started, I was placed under tutorship with a senior officer who had to guide and monitor me at every police incident I attended.  Whilst approaching the end of my probation and the end of my PCDA course, my role in police has greatly changed, in reflection this framework enforced by the College of Policing has massive improved my role as a police officer. Through academic studying and mentoring emplaced on me during my probation as part of the “Police Constable Degree Apprenticeship” (College of Policing, 2021), I have learnt a vast amount of knowledge in how to be the officer I am today. Through the workbooks and assignments, I have had to complete along with the checklist tasks “during my tutorship period” (College of Policing, 2021), I have learnt not only how to fully understand the role as a police officer but also how to work together with other partner agencies more proficiently and ultimately making me a more professional officer in informing and challenging decisions under “Evidence-based Policing” (College of Policing, 2023d). I have now achieved as an officer,  “independent patrol status” (College of Policing, 2021)  and no longer stands back at incidents,  but instead an officer who can be trusted to go out independently and confidently deal with policing incidents on my own and deal with whatever I come across. In conclusion, officers like me with their academic education need to be trusted and motivated to put their knowledge to use in a way that promotes the development of their own unique sense of professionalism (Williams, Norman, Rowe, 2019, P259).

Although, professionalism doesn’t only come from academic knowledge and training, it also comes from developed personal characteristics. Williams, Norman and Rowe (2019) identify that professionalism is also regarded as a personal trait, elaborating on this theory and stating that people are considered professionals if they act in a way that complies with established standards. Noordegraaf (2016) also agrees on this theory and states that not only do professional organisations use academic programs but also establish a code of conduct. College of Policing have recognised the importance for such a standard when developing officers into professional personals where, in 2014, they established the Police Code of Ethics for officers across the UK (Gov, 2014a; College of Policing, 2023b). The Code of Ethics specifies the conduct expectations for officers to uphold in order to effectively provide the public with services that are of the greatest professional calibre (College of Policing, 2014; Gov,2014a). Examples of how the College of Policing want officers to act are with honesty and integrity, fairness and accountability (Gov, 2014a; College of Policing, 2014). Such behaviours are meant to promote self-discipline and the use of professional judgement for officers whilst dealing with members of the public at police incidents to keep faith that the police will provide a professional deliverance (College of Policing, 2023b). On reflection for myself as an officer, I have seen the Code of Conduct become embedded within myself and change my role as a police officer. Before I joined the police, I had never been in such a role where the public look to you for professional guidance and reassurance, but from applying the Code of Ethics I have learnt how I deal with these difficult incidents and I have found my ability to deliver a professional outcome has greatly improved. An example to evidence this will be the accountability with the output I deliver to vulnerable victims at incidents I attend. Like previously mentioned at the start of my policing career I was under supervision of my mentor however, now I’m near the end of my probation I attend incidents as an independent officer and sometimes single crewed. By myself, I must take full accountability for my actions and under the Code of Ethics I must work to ensure I do what the public expect from me and do the right thing the correct ethical way (College of Policing, 2014). I must ensure each call I attend I put the victim at the focus of the investigation ensuring their safety and protection whilst investigating fully the incident to give the best possible outcome. And even though this can feel like a great amount of pressure on a police officer, the College of Policing have provided the characteristics to follow to guide you through this complex and potentially dangerous investigations.

In conclusion, after critically evaluating the role the College of Policing with changing the role of policing and professionalising the police organisation, I have seen the dramatic improvement they have played a key part in, including how they have changed my own role within the Police. Since the Policing Vision 2025, where it stated there was a need for a change in the role of policing due to the demand and change within the modern world, the College of Policing have stepped up to the challenge and works to support everyone within the Police organisation (College of Policing, 2023e). It has been reported by multiple reports, articles and publishers that policing is a complex demanding job and professional development isn’t an easy thing to do. However, the College of Policing have recognised and publicised the need for change. Through the College of Policing, they have pushed on developing within the Police the academic training and key professional characteristics to ensure officers are equipped to the best of their abilities to deal with the complex and demanding change. On reflection in my own role in policing, I have greatly seen a change within myself since the first day I stepped into a police station to now where I am almost finished with my training. I have come a long way since attending incidents under the supervision of my mentor, to now where I am an independent officer who attends complex incidents by myself and confident enough to deal with the matter to the best of my ability. This has only been possible through the change in policing pushed by the College of Policing to professionalise my role providing me with the academic knowledge and experience required. However, this is still only the start of my policing career and I’m sure that I will still always be learning everyday building on my own professionalism to become the best police officer I can.
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

From the progression from the 20th to the 21st century, the development in personal technology within communication from person to person has grown tremendously globally, where no longer do we have to wait lengths of time to speak with those at a distance over the globe (Lutkevich,2021). In the 21st Century it has become the case that at a touch of a button, we can communicate to each other within seconds at any time via social media popularity (Tang, 2015; Britannica, 2023). In the 1970s, we saw the first beginning of the internet and the beginning of social media in its earliest form (Jones, 2015; Britannica, 2023). Owed to this invention of the internet, scientists have been able to develop means of wider communication which encourages discussion (Herbet et al., 2022). It is also important that in today’s age the cost of technology, such as computers and internet access, has decreased and allows all classes of society access and allows for the diverse world of socialisation to be reshaped by social media (Mandilberg, 2012; Herbet et al., 2022)

Social media is a broad term used to describe web-based sites that focus on communication and personal interaction that allow people to share messages, ideas or other content like videos and information which can be shared at any place, any time worldwide, allowing a two-way dialogue with people to engage in conversations (Mandilberg, 2012; The Police Foundation, 2014; Jones, 2015; Tang, 2015; Lutkevich, 2021). Lutkevich (2021) and Tang (2015) both elaborate on the popularity of social media, stating that it has shattered the barrier for online users and in modern times is now so popular it’s attraction is global and put simply - everywhere. Such a statement can be supported from multiple surveys and research into social media, including a survey from The Police Foundation (2014) which states that 83 percent of adults use the internet worldwide with 55 percent having social networking profiles. Social media profiles are so popular that there are multiple different websites that people can choose from, allowing its users to express themselves through “the expressions of liking, following and retweeting” (Herbet, et al., 2022). Examples include Facebook, LinkedIn, Instagram, Snapchat and Twitter (Tang, 2015; Waddington, 2019; Lutkevich, 2021; Nations, 2021; Britannica, 2023). Facebook is considered one the world’s most popular site with billions of users and 96 percent of adults using social media having an account with other sits like Twitter and Instagram competing for the top social website (The Police Foundation, 2014; Britannica, 2023). Tang (2015) gives an example of how popular these websites are, stating that 500million tweets a day are placed on Twitter and 40 million photos are uploaded on Instagram. Due to this worldwide use and popularity, social media has become an integral part of every police force’s communication plan in England and Wales (Bryant and Bryant, 2021). 

It has been stated that as early as 2008, certain UK forces began utilising social media, albeit with an initial sense of hesitance (Waddington, 2019). However, with force policies and legislation that was introduced into the police in the 21st Century, the drive with social media really began. For instance, Section 34 of the Police Reform and Social Responsibility was introduced in 2011 and made it a legal requirement for Chief officers to ensure that the police in their neighbourhoods was obtaining were obtaining the views of the public and also ensuring the public were being told relevant policing information about that neighbourhood (Legislation.gov, 2011; Bryant and Bryant, 2021). This legislation gave the UK forces accountability to ensure that there were talking, and most importantly listening, to their communities to identify any concerns or risks within their communities (Bryant and Bryant, 2021). This two-way engagement by police and the communities is now considered essential work to allow forces to received and disseminate information and intelligence, commonly known as “effective community engagement” (College of Policing, 2013). Reports were also conducted around this time to help the police better understand their deployment with social media and how it can assist. In 2010, the Digital and Social Media for the Police Service Report was created by the National Policing Improvement Agency and stated that the police should apply social media more as a strategy for helping the communities they serve be better informed and to encourage more engagements from these communities (Waddington, 2019). Social media is a multi-platform that “provides several benefits” (Lutkevich, 2021) for example, quick and effective method for people to share and provide each other with information within a matter of seconds at any place or time (Tang, 2015) .This new, modern shift in how people share information to enable the police an opportunity to gather information and intelligence whilst also providing a new way for the police to connect with the communities (The Police Foundation, 2014). 

An example where I have used social media as a means of informing and engaging with the community and promoting policy initiatives was when I was dealing with ongoing anti-social behaviour in the community where I work. There was an issue within the neighbourhood with youths and incidents of vandalism, criminal damage and committing public order offences against members of the community. I was tasked with dealing with a number of reports involving a number of young males within the neighbourhood committing incidents of an anti-social manner. However, whilst I had CCTV footage of the incident from the local area, no identification had been made as there were no witnesses to the incident. As a part of my investigation, I considered my options and deemed the most appropriate approach in identifying the males to be by conducting a public appeal on social media. I reached this decision as I considered this the best way to reach a wide outreach of members of the community, back by the notion that social media provides “a crucial advantage when appealing for witnesses or information” (The Police Foundation, 2014, p.6) and is a great asset for information gathering (Waddington, 2019). It can be suggested that this is because of social media’s ability to “enable the police to engage with ‘hard to reach’ groups” (The Police Foundation, 2014, P2). No longer do all members of the community gather in the village hall and sit down with the police, instead social media is the answer for “community-based input interaction” (Lutkevich, 2021) where the police can appeal for information “with large numbers of people over a large geographical area” (Bryant and Bryant, 2021, P253). I liaised with the correct department in order to get a screenshot from the CCTV footage uploaded to South Wales Police’s social media pages where I received numerous lines of enquiry which assisting in the identification of the males. From this, I was able to effectively handle the incident in an appropriate manner, issuing the relevant anti-social behaviour warnings. With this positive result, it supports the notions that social media allows access to a wider audience (The Police Foundation, 2014). For me, the biggest indication to support this was how only through the use of social media appeals was I able to identify the offenders and be provided with the tools necessary to disseminate reassurance within the community by posting an update to note how the offenders had been identified and thanking the public for their support. This use of social media provided me with an “effective method of engaging with the public in a more direct and immediate way” (Bryant and Bryant, 2021, P164) and allowing access to witnesses I otherwise may not have identified. With this speed advantage, I was able to keep members of the community much better informed and encouraged greater support from them (Waddington, 2019). The final result through the strategic advantage of applying social media to assist my investigation was that the community was quickly informed about the ongoing problem and they were able to assist in the investigation to identify the males. Subsequently, the males were dealt with accordingly and the matters were resolved. Finally, social media also assisted in the dissemination of information about the positive result because of their assist which greatly assisted with my need for community engagement.

On reflection, from my own personal experience using Social Media to assist police investigation it has highlighted the importance of utilising such a tool, but has also highlighted potential negative effects. It has been published and highlighted in reviews that social media is not simply the answer and that the use of social media can come at a risk with some negative side effects. For instance, with how many people within the community wanting to assist in the investigation, by-standers and witnesses could actually hinder police investigation (Bryant and Bryant, 2021, P253). Because of how many people were submitting information, mostly all with the intentions of supporting the investigation, I experienced the feeling that “information was flooding in” (Waddington, 2019, P17). Waddington (2019) further elaborates on this feeling and states how because of the information flooding in, it can actually cause a great difficult for an officers to evaluate the true accuracy of the information. Bryant and Bryant (2021) expands on this effect, stating this is due to that fact that social media has a never-ending appetite for crime tales, and this pursuit has led to tense interactions between the police and the media. Raven (2019) believes that because members of the community now have quick and easy access to record and disseminate information on social media about crime, they have become as he calls them “community news reporters” (Raven, 2019, p.79). With this new way of reporting information, it can actually give a biased or false representation of victims or suspects and “undermine their credibility before due process has taken place” (Bryant and Bryant, 2021, P253). As an officer, this type of negativity for using social media must always be taken into consideration throughout, and using social media still requires” the same standards of behaviour as would be expected” (Bryant and Bryant, 2021, P164) in traditional investigations.

In conclusion, although it has been discussed that social media comes with some risks, it has been greatly reported that “social networks are proving to be the perfect crime solving partners” (Knibbs, 2013). It has been recognised how “deliberate use of these social media tools has become an integrate part of strategic communication strategies for organizations” (Jiang and Luo, 2016) and the police is no different. It has been identified how the police serrvice have adopted the use of social media to “to engage with communities to impart confidence in the police (College of Policing, 2013) and to also assist in increasing the participation of the public to share crucial evidential information in order to help investigations and gather information (The Police Foundation, 2014). Jones (2015) identifies that social media is now an imbedded part of people’s lives, important to recognise as it provides people the “capabilities of recording and disseminating crime information” (Raven, 2019, P79). Now that crime reporting has become socially accepted online within society, it has shown a change in how the police engage with the community to gather information and intelligence (College of Policing, 2013; Raven, 2019). Waddington (2019) reports that social media is such a great asset for the police and provides an example that “twitter has been most effectively used in support of traditional roles of the police as a source for information”. Knibbs (2013) agrees on this theory however also considers how Facebook has become a key, information rich source in assisting criminal investigations, a notion I personally agree with given that Facebook allowed me the most access to information with my CCTV identification. That being said, no matter the site being used, social media “provides several benefits” (Lutkevich,2021) which is critically helping the police to “develop and maintain a more engaging and mutually supportive basis of working in tandem with the public” (Waddington,2019, P3).
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Task 3

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


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

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:


History has shown that within human society, working together for a common purpose is embedded into our nature (Kozlowski and Ilgen, 2006). This theory is still applied today in modern society and organisations, with an example of a modern organisation which depends on teamwork being the Police. Police forces “rely on teamwork among members” (Hartman, 2023) to keep communities safe by upholding the law and preventing crime (College of Policing, 2016, P4).  The police understand the need for officers to come together, applying their own skills and experiences to understand what is going on at an incident and how to deal with it (Hackman, 2011). This notion can be elaborated on when considering emergency incidents, and the implication that the incident is too hazardous for an individual attend, meaning that teamwork will be required to deal with the incident (Hartman, 2023). Whilst teamwork is “an indispensable component of the modern organisation” (Hackman, 2011), leadership is “the key force behind the creation” (Walsh and Vito, 2018, p.60). Leadership has the power to invigorate and transform the police force, influencing officers to contribute favourably to the force, the communities they serve, and reaching their full potential in their role as an officer (Campbell and Kodz, 2011; Walsh and Vito, 2018). Whilst it has been argued there is no agreed definition on what leadership means, upon reviewing multiple examples leadership can be considered as an individual who leads and inspires a group of others to perform tasks to achieve a shared goal (Walsh and Vito, 2018, p.62; Oanh Thi Thao, 2023, p.62; CIPD, 2023). It has also been further stated that leadership amongst an organisation “sits at the heart of what it means to practise as a professional” (College of Policing, 2017, P3) and especially “in our rapidly changing workplaces, leadership will apply to more people than ever before” (Marr, 2022).

A common misconception with leadership is that leaders are born with this trait, however it is argued that leadership is a collaborative endeavour which is developed between the leader and their followers (Oanh Thi Thao, 2023, P61). It is important to highlight that “there are different styles of leadership” (Gov, 2014b). Examples of variations of leadership styles include, “Directive leadership, Supportive leadership, Participatory Leadership” (Walsh and Vito, 2018, P61) which furthers the previously discussed notion that there is no one collective definition of leadership. Another consideration is that best practises for leadership are not always clear, as research on the subject is complicated and inconsistent across industries (Campbell and Kodz, 2011, P2). Put simply it can be stated that “there are multiple ways to be a good leader and there are multiple ways to be a bad leader” (Hackman, 2011).  There is no straight forward style or strategy for leadership, every individual will have to adopt their own leadership style (College of Policing, 2017). Although, it has been agreed that to be a good leader one must apply communication to their followers, take on the responsibility of the task and motivate their followers to reach new levels within their potentials (Gov, 2014, Walsh and Vito, 2018, P60, Marr, 2022, Baker, 2023). On critical analysis of leadership within the police, leaders that “seek to inspire, set a vision, offer intellectual stimulation and appeal to followers” (Campbell and Kodz, 2011, P3) will become more successful as leaders. It has been accepted that historically within the police, leadership has “typically been dominated by a command and control style” (Walsh and Vito, 2018, P76). This strategy of leadership is outdated, leadership is no longer about being simply in charge of others and it is no longer accepted when considering the principles of leadership in the policing environment (Baker, 2023; College of Policing, 2023c). Instead, in this modern day society, change in strategies of policing leadership have been adopted to “uphold the highest standards of professional behaviour” (College of Policing, 2023c). 

The National Centre for Police Leadership is responsible for developing the leadership standards within the police (College of Policing,2023c). This centre will develop current and upcoming leaders within the police, by setting the standards and guidance for development for all officers (College of Policing, 2022b). After all, it is stated that “leaders aren’t born, they are made and they are made just like anything else, through hard work” (Baker, 2023b). This centre also assists in helping the Policing Vision 2025 where it is strived to create a confident, professionalised workforce within the organisation (College of Policing, 2016). These standards set out by the National Centre for Police Leadership are centred around what is known as “the Code of Ethics, the competency and values” (College of Policing, 2023c). The Code of Ethics set the professional behaviour of officers “who works in policing in England and Wales” (College of Policing, 2014, P5), and these behaviours are the standards required within a leader. For example, under the Code of Ethics, an officer must show “Honesty and integrity” all whilst acting with “Authority, respect and courtesy” (College of Policing, 2014, P9). These behaviours are what you expect from your leader. A leader should not compromise or abuse their position and ensure they treat all members of their team fairly (College of Policing,2014, P9). The National Centre for Police Leadership states that to develop a leader there are “nine guiding principles structured across three themes” (College of Policing, 2017, P3). The three themes are structured in order and denote that by firstly understanding what leadership is, you can begin to develop an officer into a leader before the officer can then display their leadership style to their peers during their work duties (College of Policing, 2017, p.3). The National Centre for Leadership understands that leadership isn’t “from the sole preserve of those at the top of the organisation, it exists across all ranks, grades and roles” (College of Policing, 2017, P3). For me, I have personally experienced leadership qualities within senior officers on my team. Senior officers on my team, who have more experience than myself, naturally set the example to officers like myself and lead from the front at emergency incidents, proving how leadership doesn’t require rank but instead all is required is “the potential to motivate, inspire, guide, and teach others to become better” (Baker, 2023). There have been a few times throughout my probation that senior officers have attended emergency calls with me and I found myself struggling with the demand required. During such an incident, a senior officer would notice this behaviour I displayed and coached me through the incident and inspiring me to become a better officer. Although, it is argued by Walsh and Vito (2018, P61) who state that first and foremost, immediate supervisors are the persons to provide the ideal examples of leadership which implies that a person of leadership must have authority over his followers. However, this theory is contradicted and argued by others who argue that leadership is not solely concerned with authority (Baker, 2023). On analysis, I concur that leadership does not require rank or authority over someone, and instead leadership refers to someone who displays to correct professional behaviour to inspire others to improve their own behaviours. 

As previously discussed, it has already been highlighted that “there is no single style of leadership” (College of Policing, 2017, P3), and there are different leadership strategies a person can apply. This suggests that even with training on leadership styles, every person is unique and will adapt their leadership style in their own personal way which makes it difficult to suggest a concrete approach to leadership. Such an idea is elaborated by Campbell and Kodz (2011, P2) who denote that there is a lack of data and evidence into the effects that police leadership styles and behaviours have on officers. The four strategies of leadership previously discussed,
“Directive Leadership, Supportive Leadership, Participative Leadership and Achievement-oriented Leadership” (Walsh and Vito,2018, P61) each have their own pros and cons but ultimately “leaders handle situations in line with their own style” (College of Policing, 2017, P3). On personal review, I have developed a style that incorporates more than one of these styles in order to effectively manage a range of different operational situations, namely through “Directive Leadership and Supportive Leadership” (Walsh and Vito, 2018; Indeed.com, 2022; Carter, 2023; Shonk, 2023). Directive leadership “is a task-oriented style in which the leader takes an active role in setting clear objectives and ensuring employees follow through on them” (Shonk, 2023). After all, you must be ready to lead if you want to be a leader, it requires for assurance in oneself (Gov, 2014b). Directive Leadership was a theory which was created within 1970, developed by Martin G. Evans (Indeed.com, 2022; MasterClass.com, 2022). Carter (2023) explains that Directive Leadership is one the most common strategies chosen amongst leaders with it being suggested that directive leaderships “makes it simplest for an organization to quickly make decisions and tackle new initiatives” (Masterclass.com, 2022). For me, I believe it works well within the role of policing because as a leader under the Code of Ethics it allows me to take “accountability” as I will be responsible for the decisions and actions made (College of Policing, 2014, p8). It allows me as an officer to be “solely responsible for deciding the team’s objectives and then taking the required measures to achieve the expected results” (Carter,2023). Although, because of this style of leadership can “come across as unfavourable” (Carter,2023). Therefore, I like to also merge this strategy with Supportive Leadership. House (1971) states this leadership style is a top strategy for effective leadership. Supportive Leadership can be described as “behaviour directed toward the satisfaction of subordinates’ needs and preferences” (Yong Kim, et al, 2021) which “emphasizes the importance of respect, trust, and affiliation between leaders and team members” (Shonk, 2023). This leadership strategy enforces positive relationships with the leader and his followers, which will ultimately help with coping with the demand of the task and encourages them to try new tasks (Hauff, Felfe and Klug, 2022). These two Leadership models are commonly used within police from my personal experience and are the styles I resonate with the most in my own personalised leadership style. Both styles are complete different approaches to leadership, one where the leader directs you exactly what to do whilst other helps maintain a social perspective (Carter, 2023, Hauff, Felfe and Klug, 2022). Combined together though as an officer you can change your style and approach to leadership on reflection to changing circumstances.

An example I can provide where I have applied these leadership strategies is when I attended an incident with joint emergency services. It is important to remember that police is not the only emergency service within the community and it is essential for each emergency service to work together in a team to effectively assess and deal with a situation (Hartman, 2023). In this particular incident, I attended a road traffic collision which involved four motor vehicles and injured people within the collision. Due to the complexity of this incident, I required assistance from the Ambulance and Fire service. On arrival, I took leadership as the original attending service and using Directive Leadership I informed the other services exactly what I wanted to happen and how I wanted it to be achieved. I gave them clear guidance and orders and oversaw the incident ensuring they followed my orders. Although, whilst using this leadership strategy a member from the fire service didn’t like that I was giving him direct orders. I could feel he was not responding well to my directions, I reflected and changed how I approached him with my leadership style. I applied supportive leadership and became more “friendly and approachable” (Yong Kim, et al. 2021), this gave positive attitude from the member of the team which ultimately gave more input from the member to achieve the goal. In conclusion, as a joint team we achieved the highest best output for this incident, ensuring the injured people were treated safely and quickly, whilst simultaneously the collision was cleared and evidence was taken to investigate the incident afterwards. Critically analysing my ability to be flexible within my leadership strategies, I believe I dealt with the incident to the best of my ability although, there were ways that I could improve for next time. We need to accept as humans, no one is perfect and we can make mistakes (Gov,2014b). “A good leader is aware of their weaknesses as well as their strengths” (Marr, 2022) and from this experience of leading multiple agencies to achieve one goal I have discovered strength and areas to improve as a leader. Walsh and Vito (2018) explain that leaders can develop from their own ability within leadership by good for bad examples. I did though give a positive result and “lead a team to act in the public interest” (College of Policing, 2023c). Through directive leadership I told team members “precisely what to do” (Carter,2023). Directive leadership although “may come across as unfavourable” (Carter, 2023) so flexibility was required from me to change my leadership style. A change into supportive leadership helped me be “aligned in order to achieve high effectiveness” (Hauff, Felfe and Klug, 2022, p8) and deliver the best public outcome. 
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

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



ANSWER:

Since joining South Wales Police back in July 2020, I have been completing my three-year probation in the “Police Constable Degree Apprenticeship” (College of Polcicing,2021). As Lazarus (2020) states, the older we get the faster time seems to slip away. Applying this to my policing career, now that my probation is nearly over I can finally look back and reflect on my own personal and professional achievements. At the early stages of my career, I have been trying to learn the ropes of the organisation I joined, whilst simultaneously trying to form my own identity within the occupation (Kram, 1985). During my probation, I have achieved many goals including completing my tutorship period on my division, completed multiple attachments on different departments to further my policing knowledge and skills, as well as experiencing multiple different incidents with varying levels of threats and complexity (College of Policing, 2021). Throughout these challenges, I have been supported by mentors and coaches within the Police, who have guided me and pushed me to achieve my goals to the best of my abilities to the point where I am now confident taking the lead independently at incidents.  

Usually when it comes to Mentoring or Coaching, people use these two words synonymously. However, they actually relate to two distinct processes and describe different types of working methods or theories, though they ultimately share the precise outcomes of furthering one’s development and learning (Lowisz, 2019; Reitman and Benatti, 2021). Coaching can be described as a role used by managers within the organisation whose key role is too inspire their subordinates to achieve their maximum personal or professional potential (Lowisz, 2019; Reitman and Benatti, 2021). On the contrary, mentoring can be explained as a two-way relationship, where one person is looked upon to give their own experiences as guidance and support to develop a person’s personal and professional growth (Pulce, 2005; Ragins and Kran, 2007; Yaffe, Bender and Sechrest, 2012; Lowisz, 2019; Reitman and Benatti, 2021). For example, from my own experience within my probation, I have experienced coaching through the guidance provided by my Patrol Sergeant who has always been there for me if I need a question or guidance on a subject. He would always give me clear and positive feedback and push my “thought-provoking and creative process” (Reitman and Benatti, 2021) to get the job done. On the other side, I have then experienced mentorship from working alongside my Tutor whilst in my Tutorship Period and then also experienced mentorship through specifically “Role Modelling” (Tammy and Lentz, 2006, P567) shown by more experienced colleagues. My tutor and work colleagues have provided me with “career advice and counselling” (Tammy, Lillian and Lentz, 2006, p569) which has guided my abilities to develop to achieve more professional and challenging incidents within the Police.  On reflection, both methods of development have really benefited me, however, I believe I have developed the most through my experiences of mentorship. From being allowed to meet individuals who “want to share their knowledge, material, skill and experience” (Pulce, 2005), this has pushed me to pursue my own career and personal goals. That’s not to say I did not benefit from coaching from my supervisor, which provided me with specific practical guidance but did not push me to further my personal development like mentoring did. Originating from Greek Mythology, mentoring has been used for countless years though only within the last couple of decades has research made great discoveries on the dynamics of mentorship (Pulce, 2005; Ragins and Kran, 2007). Since then, “mentoring relationships are a critical career resource for employees in organisations (Ragin and Cotton, 1999, P529) which the police has effectively implemented and adopted into their culture. When it comes to the approach of mentoring there are two theories which have been published and discussed, ‘Formal’ and ‘Informal’ mentoring theory (Ragins and Cotton, 1999; Tammy, Lillian and Lentz, 2006). Ragins and Cotton (1999) provide thorough explanations into the two theories and how they both have their own strengths and indifferences. 

Formal mentoring theory is where an “organisational assistance or intervention” (Ragins and Cotton, 1999, P529) is directed and through a person’s own experience within their expertise they guide and develop their protégé. Through a course coordinator, a mentor is assigned on the level of their expertise and often enough they do not even meet their subordinate until their first shift (Ragins and Cotton, 1999). Whilst it may sound peculiar that the mentor and protégé will not meet before their first shift together, it is recognised that formal mentoring initiatives are becoming more common within businesses and organisations suggesting that this theory works when put into practice (Tammy, Lillian and Lentz, 2006). This style is clearly reflected within the police through the Tutorship phase. Before starting my duties as a response officer, I had never met my tutor, though through my tutor clearly defining the objectives of incidents, outlining responsibilities he expected from myself, and from creating mutually acceptable relationship standards between us, we quickly developed that two-way relationship defined in mentorship (Tammy, Lillian and Lentz, 2006). This allowed us to work well together and on reflection of my tutorship phase, he really did guide me through the development of my professional skills, helping achieve my independent status. I have benefited from this theory of mentoring because it has aided me to develop and preform within the workplace. When I first started on shift I had limited experience and needed constant guidance, which without the structure of my formal mentorship I would have struggled to overcome. As Lowisz (2019) identifies, mentors often utilise their own personal thoughts and experiences to bestow upon the protégé and help them learn, which is exactly how my mentor assisted me. My mentor would often explain to me how he had been in exactly the same situation as myself when he first began as a response officer, teaching me the methodologies he was taught from his tutorship to allow me to effectively approach incidents and deal with them professionally as a police officer should. This simultaneously achieved the organisational goal set for my tutor because this assisted me becoming a competent independent officer.  

The next theory to be explored is mentoring through Informal theory.  This theory can be explained as relationships that develop unexpectedly based on the satisfaction of professional demands and mutual identification (Ragins and Cotton, 1999). This can be explained simply as a person who is an advocate or role model (; Ragins and Cotton, 1999; Pulce, 2005). Through sudden interaction you can meet someone who shares the same goals and inspirations, whether this be on a professional or personal level, and you can look up to this person to behave and act in the manner they do. I have personally experienced this through during my time in the police from working by alongside like-minded colleagues on my shift who I discovered shared the same mentality as myself. Together, we have worked together and approached challenges I have faced with a positive mind set, which really inspired to me achieve more than I am usually capable of. On reflection, throughout my probation period I have found this style/theory of mentorship to be highly profitable. This is because I found this is where I have made the biggest two-way relationship which is the key part to success with mentorship. As Pulce (2005) states, to be an effective mentor you must not also be proficient but also an inspiring role model to your protégé. This theory also helped me through my own personal goals because this development over the probation period developed me to become a key member within my team. By showing key enthusiasm and drive into everything task I conducted, I showed similar interests with other members of team who then became willing to guide me to become a more professional officer and accept me on the team. 

A final theory which I have found has benefited me over the last two years was through the coaching of “Positive Psychology” (Green and Palmer, 2018, P2; Sutton, 2022). Sutton (2022) states that people believe this theory is often defined as having a positive approach to life, when actually the definition can be elaborated as so much more. Green and Palmer (2018) defines the theory as not only as having a positive mind-set, but also having a positive performance within not only your personal life but professionally within your work. Franklin (2018) expands and states this is why people seek guidance through coaching because it often relates to one’s happiness as well as their success. Adopting this theory can improve not only a person’s personal and professional growth but can also help to improve one’s mentality and sturdiness (Green and Palmer, 2018; Sutton, 2022). On reflection, I have experienced this theory through the coaching provided by my supervisor which benefited my performance in work. Through his coaching, whilst applying this theory, when I have deemed myself to begin mentally struggling with the demand from the work of the organisation my supervisor supported and pushed me beyond what I believed I could achieve. After all, as Reitman and Benatti (2021) state, a coach’s role is to urge their subordinate to reach their full potential on both a personal and professional level. Through giving me a positive mental advice and being a person I could depend on, my supervisor always gave me a positive mind set within work. 

In conclusion and reflection on my probation period, this period of my life has been a steep learning curve through the professional demands within policing and the personal effect this can have on an officer. With the support of my supervisors coaching me, my policing tutor mentoring me formally and the rest of my team informally mentoring me through being inspirational role models, I have managed to learn, develop and perform on all levels to become the professional officer I am today. It has been stated that that “most successful people have or had a mentor” (Pulce, 2005, p.10) and these “mentoring relationships affect adult development, personal growth and change” (Ragins and Kran, 2007, p.671). I have experienced a vast amount of personal growth, professionally and personally, during my probation and have used consistent feedback to develop and improve my abilities. Through the previous mentoring theories discussed, I have personally experienced all of these within the policing organisation which has allowed me to become an officer always pushing to strive to better themselves. As Kram (1985) explains, through career-related duties including mentoring, coaching, protection, exposure to the public, and difficult job assignments the best personal development comes. I have come a long way since the day I walked into police training school in July 2020 and now I look forward to what the future holds. As I grow into a more senior officer on my team and older officers are now leaving for different departments, in time I might also become a mentor to a future student on their probation. This prospect seems daunting and challenging on the surface, however on reflection it shows how the mentoring system is beneficial as it will allow me to share my own experiences as an officer and pass on the wisdom I learnt from my mentoring experiences, hopefully providing future student officers with the same positive, enjoyable experience I had (Kram, 1985). 
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