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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:


The College of Policing is an English and Welsh police professional organisation. It was founded in 2012 to replace the variety of learning & growth responsibilities previously handled by the National Policing Improvement Agency (College of Policing, 2021). Parliament established this under the home secretary Theresa May, where she stated on the 24th of October 2013 that she expected a new form of the police force which needed to be a modern and comprehensive entity that employs policing strategies and techniques based on factual evidence on what performs to decrease crime quickly and successfully. She also emphatically explained that the United Kingdom needed to have a police force that follows strict ethical guidelines and strives for and accomplishes the most extraordinary levels of honesty (Home Office, 2013). On the explanation and founding of this new modern way of policing techniques, the college of policing was implemented in setting the standards when they created the code of ethics. These enhance the founding guidance on the initial Peelian Principles, initially founded by Sir Rober Peel in 1829. It is stated that the need for public support is emphasised prominently in Peel's principles, but so is the requirement for the police to secure and sustain community esteem.' This Code of Ethics upholds the fundamental ideals of British policing and emphasises the obligation of those who still serve in policing to act in a way that will gain the commitment and confidence of our compatriots (College of Policing, 2014).
Since its founding, the college of policing has continued to improve on the learning of new and old police officers with new methods of implementing learning. These are with the goals of the Policing Vision 2025, which the National Police Chiefs' Council created, Association of Police and Crime Commissioners and the National Crime Agency to attempt to create a goal for all the police services in the UK to work towards (NPCC, 2016). A critical statement is to work towards academic accreditation, which acknowledges the workforce's abilities and expertise is assisting critical areas of policing training and growth.
How this aligns with the efforts of The College of Policing are where it is expected that police officers new and old work towards completion of a policing degree which, when completed, will provide serving officers with uniformity, easily outlined responsibilities that specific skills and expertise, supported by certificates which are required for their specific roles. The Workforce Transformation 2018 was created by the National Police Chiefs Council (2018) to align and support the values of Vision 2025, where it outlines its goals of workforce transformation. It sets out to make the policing service take steps to ensure recruiting to the organisation. Adjusts explicitly to an increasingly fluid and competitive labour market, wherein views toward professions and work are distinguishable. This is thought to allow serving officers to evolve and be equipped to carry out the role of a modern police officer.
The College of Policing, therefore, aligning with the policing agencies, created and managed the current Policing education qualifications framework (PEQF) to begin providing the training for a modern-day police officer (College Of Policing, 2020). Education and policing have always been a prevalent topic for discussion; Cox and Kirby (2018) concluded in their study that higher education directly influences the creation of police officers who are neutral, honest, and capable of interpreting events and persons without inciting prejudice. This is required for community trust toward the police to thrive; this also evidences and co-insides with the policing vision 2025. However, Hallenberg and Cockcroft (2014) found that officers who engage with higher education can have a negative cultural impact on current serving officers, although it was found that higher-ranking officers were supportive of higher education and acknowledgeable of it. It found that it did not enhance relationships horizontally amongst current serving officers and colleagues at the same level, which could hinder the progression set out by the College of Policing towards the policing vision. Also noted in the Vision 2025 states that by 2025, police will be a profession with a more diverse workforce that is equipped with the necessary abilities, authority, and knowledge to handle the demands of the job which represents our communities (NPCC, 2016). Craft and Craft (1983) found that ethnic minorities had a higher rate of staying with full-time education, which would strengthen the argument that the College of Policing's strategy of the policing education qualifications framework would assist in becoming more attractive to those in the black and minority ethnic groups. There have, however, been some direct criticisms of the degree framework whereby it was captured in an article by the Police Federation (2021) where Marc Jones, the current Police and Crime Commissioner for Lincolnshire, had urged Home Secretary Priti Patel to discontinue the degree scheme. Marc believes it would restrict the demographic of the public to join the service and stated that a degree would not help when quelling crowds in pubs and clubs on a Friday night. Another criticism that Thomson (2019) covers in his scheme article comes from Chief |Constable Bill Skelly, who undertook judicial action over the introduction of the education framework from the College of Policing, stating that he would be losing too many frontline officers, which would harm policing. Kadry and Lambert (2021) affirm this by stating Chief Constable Nick Adderley was also critical of the PEQF system, stating it was harmful to retention rates but has since stated that remarkable recruits have come through the Education Framework governed by the College of Policing.
The College of Policing have a clear role in professionalising policing by governing the Professional Education Qualifications Framework and the recruits currently on it; this can be seen to entice people from the Black and Ethnic Minority groups due to the current continuation in education whilst working. It is already showing to breed a new brand of modern police officers with values in line with the current code of ethics, although the current population of serving officers may have a negative outlook on the degree system with continual criticism. Overall, it shows that the strategy to educate police officers is having a positive effect on creating professional, effective police officers whom the public can perceive as professionalising policing in its entirety.
I am currently employing my higher education studies and incorporating them into elements of my day-to-day policing. I can appropriate the higher educated literature that has been read, reviewed, and evidenced to directly influence my ability to produce concise rationales on evidencing incidents that have been attended. I have been able to develop the ability to reflect on incidents that have been attended dynamically whilst in the role of a modern-day police officer allowing self-growth to be gained. This allowed for continual progression to provide the best service for the public, Helyer (2015) found in her study that the modern workforce necessitates adaptive all-rounders with innovativeness who also are eager to develop skills. Brown (2021) explains the definition of Police officers as holding the office of constable, which bestows them the powers to detect, deter and investigate crime. The modern-day police officer has a much more significant role than that, and it can be understood that reflective adaptions need to be made as to the role no more extended centres around crime and deterrence. The modern-day police officer now needs to understand that they are expected to undertake the roles of a social worker, mental health and housing support worker when attending some incidents. College of Policing (2015) found that 83% of all incidents account for non-crime related incidents requiring resourcing. I have been able to utilise experience and reflections to enable me to attend these non-crime incidents and still provide a professional service to the public, such as enabling me to attend concern calls on behalf of the National Health Service with no specific training but having utilised reflections of previous similar calls I have attended, I can draw on strengths such as tactical communications and empathy to allow a rapport to be built. Service to be provided to alleviate any harm coming to any person.
I will be utilising Borton's (1970) reflection model to reflect on how my role as a police officer has changed throughout my employment. I will utilise this method of reflection as it defines as a simplistic process of reflection by asking the questions, what? So what? Now what?
Since my employment beginning of September 2019, I had joined a response team where the team had one sergeant and eight other members, all ranging from lengths of service from six months to nine years. It has been established that as my service progressed now into where I am in my final year having over two years of service that the team that was initially joined has now almost disbanded with new members on shift being taken on through recruits and the more experienced officers leaving through promotions or onto specialist departments. The working team now resembles that of a young in-service team, with myself being the third-longest in service on shift and with my shifts now running at a team of five capacities, including myself, which is below what is deemed minimum. I have found myself working with new probationers on shift, and I will be reflecting on an incident where I was working with a person who had been two months past his tutorship.
Firstly, to answer the question what? I was working a shift with my colleague where neither of us is blue light trained, which hinders our response times to emergency calls. We were tasked with going to an incident that involved complex harassment. I was finishing completing a different call on my workload, and my colleague stated that he would be content with leading going into the harassment, which saw him taking the lead speaker role. I was initially satisfied that he was out of his tutorship, showing confidence that he would be able to manage with speaking to the alleged victim and gathering information surrounding the call, so I took a step back and continued to do administrative detail for a separate call on my handset on route to the call. On arrival to the alleged victim's home address, my colleague went in first to speak with a male stating he was being harassed by an ex-partner, where she would attend his address unwantedly. My colleague affirmed that he was again confident to deal with the incident and asked the male if he wanted to provide a statement of a formal complaint, which he did, and my colleague took. We both came away from the incident with my colleague stating he received all the details and stated that what the male described in his statement amounted to harassment which is a course of conduct that amounts to harassment of another under section 2 of the Protection from Harassment Act Legislation (1997). On leaving the address, I asked my colleague if he conducted a person check on the male and conducted checks on if there were any children between the split couple, which he stated he had not. I have then stopped the police marked vehicle and conducted those person checks myself and saw that the alleged victim was wanted for a plethora of harassments towards his ex-partner and was arrestable for them with numerous incidents involved. To address now is the so what? I have left my colleague who stated he was extremely confident in managing the incident where he has made an oversight in his confidence and made a mistake on the basic checks. I looked into the incidents where he was arrestable and made myself aware of the larger picture identifying the male as the suspect now and not as a victim. My colleague and I have returned to the address and ultimately arrested the male. The male was confused at the re-visit, but on explaining, he understood and was transported to custody with no further issues.
It is essential to reflect on the incident in its entirety. I need to ask now what? Furthermore, consider how my role as the last year probationer has changed since beginning my career as a police constable. During the incident, I became complacent. I had been working with officers with years of experience, and being a probationer myself, I have never thought of myself as an experienced officer able to manage another officer. However, reflecting on this incident, I should have taken the role of that more experienced officer, albeit still in my probationary period and acted as a mentor for the younger in-service officer by being more attentive and supportive to his actions and non-actions during the call disregarding his façade of confidence. The male was ultimately arrested, the victim safeguarded, and minimal criticism towards the younger in-service officer and me.
Nevertheless, it was a learning opportunity for me that I am now one of the more senior officers on my team, and I should be acting accordingly, supporting and mentoring my younger in-service colleagues in the call. On reflecting on this, I have realised that under the current recruitment circumstances of South Wales Police, they are currently recruiting police officers every three months and have done since late 2020 with the new uplift in the prime minister's recruitment campaign of having 20,000 new officers (Home Office, 2021). I need to understand that response policing is a dynamic role that will be filled with new officers who will begin their journey with the degree system and will need coaching and mentoring from more experienced officers like myself, and I will now consider myself as that mentor if needed and not someone who is simply a probationer myself.  
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Relevant areas of the National Policing Curriculum:  
Communication Skills, Social Media, Communication Strategy 
 


  
	
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:

Social media use has become a much more prevalent force, with Galov (2020) capturing how Moore's law suggests that computer processing speeds double every eighteen months. With all the advancements in computing, it is becoming ever easier to access and share information digitally, whether through smartphones or computers. Thulin (2017) concluded that The smartphone has swiftly climbed to the forefront of the modern person's electronic landscapes, becoming the primary and primarily exclusive mode of facilitated human engagement. This ties into Kemp's (2022) research, where he reports that approximately 4.95 billion humans have access to the internet, accounting for 62.5% of the human population, currently poised at 7.9 billion people (Worldometer, 2022). With all that access to the internet Chaffey (2022) collated information that suggests that of those that have access to the internet, 4.62 billion people have access to some form of social media, with that number growing as 424 million new users have accessed social media within the last twelve months. With that large amount of presence on social media, it has been of growing importance that the police utilise this method to bridge the gap between communicating with the public as the Police Foundation (2014) detailed that there was no unified national strategy on police use social media. However, each branch and region of policing has its defined policies on social media usage. The Police Federation states that all police forces in England and Wales, including the British Transport Police, have Twitter accounts and all except two have Facebook pages, with more than 2,050 police having individual accounts. Police force pages in the United Kingdom have 1,567,759 Twitter followers, and 825,243 Facebook likes. However, this document was created in 2014, and an up-to-date measure of 2022 is not documented, and it would appear that these numbers have increased dramatically.
There are many benefits for the police to utilise social media. It provides the police can instantaneously reach countless people with specific information regarding incidents occurring in the area, such as road closures, missing persons, wanted persons, general information recruiting campaigns, to name a few. It also provides another avenue for the public to contact the police. Taylor (2015) outlines in the research he conducted that he found that 88 per cent of the public were eager to engage via the online services of the police through social media which, Horsburgh (2019) theorises that this is the case as this is a means for such police and the communities they protect to have genuine, two-way discussions, in which the police can provide information that would be in the interest of the public. The public can talk to the police and each other about the policing issues that matter to them, and as a result, the police may be held to a higher standard of responsibility and legitimacy. Another theory as to why this engagement is more prevalent on media is the rise in social anxiety among young people; Jefferies and Ungar (2020) detail in their research how young adults are much more prone to be adverse to social anxiety, being reluctant to speak with people on the phone with Wiest (2019) explaining the reasons as to maybe why the younger generation despise phone calls. By police having a presence on social media, it provides an avenue for those without phones or reluctance to use them to report crimes incidents and speak with police.
Police are using social media platforms to interact with the public, allowing them to connect with and criticise policing in open-source public forums. Nevertheless, while some information uploaded by social media users is censored by police, (Geary, 2016) states that police have shifted away from initially focusing on publishing crime-related posts on social media platforms and have adopted a more dominant post regarding public relations. The public's sympathetic involvement increased as a result of this. Bailey and York (2018) conducted research on social media perception from the public towards police whereby 43 police forces across the UK participated. They researched community involvement with UK police services using three different social media platforms on behalf of the Surrey Constabulary. They discovered that most Facebook and Twitter responses were between the ages of 45 and 55, while those who responded to Instagram were between the ages of 25 and 34. The respondents were asked if they thought the police posts were relatively ineffective, whereby 72 percent of people across all three platforms stated that the posts were effective and beneficial to them. They also found that 71 percent of responded individuals said they were most interested in typical incident updates over all three platforms. This co-operates with social media playing an integral part in collecting vital intelligence and information from the public during investigations, with posts going out to attempt to identify suspects and locate missing persons. Such a success story is A 75-year-old dementia patient who slipped out from a Birmingham hospital. The hospital alerted West Midlands Police, who quickly issued appeals for information on Twitter and Facebook and launched an extensive police inquiry for the individual. A member of the public who had seen the social media posts observed a gentleman fitting the description resting against a wall two miles from the hospital and called the authorities, who positively identified the missing male and delivered him safely to the hospital (Webster, 2013) These types of posts are shared. They can be viewed on any police service's social media page with similar outcomes. Lev-on and Yavetz (2020) discuss the different models of how police can negotiate social media. They discuss three types of social media usage; they state the first is the representation which can be seen as a push strategy where police services use social media to inform the public, such as placing policies and procedures on their social media. They discuss the second is engagement which is detailed as a pull strategy, such as posting missing persons or wanted people or even neighbourhood engagements which entices the public to have those engagements through comments. The final state is Networking, which is based on listening. This strategy is simply using social media to obtain information and intelligence from other users. All are very conceptual but can logically be seen to be used unintentionally by police forces across the United Kingdom.

Marrs (2017) explains in his article that social media played a positive role in the Greater Manchester Police alerting people of the Manchester Bombings in 2017 and providing essential updates around the incident, such as explaining to people to stay away from the area, which potentially reduced any further casualties, The Greater Manchester Police currently has around 596,000 followers (Twitter, 2022a), which some would have had an essential part of assisting in digesting and disseminating the critical updates made by police on the evening of the disastrous attack. A criticism of the police utilising social media can come from the study by Denef et al. (2013), where they studied the UK riots in 2011 and analysed Twitter usage by the Metropolitan and Greater Manchester Police. Their study found that although both groups utilised the same media platform, their practises throughout the emergency varied, confusing public social media users. The Metropolitan police would utilise Twitter to signpost another social media site, Flickr and Greater Manchester Police, using Twitter to disseminate information regarding the incidents. Research into the Gloucestershire Police social media Policy (Gloucestershire Constabulary, 2017) can explain the usage of said social media when a major incident is declared in its expectations section where it states, "During a major incident all access to accounts will be stopped to enable corporate messaging to be published in response to the incident". However, again this is not a national policy and this only accounts for Gloucestershire Police.
South Wales Police have their own social media policy, which was put into place in 2018 and defined how South Wales Police strategies to use digital and social media platforms for public information and interaction (South Wales Police, 2018). The policy details the benefits of utilising social media, explaining how it allows South Wales Police to reach many people quickly at a low cost with information. It allows South Wales Police to Improve trust in the services delivered through fostering relationships with online communities as evidenced can happen. The policy explains how South Wales Police utilises the social media platforms of Facebook, Twitter, Instagram, YouTube and LinkedIn, and these accounts must be used in line with strict criteria of rules which covers what can be posted, how it is posted and how to gain access to social media among many other things and is governed by a specialist unit. South Wales Police currently has 150,000 followers on their main Twitter account alone (Twitter, 2022b); this does not account for the other divisional and regional specialist accounts that South Wales Police have. The engagement has never been more prevalent for the public and the police, with incidents being reported now through social media allowing the public service centre to create incidents and assist in solving issues for the public, which allows for a no verbal way of reporting incidents. The risks of social media usage by local officers can lead to negative unsensitised comments towards police the public, stated it is a two-way street allowing any member of the public to form and voice their opinion on police posts which could be offensive towards other users and the police. South Wales Police have utilised live Facebook questions and answer sessions with high-ranking police members, including the chief constable Jeremy Vaughn, to encourage engagement and clear up any misinformation or misunderstanding. Chief constable Gavin Stephens of the National Police Chiefs' Council (2019) explains how 90% of a survey conducted thought the police were a reliable and trustworthy information source. When an emergency occurs, such individuals turn to police social media platforms for information and guidance, which they subsequently share with their friends and relatives, which can nurture confidence in the police. Crump (2011) found that during his study that although social media usage is essential by the police, he concluded that the information produced by the police is much more effective when dealing with live incidents rather than generic information supplied. This, however, was an early study when police were initially embarking on utilising social media in 2008, where the conclusions may differ as usage has evolved.

South Wales Police provides training to those wanting to use an official social media account as set out in their policy which allows for best practice of engagement and to uphold the code of ethics whilst utilising it. This also spans into police officers' private use of social media, guiding how social media should be utilised. There have been instances where there has been inappropriate use of social media by police where the IOPC (2021) highlights incidents where one such incident had a serving officer for South Wales Police share alleged offensive material on his private Facebook page, which a member of the public reported. Incidents like this need to be also considered even if police are utilising private social media sites as offensive material shared could damage community engagement and perceptions of officers and the constabularies, especially if such content shared can be related to hate or race.
 South Wales Police also informs the public by sharing information on social media about such initiatives of Operation Sceptre. NPCC (2020) explains Operation Sceptre as a movement that tackles habitual knife carriers attempting to reduce the number of bladed articles on the streets. A Twitter post (Twitter, 2019) covers Matt Jukes, the former Chief Constable of South Wales Police, conducting an informative explanation of Operation Sceptre and shows the thread of information alongside it with such as knife amnesty locations, what neighbourhood teams are doing to tackle knife carriers, successful searches of knife carriers and partnership working. The thread of posts is driven by community engagement and engagements. Shearer (2018) gathered information and research regarding how people gain information or news, and she concluded that news and information are digested from five sources: Television, News Websites, radio, social media and printed newspapers. She found that people aged between 18-29 digested their news and information mainly from social media, which reinforces the applicability for police to evolve and utilise social media as technology advances, as well as how the younger generation is much more technologically adept as Dorsey (2019) describes the new generation as being technological natives having being born into a world where smartphones and tablet devices with fast internet speeds allowing a much more natural ability to understand technology. These people are the future, and policing needs to modernise to keep up with the flow of change.
In conclusion, as far as my experience and knowledge surrounding the utilisation of social media, it would appear as though Police forces utilising different forms of social media lead to better engagements with the communities allowing that transparency and ability for ease of communication and allowing the ability to disseminate information to a mass audience with low cost, albeit it can be deemed as a much more effective tool when live incidents are taking place. There is individual force guidance surrounding the utilisation of social media where it may be considered that a national policy would help in future major incidents as there have been slight failings in previous ones. The public does engage well with police, with the majority being fond of police presence online; however, this can be harmed when officers post inappropriate content, which can damage the reputation of the constabularies. It has been proven that operations and policies gain a good amount of support, leading to good community education and engagement, such as the operation sceptre movement. It can be seen as an ever-evolving expanse with policing on social media where it is proven that more and more individuals are gaining access to the internet and social media, it is detrimental to police forces across the United Kingdom to harness the accessibility and whilst following the strict media policies continue to disseminate important information that can assist in investigatory work, finding missing persons and identifying suspects which have proven to work.
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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:

I will utilise Gibbs' (1988) reflective model to reflect on my leadership style during my role as a police officer. I have chosen the Gibbs model because it can simplify a complicated and complex situation to understand it better and reflect on it. The Gibbs model utilises six stages of reflection, Description, Feelings, Evaluation, Analysis, Conclusion and Action plan, which easily signposts the reflective process. 
What is leadership? According to Kent, Crotts, and Aziz (2001), a leader is someone who rallies, energises, and organises individuals to achieve a common goal. Beck and Yeager (2001) expand on organising by suggesting that leaders must challenge their followers to achieve a common goal. Summerfield (2014) also covers how business mogul Jeff Immelt defines a leader as someone who drives change. Common themes arise when defining a leader, such as working towards a goal and being a decision-maker working with others to drive each other forwards. There are numerous styles of leadership that have been theorised and categorised, such styles as being listed by IMD (2021) as being; delegative, authoritarian, participative, transactional and transformational leadership styles. Each style is divergent from the other, and each style shows specific strengths and weaknesses' Burns (1978) came up with the philosophy of transactional and transformational styles, which shows the contrast between sets of leadership behaviours necessary in two unique situations, which has been a strength of the concept. Transactional leadership is a leadership style wherein leaders use both rewards and penalties to encourage followers to comply, whereas Transformational leadership uses a mix of empathy and praise to encourage subordinates to achieve a goal. Johnson and Hackman (2018) defined authoritarian leadership as to where the leader will make an independent decision without consultation of peers or subordinates holding control, whereas Steinheider et al. (2006) describe participation leadership as the opposite. They define it as having group members participate in decision-making. As a result, team members feel involved, interested, and inspired to participate. However, the leader will make the final decision in most decision-making procedures. Delegative leadership is like this but gives the full power of decision making to the subordinates (Wren, 2013).
The police services have a ranking structure, and leadership throughout is critical for the organisation's success. Even where leadership is not expected nor enforced, leadership can be shown by any member of the service. Pearson-Goff and Herrington (2013) conducted a study regarding leadership within the police service where the results stated there was no best way of leadership and could not define what works as a good leader, this study, however, takes into account only quantitative data which is simply numbers and statistics and does not account for the social constructs, personalities around those leaders working in the police service. Baker (2011) suggests that a good leader in policing understands that being the boss does not necessarily mean "bossing". He details a case study where Captain William would follow officers around early hours in the morning during their shifts enforcing minor regulations. He would ultimately become resented by his team, with low morale creating low results. This suggests that solely an authoritarian approach may not work during policing. Kaleem (2016) correlated leadership with success in her study, where she stated that albeit she found that people in positions of power may be great at raising profit, CEOs or chiefs of their respective organisations, that did not make them great leaders. It simply made them an asset. This theorises that with policing, just because a serving officer is not an inspector or high ranking official, there can certainly be times where any member of staff or officer can show strong leadership skills amongst their peers. Porter et al. (2015) conducted a study for The College of Policing where they found that senior leaders emphasised the need of demonstrating transformative and participatory leadership approaches. Transparency and interaction were identified as crucial elements of leadership that increased work engagement by improving leaders' reputation and confidence in shared values and goals among employees. They also found that transactional leadership aspects have been regarded as crucial for employee behaviour and morale, particularly in supporting suitable standards inside the organisation through the constant and equal administration of reward and discipline.
I will utilise Gibbs's reflective model of a set of incidents I attended that required some leadership elements that I have developed throughout my probationary period as a serving officer. One incident I attended involved a fire occurring at a set of flats in the busy town centre. I have arrived with my colleague, who was still currently in his tutorship phase of training. On arrival, the blaze had engulfed a downstairs flat and was spreading throughout the complex, with many of the residents and bystanders standing outside on the street. I was the first police officer to arrive with the fire service shortly after, and two others of my colleagues arrived later. I spoke with the residents and could only account for nine out of twelve, and my first thought, as per College Of Policing (2019) guidance, was preserving life. I constantly provided updates of the fire to the control room and colleagues and explained to my colleagues as they arrived later what I had done and what needed doing. My colleague and I had to account for the other residents or assume that some had not been able to make it out of the residency. I had to manage my mentorship colleague and explain what needed to happen in plain terms. I also waited for my sergeant and inspector to arrive on the scene. I was able to speak with 1 of the three missing residents, and my colleague spoke with another. We could not locate the last person who was eventually found at the cause of the fire and found deceased. My sergeant arrived shortly after, where I explained what had been completed and what actions were outstanding where he ultimately took ownership of the incident.  
I will now address my feelings of the incident; I was the only unit accessible when the call came over the air, and when the circumstances were passed, I was initially apprehensive and nervous knowing that my colleague was not experienced and was learning himself knowing I would have to lead as soon as I arrived knowing that I had not been to a severe fire before. I knew my colleague felt unsure as he was perspiring, and his demeanour was overtly closed off as we were en route to the location. He asked me questions on route, which I could only reply with "I do not know". I remember feeling as though I needed to lead this incident on arrival and felt a large amount of confidence coming over me, although I have never dealt with such an incident before. Gough, McClosky and Meehl (1952) theorise that this comes from having the feelings of responsibility for others emblazoned on a person. I felt as though I was the person that people depended on, and I needed to do my role effectively. I remember arriving and feeling as though I could manage this and remember giving simple direct orders to my colleague to stay back from the fire and begin to locate all the residents by speaking with all the members of the public in the street, taking on a traditional leadership role which was covered earlier in the workbook. I can remember I felt discouraged when I was notified there was a fatality but felt as though I did everything to ensure that my role was clear and what I had done. I remember discarding any feelings when my colleagues arrived although they are a lot more senior to me to request, they closed roads to help me this again I took a more of a participative leadership stance as I know my colleagues are confident in their abilities and requested, they be involved in helping rather than take an authoritative role with them. I also remember feeling reluctant and humbled when my sergeant arrived on the scene taking that leadership role from me, knowing he has a much more wealth of knowledge and authority, and I resumed my position as a subordinate amongst my team, having that flexible and instant change from being a leader to becoming a subordinate again.
To evaluate the incident is to ask what went well and not so well with the incident. What I found was positive was where my colleague and I, although we were alone for a short period with the numerous members of the public in the street, we were professional, calm and concise, showing a presence that the members of the public could depend on for safety and reasoning. My colleague reacted very well with the authoritative leadership of being told what to do and even explained afterwards that he appreciated just being told what to do as it just made him focus on those small individual tasks where he was able to complete them with confidence. Duneier (2017) conducts a TED talk regarding tasks, objectives, and goals, where he explains how breaking down significant problems into smaller ones makes even the most extreme tasks doable. My more experienced colleagues also supported the participative leadership approach I took with them as they assisted without complaint and provided positive feedback to me after the incident. I believe that I contributed as a leader conversing with my colleagues and the fire service as a single point of contact, enabling me to gather all the relevant information and disseminating it to the control rooms and higher-ranking officials such as my sergeant and inspector who were on route. I do not feel that the incident, albeit horrendous, was mismanaged and items missed that went poorly. I made myself known to all the persons involved in the immediate area and utilised delegation towards the public members. Analysing why my leadership role went well would firstly be to consider if I knew what approaches I was making. The answer to that is no. I did not know the names of the leadership styles of management that were available, but I do have life experience, and I feel as though I work well in social situations, which asks if leaders are inherently born leaders or if they are made. According to their study, Boerma et al. (2017) suggest that leadership is 30 percent inherited and 70 percent a product of life learning. I feel that many police officers who join the occupation are inherently born leaders in some respect, as it can be seen as a hidden requirement for the role. I believe things went well in this incident because my colleagues also allowed me to take on the role of the leader. I believe that leadership is a two-way street. Pierce (1998) observed similar interactions between leadership and to whom the leadership imparted on and named it reciprocated leadership where positive engagement from the leader and leaded yield positive results. It made sense for my personality, and ultimately because I was first on the scene with the most experience to undergo the role of a leader and being that of progressing the incident, I believe it made sense for me to continue in that dynamic leadership role until an authoritative ranked police officer arrived on the scene. It, however, is interesting to understand after reflection the dynamic styles of leadership that I undertook even whilst unbeknown to me they existed. I can attribute these leadership styles in almost every incident I attend, whether I employ these strategies and styles onto others or receive them. I also understand how dynamic leadership is as I was imparting a traditional role on the younger in-service colleague, walking 30 steps towards my colleague and brandishing a participative leadership role on my more senior colleagues. Montgomery Van Wart (2015) eloquently explains dynamic leadership as a complicated process that entails a variety of essentially diverse sorts of actions. It entails examining one's surroundings and restrictions, cultivating various leadership qualities and talents, adapting one's style to a specific circumstance, attaining organisational objectives, and analysing one's effectiveness.
In conclusion, it would appear that each leadership style has its place in the policing organisation, with there being dynamic styles and approaches to each individual to attain the best results. I have utilised these methods unbeknown to me throughout my short career as a serving constable with that of more of a participative approach than a traditional approach. However, I feel I can read a situation, incident, or person and apply the best-suited style to gain the best operational outcome. This allowed me to produce a good result when acting on that authoritative leadership towards my more minor in service colleague, who was ultimately thankful for me doing so. I have learnt that there is a time to be a leader and a time to be led, as evidenced above, whether that be from the people senior to my rank or even my colleagues. I have found that there is no true definition that encompasses or defines a good leader, although within policing, it is vital to have good, strong, and compassionate leaders to keep the organisation running at peak efficiency. It also noted that the role of a police officer/staff requires everyone to have some form of style of leadership quality which is required for the role. This research shows that rigidity in leadership styles can fail and that there needs to be flexibility with no one size fits all style working. It can finally be concluded that good leadership such as that displayed at the incident I attended can come naturally but moreover can be learnt whereby reflection can educate, inform and produce better leadership qualities in people.
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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:


For this reflection, I will utilise Borton's (1970) model of reflection to reflect on my three-year probationary period and how I have benefitted from coaching and mentoring, which has helped me reach goals, develop, and perform in the workplace. I am going to utilise Borton's reflective model of What? So what? Now what? I am utilising this method as I believe it is a simplistic and effective way of reflection.
Maclennan (1996) defines mentoring and coaching as a process wherein one person assists another in unlocking their innate talent, performing, learning, and achieving; raising knowledge of the variables that impact performance, increasing self-awareness and ownership of their performance. Côté and Gilbert (2009) confirms Maclennan's definition as they researched the definition of coaching within athletes, where they designed the definition of the constant use of integrated professional, interpersonal, and intrapersonal knowledge to increase individuals' competence, confidence, connection, and character-. Mentoring can be linked in as part of the same as Wai-Packard (2009) defines mentoring as a phrase that describes a connection between a mentee or protégé, who has less expertise, and a mentor, who has more expertise. Mentoring has historically been defined as a long-term, relational connection between a supervising elder and a beginner learner who encourages the mentee's professional, intellectual, or personal development. The University of Reading (2019) supports this definition by stating that mentoring is about assisting and encouraging individuals to develop self-discipline so that they may grow and thrive, enhance their abilities, and become the person they want to be.'. Serrat (2017) also provides a definition aligning with the definitions where he links both coaching and mentoring as he states as suitable to the context and connection, a good coach will also mentor, and a good mentor will also coach. Michael (2008), however, differentiates coaching from mentoring, where she states mentoring is a long-term, relationship-based practice with a variety of particular but broad objectives. It does not have to be a complicated procedure, whereas coaching emphasises achieving exact goals within a specific time frame. Coaching focuses on improving performance and developing specific abilities.

Some numerous models and theories surround coaching and mentoring. One such model was created by Sir John Whitmore, where he developed the GROW coaching model in the 1980s and has since been refined (Whitmore, 2017). The GROW model's guidance begins at Goals, then heads towards current reality, moves into options, and finishes on will. Mind Tools (2020) defines and summarises GROW as arranging a general excursion. To begin, decisions must be made on the direction to go, referred to as the aim. The following step determines the current stage or location, often known as current reality. After exploring the numerous paths, the direction or goal is examined, which specifies the alternatives. The final phase is to build the motivation to complete the journey and overcome any hurdles that may obstruct progress. Brown and Grant (2010) conducted a study utilising the GROW coaching method amongst groups among organisations and found that it is a successful method of delivering coaching and mentoring when utilised with other methods. The GROW coaching method is seen as a simplistic method of approach, giving four simple steps to follow. However, they can vague and expect engagement for experienced coaches to fill the gaps. HOWEVER, the STEPPA model was designed by Dr Angus McLeod in 2003. The STEPPPA methodology systematically focuses on both development and passion. There is a start and a finish to the system, just like there is to all narratives, but there is also one overarching or meta-feature of the model: emotion (McLeod, 2003). The STEPPA model, much like the GROW model, begins with identifying the subject required for coaching and then considering the target outcome. However, the STEPPA model then discusses considerations surrounding emotions and how they will assist in guiding choice. This then enters into perception, plan and pace. Critchley (2010) researched a large variety of coaching models where she found that STEPPA and GROW both were able to establish a starting point when delivering coaching and outline steps to assist with decision making; however, she found that it did not assist in creating the structure of a coaching lesson or assist with processing information.

How this relates to the policing framework is where when the regional constabulary employs a student constable, they will undergo a rigorous training regime of six months in a learning environment where they are coached and mentored and exposed to learning techniques to bring the student to a basic level of operational skill prior to being deployed onto a functional workspace. After the six-month learning environment phase, the student will then undertake a tutorship phase where they are continually coached and mentored by their delegated tutor, operationally for three months and then released as independent, if their ability is sufficient where an official mentorship phase is begun for the following three months completing the students the first year of employment. It is critical that coaching and mentorship are at a high standard during the student's operational phase, as this is where occupation becomes a reality for the student. Gearity and Murray (2011) studied poor coaching and mentoring techniques. They found that emotional support was critical in coaching and when not provided with positive emotional feedback, the relationship between coach, mentor, and mentee diminished and hindered progression and growth. The poor relationships caused demotivation, caused high self-doubt and critical performance failures.

I will now utilise Borton's reflective model and address the What? Stage. I partook in the six-month learning environment phase of my initial employment, where I was sat in classrooms with minor practical inclusions. We had a bespoke framework of literature to learn and test to ensure that a basic level of operational standards was achieved. There were four classes with approximately twenty students per class, with delegated coaches and mentors. I found that I was pretty successful in my learning due to the abilities of my coaches and mentors providing me with constant feedback. Saedon et al. (2012) conducted a study regarding coaching and feedback and found that feedback from a coach was critical in providing growth and that, when utilised, would produce positive results. I would discuss with colleagues in different classes regarding their thoughts of the course where they would explain their morale would be lower and subsequently results lower. The constant denominator would be that they would blame their coaches. During my experience the six months with my three coaches, each coach would have individual strengths and personalities which would corroborate with each other to provide me with a positive learning experience International Olympic Committee (2002) finds critical aspects of a good coach which corroborates with certain aspects my coaches show which were the sharing of knowledge, being effective communicators and showing high attitudes to hard work. From the outset, it was made clear by my coaches where I was at the beginning of my employment where I was expected to be at my finishing of the six-month phase incorporating parts of the GROW and STEPPA coaching models. I cannot state that the coaches aligned with coaching models knowingly, but I acknowledge patterns that did align with them, which assisted me in my career beginnings. I successfully passed my initial six months of training, which I attribute to my coaches especially being emotionally supportive and such as Gerity and Murrey's study, I feel emotional support is critical to success. I have moved into my three-month operational tutorship phase, where I was paired with a police officer of only two years' service, being brand new to the role of tutor. Carter, Blackman and Hay (2016) conducted a study regarding what makes a good coach where they found that the demographic of people being coached found there was high importance for the coaches and mentors to have a different experience in their organisational role, albeit the police organisation is not able to provide vastly experienced police tutors on response, I was initially apprehensive about being tutored by a colleague with such lack of length in service.

Schiller et al. (2009) discuss the humans' innate and neural mechanisms that envelop a person finding first impressions so significant, supported by Schafer (2014), who explains how negative first impressions are so powerful by setting the tone for the relationship. My first impression of my tutor was fantastic, albeit I was apprehensive. He contacted me prior to starting again, outlining what he would be doing to try and help me reach a level of independence. The tutor's role is to accompany the student to incidents and allow the student to utilise the theory learnt in the initial six months into an operational format. My tutor was very enthusiastic in helping me learn and was very amiable. This instantly allowed me to grow in confidence. Meyniel and Dehaene (2017) researched how confidence affects learning capabilities and found a direct correlation with high confidence allowing the brain to alter its learning capabilities positively, allowing information to be digested better. My coach would display characteristics of what was deemed of a good coach as evidenced earlier in this workbook where he would also disclose that he was awarded the learner of the year in his first year of employment which he transposed information of how he achieved that to me to assist in my learning. My coach would also discuss his mistakes, stating that he learnt so much from those to aid his operational policing. Tjosvold, Yu and Hui (2004) support that statement with research that quantifies how beneficial learning from mistakes are for future problem-solving aspects. My coach and mentor, albeit having two years of service himself, displayed coaching and mentorship techniques towards me of that of a veteran. This allowed me to have rapid growth in my tutorship phase, which paved the way for the beginning of my successful operational career.

To answer Bortons' question, so what? After completing the coaching stage of my career, I was able to find my directive. When I completed my tutorship phase and was deemed independent after an intense twelve weeks of working with a dedicated coach/mentor, I found myself lost as I did not have any clear organisational goals as I was not classed as an operational police officer. However, I entered my mentorship phase, where I began working with different team members ranging in different lengths of services. I also had an operational competency form which I needed to work towards to evidence my capabilities as an officer. The only thing I felt I was missing was a coach and mentor. However, my sergeant monitored me, who made calculative decisions to fill that void unbeknown to me. I attended attachments across specialised divisions in the police, such as the criminal investigative departments and worked with specialist traffic officers. Wherein I was mentored, College of Policing (2020) explains this process of mentoring in a policing capacity as a partnership in which a more experienced or knowledgeable officer provides assistance, counsel, and direction to a less experienced officer in order to help them grow and develop which allows the mentee to establish an agenda with the mentor providing support to achieve that agenda. This occurred with my attachments as I had a bespoke learning objective to achieve in each attachment I undertook. I received good mentorship in all attachments with each individual I worked with, providing similar methods of mentorship but with different approaches allowing me to understand what methods are best for my learning. Sphero (2020) outlines four main types of learning, Visual, auditory, kinaesthetic and reading and writing. I found through my mentorship that I learn best with kinaesthetic methods, which are explained as learning best through hands-on and flourishing when they utilise all their senses throughout biological applications of work. Throughout my second year and moving into my third year, I have continually had inputs of coaching and mentoring from my peers and senior officers as well as the training provided for new skills and abilities, such as now having the ability to carry a taser which allows me to be able to attend more policy-driven incidents providing me with more responsibility.

To then address Borton's final stage of Now what? Having completed my initial learning stages having numerous coaches and mentors throughout imparting a wealth of knowledge to me adapting different styles, I have realised what works well for me being able to identify my learning styles to make me more efficient. I understand feedback is critical, as I received feedback from my coaches and mentors, which allowed me to obtain growth in my abilities, which is vital to learning when utilised in the form of constructive criticism. I continue to have mentorship from senior officers who continue to support me to continue to grow into a competent officer by attending further training courses and training segments to allow me to continually grow and become a better version of myself in the workplace. In conclusion, I am now aware of how vital coaching and mentoring are for me, and I would not have been an asset as I am now if it was not for the numerous coaches who imparted their time and knowledge. I was not aware of the coaching models in place nor my learning styles, and I am continually gaining professional help to further my development which could see me potentially moving into a more specialist role of policing. Reflecting on the time that I have spent from where I was initially coming into my employment to the progression made now involved many more positive experiences than negative and with that, I can see myself becoming a tutor once I have completed my probationary period to impart all that knowledge and experience I have gained from others onto the new in-service constables.
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