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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:


This essay will be focused on critically evaluating the strategic role of the College of Policing in professionalising policing in the UK and focusing on the part that they play in modern-day policing, linked closely with how this has impacted on my own personal development as a police officer. The essay will be evidencing how I am working to fulfil the role of a modern-day police officer whilst being in my final year of a three-year probationary period, and critically reflecting on how my final year has seen my role as a police officer change from both an operational and a personal perspective. Throughout the essay, there will be reference to various strategic implementations made by UK organisations that focus on modernising and professionalising the role of a police officer in the United Kingdom.


The college of policing is a professional body responsible for the police forces in England and Wales, it works closely with all these forces to set a national standard that all officers must adhere to whilst conducting their role as a police officer. The College of Policing also set the training standard for officers throughout England and Wales, using an evidence based approach with regards to training efficiency and importance, ultimately aiming to provide a transparent standard that is expected of Police officers with aims to deliver the best service to the members of the public in the communities we serve (College of Policing, 2022).


The College of Policing play a key role in professionalising policing in the UK and are at the forefront of creating a more professional police force in the UK. In 2016, the College of Policing introduced the PEQF programme, which is aimed at creating a more consistent high standard of training for all police officers regardless of how they choose to join their selected police force (College of Policing, 2020). The PEQF programme has been implemented across all 43 police forces in England and Wales and is set to professionalise policing within the UK regardless of what entry route is chosen by individuals and is set to “Standardise the learning provision across all forces, in particular the learning for newly recruited officers” (College of Policing, 2020), and has two set routes, which are the DHEP ‘Degree holders entry programme’ and the ‘PCDA’ Police constable degree apprenticeship programmes. Both of these routes require a base level of academic qualifications, the PCDA programme requires basic qualifications in maths and English to enrol, whereas the DHEP programme requires a university degree of any kind before enrolling into the initial training of a Police officer. Standards set by the College of Policing’s new PEQF programme have been set whilst linking closely with the Policing vision 2025 at the heart of it. Policing vision 2025 is set out by the National Police Chiefs Council ‘NPCC’, which is a collaboration body that enables independent chief constables and their forces to work closely to improve policing for the public (NPCC, 2022), the Policing vision 2025 aims to turn policing in England and Wales into a graduate profession, requiring a degree from completing the PCDA route or a diploma from the DHEP, which are indefinitely required to enable a police officer to remain in their job role past their probationary period.


	The Strategic role that the College of Policing play in professionalising policing in the UK has had an impact on all forces that it applies to. The metropolitan Police have advertised the College of Policing’s PEQF programme as being a fully funded degree or diploma depending on which entry route has been chosen. The met believe that the benefits of the PEQF programme are that you are an attested police Constable from day one and get the added benefit of having a fully funded degree or diploma that will stay with you forever (Metropolitan Police, 2022). The attraction of a fully funded degree of diploma is extremely appealing for an aspiring police officer, as the average cost for a university standard education in England would set a student back approximately £9,000 a year (Playdon, 2022), therefore providing police officers with a fully paid education is likely to attract a more professional person who will not feel the burden of having a student loan to deal with once they finish their education.

To further strengthen how the the College of Policing are playing a strategic role in professionalising policing in the UK, the Policing vision 2025 has highlighted a need within the UK for consistency in training and shared practice, accreditation and defined roles, which will enable new Police officers to be trained to a level of professionalism that will enable them to work at a level where they can meet the challenging requirements of modern day policing (NPCC, 2022). By working with the National Police Chiefs counsel and the government, the College of Policing have been able to implement the PEQF programme with a strategic focus on the professionalism of police officers by creating a more qualified and intelligent workforce by providing the diploma and degree routes to newly recruited Police officers.


Despite there being a plethora of benefits to the PEQF programme the College of Policing have introduced to professionalise police forces in England and Wales, the programme also has its downfalls. Bamber (2019), who is a professional development lead for the Police Federation of England and Wales has described the degree scheme as ‘disorganised’ due to the fact that the requirement for a degree has just added an extra hoop that future prospects need to jump through to become a police officer when they have no real desire for a degree in the first place. Bamber (2019) further states that shift sergeants who manage students on the PEQF programme have no real understanding of the programme and those officers are having to brief their line managers on what it entails, which will undoubtedly lead to a lack of understanding and transparency between new recruits and their line managers in some cases, which can result in a negative work environment being created where the student feels like they are unable to approach their line manager for assistance with the programme.

A further study posted by the Police Federation in 2022, titled ‘Alarming numbers of recruits leaving police before completing their probation’ discloses that an astonishing 15.6% of new officers recruited to Norfolk Constabulary since the end of 2019 have quit before completing their probationary periods. (Police Federation, 2022). These figures published are since the implementation of the College of Policing’s PEQF programme and corroborates the article written by Bamber (2019), that a lack of acknowledgement and awareness of the new programme with existing officers can cause a decline in officer welfare resulting in lower retention rates.

As a police officer on the College of Policing’s PEQF three-year PCDA programme, I have been working in line with the Policing vision 2025 to enable myself to fulfil the role of a modern professional police officer in my final year of probation. The Policing vision 2025 has a large emphasis on how policing needs to adapt and change to keep up with the high demand of more complex and serious crimes that are being committed in the present day, due to the everchanging advancements in technology and methods to commit crime (NPCC, 2022). To ensure that I am able to continuously adapt and fulfil my role as a modern-day police officer, I participate in the College of Policing’s MLE ‘managed learning environment’ E-learning packages which are aimed at refreshing and providing new learning for important policing topics such as vulnerability in adults and children, as well as internet facilitated crimes that are complex in nature. Digital Class (2022) highlights that E-learning has been introduced to empower learners and allow them to enhance skills, which is exactly what the College of Policing’s MLE allows myself and other officers to do, and by providing an e-learning platform to all officers across England and Wales, the College of Policing is therefore providing a platform to facilitate the professionalising of policing in the UK as a result.

Effective leadership and management are also important in my role as a modern professional police officer in my final year of probation. Mind Tools, (2022) defines leadership as “leadership is influencing other people to follow. Therefore, anyone who can influence people to follow them has leadership qualities”.  The Policing vision 2025 places a strong emphasis on how critically important effective leadership and management is, as well as how “The service needs to create a culture that values difference and diversity and which empowers individuals to maximise their contribution through continuous professional development and the encouragement of reflection and innovation” (NPCC, 2022). As an officer in my final year of probation I have been able to evidence the ideals of the Policing vision 2025 as I have been able to guide and mentor colleagues with less service than myself, including helping them make the right decisions and sharing best practice with them. The College of Policing has been an integral part to my learning, development and training, therefore emphasising how their role in professionalising policing in the UK has impacted me as an officer with just over two years of experience.


	My final year of probation has seen my role as a police officer change astronomically. The Strategic Policing Requirement 2015 state that the capabilities of police officers are to be able to do a multitude of things, such as conducting complex investigations, conducting digital investigations, respond to critical incidents and to protect and reassure the vulnerable. (Gov UK, 2015). Now I am in my last year as a student Police Officer, I have upheld the requirements that the home office have set out for Police Officers as I have dealt with a wide range of incidents that range from simple shoplifts, to more serious crimes like robberies and complex digital investigations. I have been able to do this due to the professional training provided by the College of Policing throughout my two years’ service so far, as well as by using the ‘ERA’ reflective cycle, which is a very simple three stage model focusing on going through a new experience, whether it be positive or negative, reflecting on that experience and using your reflections to improve on your performance going forward (University of Cambridge, 2013). By using this reflection model throughout my journey as a police officer so far, I have been able to deal with over 800 incidents, with many being of a similar nature. By applying myself to so many policing incidents and reflecting on my performance, I have been able to continuously learn from experience and improve on each incident I deal with in a policing capacity. Wooll, (2022), further corroborates the emphasis that by learning from mistakes and reflecting upon performance is extremely important, and that the real key to success is making mistakes and learning from them. Reflecting on my career as a student officer so far, I have made many minor mistakes that have been rectified by using reflective practice, which I have been able to transfer into my personal life to grow as an individual.


Upon evaluation of the strategic role of the College of Policing in professionalising Policing in the UK, it appears that the addition of a two year diploma and a three year degree to be a Police officer in the UK undoubtedly will create a more professional police force and improve public perception based on having an further educated workforce, however as per the findings of Bamber (2019) and Police Federation (2022), it is evident that there are cracks in the PEQF programme that have led to higher leaving rates in officers and have caused a divide and confusion between new student officers and their line managers, however as a whole the programme is more beneficial than it is a hindrance, which is reflected by the 15.6% leaving rate that Norfolk Constabulary has in PEQF students, as opposed to the mere 3.9% leaving rate of North Wales and Cumbria police (Police Federation, 2022). This essay has also evidenced how I have been fulfilling my role as a modern professional police officer, and the strategic role the College of Policing has played in my development has been instrumental, no doubt being one of the reasons I have been able to progress as efficiently as I have. Finally, my two years of service have seen me develop into a competent police officer, which has been possible due to the training I have received and the strategic role that the College of Policing has had by implementing the PEQF qualification to provide higher levels of education and intelligence to police officers.


*WORD COUNT 2112*
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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:


	This essay will critically evaluate my experience of the use of social media as a means of informing and engaging with communities and how it can be used to the advantage of police organisations to help promote and enforce force policy initiatives, as well as being utilised to assist with the investigation of missing persons and the locating of wanted offenders. The essay will consider variables such as force policy regarding using social media for engagement purposes with regards to just information can be posted, as well as detailing clear-cut benefits of using social media to spread information to members of the public and other agencies and the risks that police organisations face when using social media to circulate and generate information. This essay will also be focusing on an incident I played a vital part in that involves a high-risk missing person, focusing on how social media played a key part in locating this person and the force policy I had to adhere to before utilising social media as an information gathering platform.


	Social media advancements have made it extremely practical in modern day policing for forces to reach the people of the communities in which they serve with nothing more than the click of a button. (Zivkovic, 2022) states that there are an astonishing 53 million social media users in the UK in 2022, which is a staggering 77.9% of the United Kingdom’s population, and out of the 53 million persons using social media, over 43 million of those users are said to use Facebook for an estimated 110 minutes per day. In a website article on the NPCC website about police social media officers, Chief Constable Gavin Stephen explains how they are an integral part of police forces and assist their uniformed daily to help find missing persons and trace dangerous suspects. In the same article, Stephens also states how the use of social media allows police forces to reach mases of people extremely quickly and provides more accuracy than knocking doors or posting leaflets. (NPCC, 2022).

	As a police constable for Gwent Police, there are many instances where social media acts as an effective communicator between the force and the people it serves. Social media within Gwent acts as a tool to gather information and intelligence, by means of receiving anonymous tip-offs that can be developed into vital intelligence surrounding community issues such as anti-social behaviour and drug dealing in an area by utilising Gwent police’s digital desk. The digital desk within Gwent Police was introduced in 2019 to allow reporting via the social media desk of non-emergencies and lower-level crime, as well as reporting for intelligence purposes, this has all been facilitated through the utilisation of social media. In 2021 alone, Gwent Police’s social media desk received over 170,000 messages from members of the public (Gwent Police, 2021). Allowing members of the public to report crime and submit intelligence to Gwent through social media acts as a critical engagement tool between Gwent and its communities, as members of the public can often feel like picking up the phone to report trivial matters to police as a waste of time, however social media removes the human interaction element and allows members of the public to submit a message that will be actioned in due course, wasting no time, and allowing their grievances and worries to be actioned without speaking to a call handler in person. There are undeniable benefits to utilising social media platforms for reporting crime, from January 2021 until May 2021, Gwent Police received over 151,000 calls inclusive of emergency and non-emergency calls, and of that figure, and astonishing 36% of those calls did not require an emergency response (Gwent Police, 2021). If the social media desks were utilised more throughout that time by callers, then the response time for genuine emergencies would lessen, having a positive impact on both members of the public and the service the Police can offer to them.

	A particular policing incident I played a key part in whereby social media was the turning point to having the person located involved a high-risk missing child who had not returned from school on a particular day. A missing person is defined as a person whose whereabouts cannot be established and where the circumstances are out of character, or the context suggests the person may be a subject of crime or at risk to themselves. (Lancashire Constabulary, 2022) In this particular case, the missing person was a male who had gone to school and not returned home, leaving absolutely no indication as to where he was or who he was with. Initial actions to take with a missing person are to attend the home address and establish the full circumstances with the person who reported them missing, who in this case was the child’s mother. The mother was spoken to at the reported missing address and a thorough address search was completed, applying particular attention to their bedroom to ascertain whether there were any indications of them leaving or if they had written a letter to their family intending that they were going to go missing and not return. As the person was a child and their behaviour was extremely out of character, the decision was made to grade the missing person as high risk due to their vulnerabilities as a child, and the disclosure from the persons mother that they had recently started hanging out with new people and had been smoking cannabis recreationally. Young people smoking and using alcohol and drugs places them at a greater risk, and it is estimated that 24% of 11–15-year-olds in the United Kingdom have taken drugs (Public Health England, 2020). After discovering that the male had started hanging out with new people who were drugs users, enquiries were made to establish names and addresses of these persons to ensure a swift police response in locating the missing person. Once the names of the associates were ascertained and officers could confirm that they had been with the missing person on that day, accounts were taken from them which disclosed the male had been seen over 20 miles away in a neighbouring city where it is alleged that he was going to see his father to get some more money for cannabis. This new information raised alarm bells with officers as the missing persons mother disclosed he had no access to money to allow transport anywhere. With this information, officers had to share observations with local CCTV handlers, which enabled the utilisation of partnership working, fostering “A collective sense of purpose, with benefits for crime prevention, community safety and public security.” (N8 Research, 2022). Once observations were passed to local CCTV operators, consent was obtained from the missing persons mother to complete a social media appeal to help locate the missing person. (Zivkovic, 2022), states that there were 53 million social media users across all platforms in the UK in 2022, therefore the utilisation of this appeal to help locate the missing person was vital. The appeal would be shared on Facebook and Twitter, which are ranked #1 and #10 in the top 10 most used social media platforms in the world (Search Engine Journal, 2022). The social media appeal featured on Gwent Police’s Facebook and Twitter pages, which was shared with all the pages followers with an emphasis made on sharing the image to help locate the missing child. During the missing person investigation, considerations were also made to ping the missing persons phone to provide a more accurate and pinpointed area for where they could be, however this was not possible due to the child’s phone being turned off. The Facebook and Twitter appeals facilitated with the help of Gwent Police on this occasion, led to the male being located based on information provided on the missing person posts from members of the public, stating when and where they had seen the missing person which led to him eventually coming home after not even realising the stress and anxiety he had caused to his family.

	Throughout the course of the investigation, certain variables had to be established with regards to utilising social media to appeal for the whereabouts of the missing child. Gwent Police policy enables the use of social media to locate missing children, however consent must be obtained from the parents of that child which in this case was granted. To ensure that the social media appeals are used professional and for engagement purposes, only vital information is shared with the public to help locate the missing person, as providing too much information could potentially increase the risk posed to the missing person or mislead the public in some way (South Wales Police, 2022). Ensuring force policy is adhered to with the use of social media is crucial to gaining the trust and consent of the public, as information posted is often for the benefit of the wider community, and the absence of police sharing information could lead to information being incorrectly fed to communities causing confusion and a lack of certainty, therefore the voice of the police on social media provides a high level of trust that can supersede bogus information distributed online (BBC, 2012). 


	Throughout this essay, there have been a plethora of benefits discussed surrounding the use of social media in policing, and despite it being a crucial tool for engagement with communities and helping locate offenders and missing persons, it can also have the opposite effect and put people at increased risk of harm, or equally notify a wanted offender that they are being pursued by police. (South Wales Police, 2022) states that not every person circulated as missing will have a social media appeal circulated about them, as a risk assessment could deem that it could put them at an increased risk of harm. This notion could be applied to a person who may have been kidnapped or taken against their will, whereby a social media appeal could make it even harder to find them due to the flight risk of the offenders posed. In 2016, Surrey Police circulated a male as wanted on their Facebook site, which had the opposite effect to what was desired. In this case, the wanted male ‘Harry Brackpool’ commented on the social media thread mocking police, and eventually responded by changing his Facebook banner of him posing with a police vehicle with a caption of ‘FTP’ (Fuck the Police), which has caused his family outrage and disgust at a viral level (Surrey Live, 2016). These antics by Brackpool are undoubtedly mocking the police publicly and waiting time and resources, whilst creating a game of cat and mouse between offenders and the police. If there was no information surrounding Brackpool being circulated online, it is likely that he may not have even known he was wanted which could have led to his apprehension without his undermining of Surrey Police. There are further risks to using social media such as the spreading of fake information to cause public outrage. As technology advances it is extremely easy to create an account in another person’s name to spread fake news. Pearson (2018) explains that Calgary police responded to a public threat on social media regarding a potential shooting of a school which caused mass public hysteria online, which later turned out to be a false threat made by a hacked Facebook account, leading to a full CPS investigation and a lot of internet miscommunication between the public and the forces that protect it, as well as wasting crucial time and resources.

	To conclude this essay, social media has played a key role in helping police forces engage with the communities and promoting policy initiatives. Without the use of social media to locate the missing person, they may have never known they were missing without the appeal and ultimately would not have been located in the timeframe that they were. Social media allowed the local community to participate in helping locate the person which strengthens community bonds and shows that the police do care, and that forces do work in partnership with communities to tackle issues of all magnitudes. The ability to anonymously report crime and incidents as Gwent Police (2021) suggests also enables emergency lines to be kept clear for genuine matters, therefore improving the police response. Despite the experience I have experienced to be positive, Surrey Live (2016) sheds a more negative light on the use of social media, whereby Harry Brackpool has mocked Surrey Police and gone into hiding once he realised, he was wanted by them. Social media is an extremely powerful tool if utilised correctly, and the evaluation completed during this essay identifies that when used correctly can save lives and be utilised for the greater good.

	
----WORD COUNT 2128----


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:


	This essay will be critically evaluating and analysing an incident that I played a significant role in as a police officer where strong leadership played an integral part in the positive outcome that was achieved. Mind Tools (2022) states that in its simplest form, leadership is influencing other people to follow (Mind tools, 2022). This incident started off being a simple matter of criminal damage, which later transcended to become an incident involving a violent male wielding a knife within range of myself and other officers, and as the most senior officer present at the time I had to take on the role of the leader to keep myself and my colleagues safe from a knife wielding subject. Throughout the essay, there will be an emphasis on the leadership styles utilised during this incident and how I was able to apply a change to my leadership style during a very dynamic incident to reflect on why that was important.


	There are several different leadership styles adapted in modern day policing that can be applied to a variety of different incidents encountered during day-to-day policing, HRDQ (2022) explains that effective leaders draw out the best performance from their employees by understanding different personality styles and flexing to meet individual needs (HRDQ, 2022). Leadership styles that were utilised to promote success during the incident I will be discussing in this essay are authoritative leadership, transformational leadership, and laissez-faire leadership

	The incident this essay will be evaluating was brought to police attention due to numerous reports from concerned members of the public at a male who was causing multiple bouts of criminal damage in a small cul-de-sac area, whereby windows were being smashed and lots of shouting and screaming could be heard. Attendance to an incident like this is crucial, there were multiple calls of a similar nature which constituted a critical incident, which is described as an incident where the effectiveness of the police response is likely to have a significant impact on the confidence on the victim, their family, or the wider community (Gloucestershire Police, 2017). The incident was attended by five officers, three of which were special constables with little to no experience, and I was the highest ranking and most experienced officer present, therefore I took the lead on the enquiries that were to be completed in the first instance. Taking leadership of an incident of this magnitude was extremely important, Indeed (2021) states that successful teams are made up of highly talented individuals who have the right skills and experience to deliver results. (Indeed, 2021). The initial leadership approach I adopted once I attended this incident was the transformational leadership approach. A plan was formed regarding evidence gathering and the special constables present were allocated to speak with neighbours and to establish whether there was any evidence to be secured and preserved or any CCTV that could help with identifying a subject in this case and the shared goal between the team at this point was to identify an offender and ensure they were apprehended within the golden hour, which is the immediate timeframe after an incident where evidence is at it most sterile and can be obtained before it is otherwise lost through attrition (Future Learn, 2023).


	A transformational leader is a person who can work towards effective change and are often tactical and strategic with the ability to articulate a unified vision that encourages team members to exceed expectations (University of Massachusetts, 2021). Transactional leadership is very similar to authoritative leadership; however, it relies on a rewards-based system to motivate colleagues, which could come in the form of experience, good work reports of bonuses (Fritzvold, undated). During this incident, the transformational leadership style allowed for a shared vision to be created with the end goal set of identifying the offender. Each member of the team was given a task to complete towards the shared goal, whereby onus was on each person to complete their given enquiries. The special constables were assigned the task of obtaining accounts from witnesses, whilst myself and a fellow uniformed officer entered the premises that had been vandalised, identified who the victim was and that a brick had been thrown through the window. In the case of this incident, the victim was vulnerable due to being in extreme fear of the violent offender responsible for causing the damage. A vulnerable victim is a person who is suffering with a mental of physical disorder, as well as being in fear or distress due to giving evidence (COPFS, 2022), therefore they were extremely hesitant to speak with officers regarding the person responsible, however through utilising clear communication and reassurance, the victim provided police with the subject’s name. Transformational leaders are known to be direct and have good communication skills (Indeed, 2021), and through utilising clear and direct communication and reassurance in this case with colleagues and victims, an offender was identified swiftly which allowed for early arrest attempts to be conducted before the person responsible could cause further damage or community unrest. Although there have been clear benefits to utilising transformational leadership during this incident so far, there are also shortcomings of the transformational leadership style. 
During the incident, there was a plethora of information being passed both over the airways and directly to myself through my radio headset and people passing me information in person. The continuous feedback loop required to continue adopting the transformational approach was difficult to maintain due to there being four officers and members of the public passing information at one time regarding the enquiries that were being completed, making it a difficult task to communicate with everyone at once. Thompson (2019) supports the notion that the moment communication between the team is lost, or team members fall out of the loop, there’s a risk that their commitment to the shared vision may waver (Thomson, 2019).
	 

	Once the identity of the subject had been established and that he had been picked up in an unknown vehicle, a further call was made to police whereby the same male was causing a commotion in a nearby street, holding an empty bottle of Jack Daniel’s, as well as being in the possession of a medium length blade. At this time, there were no taser operators nearby and due to the threat risk and harm involved with the subject now being in possession of a knife, there was no option but to attend the scene where the male was seen with a knife. During this time, my leadership style had to adapt from being a transformational leader into an authoritative leader. An authoritative leader is described by Stobierski (2019) as a visionary leader, who’s approach is like a mentor guiding a mentee, Stobierski also continues to support the notion that authoritative leaders inspire motivation, with successful authoritative leaders have a heightened sense of emotional intelligence (Stobierski, 2019). Within modern day policing, this leadership approach would be tailored to a tutor and a student, or a senior officer leading a less experienced trainee officer into a complex incident where clear vision and direction is necessary to achieve the end goal. Although the authoritative approach is least favoured in a policing setting due to its lack of team-based orientation, Richman (2015) states that an effective authoritative leader can take on a reflective, adaptive, and reactive stance on a situation, which can help in a crisis situation (Richman, J, 2015). As Richman (2015) suggests, the incident was quickly escalating into a matter that could pose serious risk to officer’s present as well as members of the public nearby. The ability to transfer leadership styles from transformational to authoritative allowed for a faster plan and decision to be made, which was to remain a safe distance from the knife wielding aggressor and to keep eyes on until firearms and dog units arrived, whereas if a transformational leadership approach was to be taken in this circumstance, vital time could potentially be lost whilst providing team members with individual responsibilities, wasting precious time and putting officers and members of the public at increased risk. (Cherry K, 2022) states that the authoritative leadership approach discourages team input and ignores creative solutions from subordinates, whereas (LPC, 2022) suggests that in certain circumstances, the authoritative leadership style helps make faster decisions in critical instances, as well as reduces the stress placed on fellow colleagues and lowers the possibility of mistakes being made due to the same command being followed by everyone. During this incident, the most senior officer present was myself, and I had attended violent incidents before and am aware of my own levels of emotional intelligence, therefore it was important for me to take the lead and give command to my colleagues, who were extremely new officers compared to myself, therefore by adapting my leadership approach to an authoritative leadership stance, my colleagues and members of the public remained safe, and effective communication with the subject was maintained from a safe distance until firearms and dog units arrived, whereby the male was subsequently tasered and arrested.

	
	Once the subject male was apprehended and safely placed in handcuffs, the final outstanding actions for officers at scene were to locate the discarded blade that the subject threw to a nearby grassland before taser was deployed. As the immediate threat and risk had subsided, there was a further necessity to adapt leadership styles into a laissez-faire leadership style. Laissez-faire leadership is a type of leadership style in which leaders are hands-off and allow group members to make decisions, this type of leadership can also be called delegative leadership (Cherry K, 2022). This style of leadership is a common leadership style within policing as officers are often left un-supervised whilst dealing with incidents, and the do as you wish ethos behind the leadership style promotes the best results from team member. This approach was enabled as there was no authoritative style worked for the short time period it was required, and whist myself and my colleague were dealing with the apprehended subject, the three special constables were now left to utilise their own initiative. The hands-off approach of the laissez-faire allowed my colleagues to make their own decisions in the moment, which has benefits of encouraging personal growth, utilising personal innovation, and allows for faster actions due to there being no micro-management aspect (Cherry, K, 2022). Utilising this leadership style whilst dealing with the apprehended offender led to my colleagues using their own initiative as Cherry (2022) suggests, therefore resulting in the locating, seizing, and packaging of the blade that the subject was wielding to enable it to be booked into evidential property for forensic analysis. (Cherry, 2022) also suggest that the disadvantages of the laissez-faire leadership approach lead to a lack of role clarity and low accountability, however during this dynamic incident where a plethora of leadership styles were utilised that led to delegation of specific roles to my colleagues, it showed them that there was a reward and gaining of trust from me to them as they had followed commands provided by myself throughout the incident whilst being a transformational and authoritative leader, therefore proving effective as my colleagues took ownership of locating the bladed article from using their own initiative and requiring no prompts.


To conclude this essay, the incident in question was extremely dynamic with variables that were constantly changing which transformed a very simple incident of criminal damage to being faced with a male who was wielding a bladed article. I was able to apply a change in leadership styles throughout this incident from experience at calls, as well as developing a heightened sense of emotional intelligence to enable critical thinking during stressful situations. All three leadership styles utilised during this incident have their strengths and weaknesses as this essay suggest, however when utilised in the right way, each leadership style can be adapted to suit any situation. The transformational leadership style worked extremely well whilst gathering evidence from a large area, however fell short when communication avenues were blocked due to the sheer amount of information being passes at once, however it allowed for the constant monitoring of the situation. The authoritative stance when dealing with the violent subject worked excellently as there was direct instruction that everyone was following, leaving no wires crossed or any information being misinterpreted. Finally, the laissez-faire leadership style utilised throughout the latter stages of the incident allowed my colleagues to make their own decisions off the back of a stressful environment whereby they were taking instructions from myself excellently, which has led to a sense of self achievement and an increase in the self-development of all persons involved.
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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:


	This essay will be a critical reflection of my three-year probationary period as a police officer, during which I will be analysing how I have benefited from being coached and mentored during the early stages of my career in a job that was completely new to me, whereby I had no experience or knowledge of the job role. The essay will also be reflecting upon how being coached and mentored by both the police force and university have helped with achieving personal, professional, and organisational goals, whilst linking closely with the four mentor mentee relationship stages that include the initiation, negotiation, growth, and closure stages (Kumari, 2022).

Mentoring is defined by (Gloucestershire Constabulary, 2016) as A relationship in which a more senior colleague uses their greater knowledge and understanding of the workplace to aid the development of more inexperienced members of staff. During my three-year probation I have had many people act as mentors throughout the developmental stages of my career who have helped me develop from a day one probationer to a senior and well-respected member on my shift. I have had multiple people act as a mentor throughout my three-year journey as a police officer in my probation, (Westring, 2021) explains that there are benefits to having more than one person act as a mentor as it enables a person to absorb information from different people whose expertise’s lie in different areas, therefore enabling my development and diversity as a multi-skilled officer. As per the mentoring and coaching policy published by (Gloucestershire constabulary, 2016), Coaching is described as developing people’s skills and knowledge, and a coach is a person who supports, challenges, and helps identify strengths and weaknesses of a person. Coaching and mentoring are very similar, however there are key differences in a coach and a mentor are outlined by (Cronin, 2022), whereby despite both a coach and mentor forming an intrinsic part in a person’s development, a coach’s role is more structured and focuses on a person’s strengths and weakness, whereas a mentor is a more long term role that focuses on the long term development of a person in an organisation.

The initial six months of training school as an officer were some of the most challenging that I have experienced in my working life. The job role I was performing before joining the police required nothing more than twelve weeks of training before I was fully qualified, and to jump into a whole new job role where there was an initial requirement of twenty-six weeks of training which included exams was extremely daunting, especially since I had not been in full time education for approximately ten years before joining Gwent police and being enrolled on the PEQF ‘Policing educations qualifications framework’, which was introduced in 2020 with aims of creating a more qualified and representative workforce (ARU, 2022). Despite the difficulties faced with enrolling in a full-time degree at twenty-five, I benefited massively from the coaching and mentoring that was made available from day one, by means of having a class tutor who would follow us through the initial twenty-six weeks of training, conducting periodic one to one review sessions, allowing any concerns or issues to be raised from both the tutor to the student, and equally to provide and receive feedback on how I was developing as an officer. A blog post exploring the benefits of employee one-to-one sessions by (Kurter, 2019), states that one to one sessions enable a two way communication loop between a mentor and an employee, whereby feedback can be both given and taken, enabling continuous efforts to aid the employee to reach their highest potential.

 There is a plethora of benefits to having a mentor from day one of training; as a mentor can help encourage and empower personal development, as well as help increasing confidence in a new setting (University of Southampton, 2022). Whilst completing the initial 26 weeks of training to become a police officer, there were 27 other students including myself who were all at the same stage of their initial learning who shared the same tutor. (Unboxed, 2021) states that there are numerous benefits to being part of a group whilst learning a new job role, as every employee is at the same stage of their learning journey and all persons will be on the same page, as well as the fact that this allows a platform to be built to refresh company culture. By being a part of a group who were at the same stage of learning as me, and as (Kumari, 2022)’s four stages of mentoring suggests, I went through the initiation, negotiation, and growth stages with my colleagues due to the class going through the process together, sharing best practice with each other in regards to feedback and how best to adapt each other’s learning. (Stringer, 2021) supports the notion that sharing best practice with others creates a learning culture, whereby people form habits of sharing what works, which can be ultimately cost effective and create a more efficient workforce.

Despite the positive experience I have encountered whilst being coached and mentored in a group whilst in my initial 26 weeks of training, there are disadvantages that could have been faced whilst being in a new learning environment whilst being mentored by a class tutor as part of a large group. (Aiken, 2022) states that a challenge associated with collaborative learning are that conflicting personalities and beliefs can cause conflict within a learning environment, as well as the whole group potentially being grounded to a halt should one member not develop at the same rate as the other group members, therefore shunting the development of the rest of the group. With both (Aiken, 2022) and (Stringer, 2022)’s notions in mind, I can only reflect on my experience of being mentored during the initial phases of my police journey as positive, as there was a group mentality to all get through the journey together and with the use of a mentor throughout, we were able to work as a team to pass initial training and move onto the twelve week tutorship segment of my police tourney.

	Throughout my three-year probationary period, I have been expected by Gwent police to meet a professional standard which would therefore enable organisational goals to be met. This standard was outlined by the ‘PEQF’, Policing Education Qualifications Framework, and was implemented to help create a higher standard of training for all police officers (College of Policing, 2020). The requirements to pass the probationary period for myself were to complete a three-year university degree whilst working full time, which would be concluded by an evidence-based project aimed to investigate force specific issues and make recommendations on how this project can help the force develop in certain areas where concern has been raised, therefore ultimately improving both professional and organisational goals of the force by completing a higher level of qualification, that is heavily focused on completing a project on the specific organisational needs, whereby recommendations and areas of interest are explored to allow senior management to implement change going forward. A blog post by (Pandey, 2022) exploring the benefits of project management to an organisation suggests that completing projects within an organisation targeted at organisational needs can help create an optimised methodology with regards to processes and dealing with operational needs, as well as helping with improve customer satisfaction which in a policing context will enable a better service to be delivered to the people in which we serve.

Whilst completing the three-year PEQF degree, I have been mentored and coached by in force assessors within the learning and development department, as well as internal university lecturers and dissertation tutors. (Thomas, 2006) highlights that the importance of personal tutors in higher education is widely confirmed and has an important function in enhancing students learning experiences, as well as a significant impact on supporting student’s needs. By having tutors and mentors throughout my three-year probation, I have been able to develop as a competent police officer and achieve personal goals such as passing a response driving course and being a taser carrying officer, none of which would have been possible without frequent one to one sessions with tutors and mentors to discuss my goals and aspirations, whereby they would report back to my shift supervisors and put me forward for courses within the workplace. (Test, 2023) wrote an article on the importance of having one on one meetings, whereby it was highlighted that eighty-seven percent of millennials value growth and professional development in a job. (Test, 2023) further provides the statement that showing interest and investing in your employee’s growth will create a happier and harder workforce, likely to stick around and support the organisation for the long term. To corroborate Test’s article, one to one sessions with tutors and supervisors have allowed me to voice any concerns I may have as well as being a vital avenue for me to give and take feedback from peers and supervisors. Should I not have had the ability to complete regular one to one session, my supervisors would not know about my aspirations and goals, therefore making it more likely that I would not have the skillset I have acquired so far, which has been obtained through completing courses I have been signposted to by my supervisors and mentors.

Being closely mentored throughout the initial phases of three-year probationary period helped mould me as a well-rounded officer, therefore allowing me to integrate well with the team I was assigned to, which ultimately led to a continuation of coaching and mentoring by more senior officers on shift, by means of leading by example and guiding me in the right direction when I had any work-related queries to ask them. In a web article highlighting the importance of mentoring during new employee onboarding, (Owen, 2023) outlines that to successfully mentor a new member of a team, you must be an effective role model by guiding a person in the right direction without doing the work for them, whilst leading by example and setting high standards for employees to strive for. As a person that learns through action, I benefited greatly from receiving advice and guidance from my colleagues, without them becoming too involved in the assistance I requested. (Ho, 2023) states that learning by doing is an effective way to develop a person’s skillset and encourages them to step out of their comfort zone, which is how I was able to learn through being mentored by more senior members of my team, as well as receiving feedback both positive and constructive regarding decisions I would make from an operational perspective.

To reflect upon this essay, I have benefited greatly from being coached and mentored throughout my three-year probationary period as an operational police officer. There has been oversight from my first day right through until the fading moments of the three-year degree apprentice programme, whereby continuous improvement sessions in terms of one-to-ones with supervisors, university members of staff, and my colleagues allow me to continuously focus on improving my skill set and receive feedback that can either provide praise or constructively. Be receiving continuous support I have been able to meet personal, professional and organisational goals as this essay has outlined, and this may not have been possible without forming the coaching and mentoring relationships with colleagues within the organisation as (Kumari, 2022) suggests, whereby the initiation stage was within my first twenty-six weeks as an operational officer during initial training, the negotiation and growth stages throughout my tutorship and independent patrol status phases, and finally the closure stage which I am currently approaching as I come to the end of my three year probation period.
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