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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:

In this essay I will be looking into how I have developed to become a professional police officer during my probation period now that I am in my final year, why there has been a need to standardise and professionalise the role of a Police officer, and how the College of Policing has gone about doing so. 

To first evaluate if the strategic role of the College of Policing (COP) has been successful in professionalising the police force, we need to define what that means.  The Oxford dictionary defines “professionalism” as any role in an organisation of people who have a specific set of professional qualifications, and who work to a set standard. That those who are in, and entering the organisation, are able to uphold said standard, and that the organisation can remove them if they do not.  Professional bodies are in place to protect the public from wrong doing and harm. (Oxford university press, 2021) 

The COP was set up in 2012, as there was seen to be a need by the public and government to have an independent governing body for the police and other agencies.  They were set up by the Home Office to provide policing standards, training, research in various areas of crime and policing and to connect other different branches of law enforcement as well as the police.  This needed to be done in a transparent and ethical way (Police Federation, No date).

Since that time the COP has set out policies that would standardise all police forces across England and Wales.  While they do not audit police forces, this standardisation has subsequently produced a much more consistent approach to policing across the board. This can be seen when the COP published its five-year strategy plan (2014) to become a world-class professional body for everyone working in policing.  The COP has reviewed all areas of crime and crime prevention and set out to ensure that all police forces are dealing with incidents in the best way possible for all sectors so that the service the public receive from the police is the same, no matter where you live, and that any incident is dealt with using policing methods that are current and remain relevant (COP, 2014).

This professionalisation has been warranted, as the types of crime that police officers are dealing with today are far more complex in nature than they has been previously. Communities are increasingly diverse and the needs of the public are also more sophisticated than they have historically been (National Police Chiefs council, 2016). 
The types of emergency calls received requiring a police response are also changing, and will continue to change in the future.  
The drastic decline in police officers numbers since 2010 (Statista, 2021) has led to the need for new officers coming into the police to be able to do more than just be a good beat officer.  They need to be able do more with less, with an ever increasing need for protection on-line and in homes.  They need to be able to achieve more than successfully deal with the traditional notion of physical crime. 

The COP have has seen that evidence based policing is best practice, being able to have the knowledge about ‘what works’ in policing and to ensure it really does inform practice, with officers on the front line.  They have surmised that having officers that are able to quickly adapt to change, who know enough about the large range of incidents that they attend and who are also equipped with the correct skills and abilities to be able to deal with the ever changing environment, is the best way of meeting this demand (COP, 2015.)

The COP has placed a substantial amount of weight on the continuing education and development of police officers thought law enforcement as part of the professionalising of the police.  They have seen the benefit of further education for police officers being able to use evidence and research in practice informing how they police.  
This ‘Professionalisation’ has since been executed, as from 2019 all new police officers will be undertaking the Police Education Qualification Framework (PEQF) and must either have a degree and go on to complete further education in the form of a police diploma or they must complete a police degree apprenticeship which is completed during their three year probation.  

The COP and the National Police Chiefs Council (NPCC) have also stated that other key drivers for the introduction of the PEQF are that policing does not currently have consistent, national education levels for various policing roles or ranks that are reflective of its current and future challenges.  There is an absence of a standard entry level qualification that would be considered commensurate with that of the profession.  Across the different forces in Wales and England there is variable and inconsistent practice in terms of the implementation, the assessment and accreditation of initial police education, thus causing disparity, which undermines the professionalism of the police force (2018).

This new level of entry for the police will mean there is will be more police officers who will be trained in communication, having been taught to think, critique and analyse, having project management skills and business acumen.  These graduates may also have high levels of digital literacy and be critical thinkers which is relevant in today’s policing, compared to police officers that would have been hired 20 years ago. 

The COP has played a vital role in bringing about this change.  They produced the proposal for the degree and post degree from 2019.  However, consideration must be given to the complexities of being able to achieve this goal.  To employ, train and complete the academic process while in a full-time role, going forward for all officers to be graduates for the foreseeable future, will take some major undertaking. 

Recruitment of  such high numbers of suitable  persons for the role will be challenging in its own right, as the standard of  the interview process for a police officer is high.  The ability to train and retain new officers for two and three years respectively will be costly and time consuming, without reference to the difficulties for said new officers who are undertaking a degree and full-time employment.  

There will need to be more support staff in place to be able to do so.  The Her Majesty’s Inspectorate of Constabulary and Fire &Rescue Services  (2019) report states that the police service will need to recruit and train a total of 5,400 people over the next three year period to meet the uplift in numbers that is required to meet that proposal.  While the police have been given the funding to so, that does not mean it will be possible or practical in reality, as each step along the way has its own limitations regardless of funds available. 

Taking into consideration all the above, I still believe that the COP has been successful in playing a large part in professionalising the police across England and Wales.  However I think it has been a joint collaboration with other agencies and professional bodies. 
The COP has produced the Code of Ethics (COP, 2014) which has been the foundation for what is expected from each officer and staff member working for any police force.  This foundation of ethics has been used as the standard that police staff and officers behaviour and conduct are measured against, thus fulfilling the “standard” of ethics and morals expected from a professional body. 

The introduction of the standard of entry (degree apprenticeship, or diploma) also meets the requirements of a professional body for having a professional qualification.  I believe that the acceptance of the police being a professional body by the public, has also been due to other government agencies who are responsible for holding the police accountable, like the Independent Office Police Conduct (IOPC, 2020), and Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS), just like any other professional body would have, for example, doctors and lawyers.  

They have used the code of ethics to hold police officers and staff of all forces accountable, to be effective and transparent, and to raise the standard of police education to degree level, ensuring we have the capabilities and knowledge expected of a professional body and service. 

During the last two years as a probationer my learning and experience as changed significantly.  When I first started as a police officer I was only drawing upon my experience I had dealing with the public outside of the police arena.   Whilst having a good standard of experience that was sufficient for me to be able to secure the position of a police officer trainee, it did not equip me with the tools, skills and knowledge that I needed to successfully deal with the range of behaviours from the public, and incidents that I would be dealing with as fully functioning Police Officer.  

During my probation period, I have had to complete various pieces of academic work and on-line learning with the university for my degree apprenticeship.  This has been beneficial to me, as doing so has made me become comfortable with the education process which I have never previously had to complete at such a high level before.  I have had to be able to evaluate and analyse situations, to learn my way of learning and leadership and reflect on how I have dealt with incidents and to change my processes for improvement and development.  I have had to look into, and further educate myself on a variety of topics in specific specialties that I would have no reason to have looked at otherwise.  The process has developed my IT skills and on-line literacy which in current day policing is a necessity

This has better prepared me for my role as a police officer.  For example the variety and types of crimes that police officers have to deal with currently in society is vastly different to that of twenty years ago.  In order for me to be able to successfully deal with crime that is far more complex, I needed to be trained to a higher level in academia and information technology. 

The type of crime is changing, as stated earlier, from the standard physical crimes, to more complex on-line crime.  Technology is advancing at a rapid pace, which has led to serious organised crime groups increasing their on-line presence, exploiting available technology to communicate and commit crime.  

 “Victim reported losses from fraud increased by 38%, to £2.2 billion, in the year ending March 2019” (National crime agency, 2020).

An example of this more complicated type of crime, that I have had to deal with, would be a fraud case that I attended.  As a modern day police officer, I am expected to be multifunctional in my capabilities for all different types of crime.   I attended said fraud case were the victim had been contacted by email for money that she allegedly owed Her Majesty’s Revenue and Customs (HMRC) for tax.   She ended up giving her bank detail and sending the requesting individual several thousand pounds before she realised that it was not legitimate, and called the police. 

In order to be deal with this incident, I needed to be able to access the information on her computer that would be used to progress the crime and know what information was relevant evidence, and what could be used to trace where the emails came from.  I needed to know what the law was regarding this crime, what powers we had available to us to find out where the email came from, and be able to explain the process to the victim.  I also needed to ensure I competed any safeguarding issues for the victim.
In the past I have not done this correctly as I have been two focused on the initial crime, but from my experience and refection on past incidents, I see now that safeguarding the victim is just as important as trying to find out who is responsible for the wrongdoing, which in this instance was providing the victim with a referral to operation signature (South Wales Police, 2021).

This reflecting and development has become a lot more second nature to me now after completing my studies which have highlighted to how important self-reflection and learning are in developing and becoming a better officer. 
I am now a much more confident officer on response.  I feel empowered and that I have the skills and knowledge to be able to deal with the majority of incidents that I attended on response, and if I can’t deal with the incident, then I know what department will be able to, and can carry out the initial golden hour actions that need to be completed. 

During my final year as a probationer, I have changed.  I am one of the more experienced on shift now and am expected and able to make more decisions on my own, without having to contact my sergeant and tell them what I intend to do, which is what I historically was doing.  Now there is a much larger selection of incidents that I am proficient in dealing with from start to finish.  I still have areas of response policing that I need to continue to develop, and I am aware of them, and I will actively put myself forward to deal with these incidents when they arise, as the only way in which I will get better is to gain experience. 
Dealing with conflict, particularly in larger groups of people, is still an area that I know I don’t feel completely comfortable in.  Some of this is because, on my policing patch, this is not a common occurrence that we have to deal with very often and partly because I know that it isn’t pleasant and comes with increased risks.  However, knowing that, and being aware of it as stated above, means that I will put myself outside my comfort zone and attend these calls when they come in.  But even with the incidents I attended that are outside my remit of experience and skill set, I know enough to be able to speak to the right people, for example, making the call for a major incident. 

I am also being utilised to take the new probationers out on shift, these new officers would not be put with me if my line manager did not think I was competent in my role, and I have been approached to complete my tutor training when I have completed by probation. 

Doing the degree apprenticeship is also beneficial to me personally, as when I have completed it, I will have a degree that is relevant in my current job role, that I had been able to obtain at no extra direct cost to myself.  It also means that if, in the future, I wish to go for promotion or even apply for a position outside of the police force, I will have a degree that will enable me to do so, and that is a standardised recognised qualification. 
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Relevant areas of the National Policing Curriculum:  
Communication Skills, Social Media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

During this essay, I will be critically evaluating the use of social media in a professional capacity together with the South Wales police policy around social media.

Social media has, in the last twenty years or so, gone from strength to strength. From the few platforms available in the early 2000’s to current day, where the variety of available options are vast (Maryville University, 2021).  The leaps and bounds of technology, and the easy accessibility of the internet with mobile phones and personal computers, has meant that social media has grown at an unprecedented rate.  Last year (2020), saw an increase in people using social media as the UK went in to lockdown, due to the Covid 19 virus.  The public were more reliant than ever on the use of social media to keep in touch with others, to work and for education (The Office of Communications, 2021).

The definition of social media is, “Websites and applications that enable users to create and share content or to participate in social networking.” (Oxford dictionary, 2021).
There are many different types of social media available on line, from Facebook, Twitter, YouTube, and Instagram to name a few of the larger corporations.  These evolved quickly, because of the demand for people from all over the world to connect instantaneously.  There are 53 million people with active social media accounts in the UK (Statista, 2021), which is the majority share of the population. Needless to say that the reach of social media in this country is extensive. 

Social media has been adapted and used by business and other sectors, and the police forces across England and Wales are no exception to the partaking in the benefits of social media.  All of the police forces in England and Wales utilise social media in some form or other (Police foundation, 2014).

The Association of Chief Police Officers published a document for the safe use of the internet and social media (2013), with the understanding that this would be used as a national publication for the other forces in England and wales to adapt and use for their own force. 
This document, while comprehensive, sets the guidelines around the acceptable, responsible and safe use of social media using a two pronged approach.  The first is the risk and possible determent to the police force that the person works for.  The second is the risk and associated dangers for the police officers or police staff members themselves, from the view point of the staff member or officers own personal social media account, and not one that represents the force they are in. 

Other professional bodies have since added to the list of documents available around the use of social media.  These are the risks posed by the use of individual personal social media accounts, and there are many.  With the significant growth of cyber crime last year (National Crime agency, 2021), all personnel need to be aware of the danger of social media to themselves and their family’s, as well as the responsibility they have to make sure they do not breach the force’s guide lines around the use of personal social media.

These possible risks include, breach of trust or confidence by disclosure of opinions of a police force or colleague that are not in line with expected standards of behaviour and the code of ethics (College of Policing, 2014).  Or breach or disclosure of personal information which is protected under the Data Protection legislation Act (GOV, 2018), revealing operational information, that could put ongoing investigations at risk, bringing discredit on the police service, regardless of being ‘on’ or ‘off’ duty, which effects public confidence in the police, and lastly,  revealing your own personal information, which put individuals and their family at risk of being located, therefore increasing the risk of harm (Association of Chief Police Officers, 2013).

The police, using social media in a professional capacity, also has its own benefit and risks.  There are many different ways in which the police can use social media, not just in the form of communication, but also to investigate and use as evidence of crimes.  Social media has been used during emergencies, both nationally and on a global scale during terror attacks, major floods, and storms by alerting the public and providing fast, timely warnings which have help save lives (Dragovic, 2015).

Using social media provides an opportunity to communicate with the public and establish a two-way conversation, actively engaging people rather than just provide them with information, and shows them that the police are moving forward with the times and social change.

It enables forces to disseminate information quickly and effectively through an approved channel that is also cost effective, compared to previous forms of dissemination.  It has enabled forces to interact with, and reach, demographics of people that have previously been difficult to engage with, and gives the public an opportunity to communicate with the police, which is more likely to cause the public to feel that the police are accessible as an organisation, and are there to help. 
Social media is used by a wide range of ages and enables the police to have exposure to the younger generation that they previously may not have been able to connect to, who are also less trusting of the police.  The benefits also apply in a physical sense; the use of social media means that information and dialogue can be delivered to hard to reach places that are more rural, where a police presence would traditionally be more difficult to sustain. 

Social media has been used as a means to obtain information and news by the public, and as stated previously, last year half of the adults on-line in the UK (52%) said that the main reason they were on-line was for news and current affairs (OFCOM, 2021).  The social media sites of the forces are seen as a trustworthy and reliable source, compared to others.  Different forces can build engagement via social media with the public in a consensual way which helps build trust and confidence.  This trust and engagement can lead to the public sharing information and intelligence, which is a valuable asset for all forces.  It also gives the public the opportunity to report crime in real-time and with the option to do so anonymously (Police foundation, 2014).


That said, social media in a professional capacity, does not come without its challenges, limitations and risks.  Police forces have to ensure that the information that is posted on their sites is both factually correct, and that it is balanced so that it comes across in the right way to the public, with the right style and tone. 
Good engagement for the forces can become sour if the public do not believe that the information or updates posted on social media are a good use of police time and public money.  The ability to send forward postings can mean a badly placed comment or photo by a force can be become wide spread in short time, undoing months of good work. 
There are still some groups in the UK that social media does not reach and this is unlikely to change in the future.  Older people are less likely to be able to access social media `or even have accesses to the internet.  Only 18% of older people in the UK have internet access (OFCOM, 2021).  It has been discussed that some forces have only started to use social media, as other forces and agencies have done so, and they only wish to maintain their appearance of being up to date (Xiaochen, 2018, p. 550).

Another publication with guidelines was completed more recently, and this paper was completed to inform and guide senior officers and staff of the risks of using social media applications in an operational context.  This is one of the few to cover this aspect, rather than for use in a personal context, however the risks are very similar to the ones stated previously, for personal use of social media. This includes: breach of trust or confidence, unauthorised disclosure of personal data, bringing discredit on the police service or its partners, revealing personal information and revealing operational material or tactics (National Police information Risk Management Team, 2018).  The use of social media is not classed as a secure network, and personnel using it need to be aware of the implications this can have even when using work devices to access social media. 

I have used social media whilst in work on several occasions.  I have utilised social media to warn the residence living in a particular area that there was going to be a controlled explosion within the next ten minutes, to dispose of a historic unexploded ordinance that had been found in another vicinity.  The post on social media made sure that people, who lived close to the controlled explosion, understood what was happening, as opposed to worrying about it and calling the police.  This is an example of the speed and accessibility of social media, and the ease of how it connects and informs the community, reducing worry about the unknown.  This can result in people not calling 101 to report incidents like this, which reduces the burden of work for the call centres. 

In my experience, social media adds real value when utilised for missing persons.  I was attached to an incident in which a female who was vulnerable, high risk and who had mental health issues, had been missing for nearly 24 hours.  I requested that a request for information was posted on our social media platforms, while I completed all the outstanding physical checks and lines of enquiry.  After the necessary protocols had been followed, a photo was posted with a request for help.  Due to the speed that these posts are able to be disseminated, they provided a crucial advantage when appealing for any information about locating said missing person.

Shortly afterwards, she was found because a friend of the female had seen the post on South Wales Police (SWP) social media and called the police to tell them the female in question had contacted her and  told her where she was within the time-frame that she was reported missing.  I believe the female would not have been located as quickly, and further harm could have come to her if a request for information had not been posted on social media, as officers had executed all the other options available to them and we still had not located her.  

SWP, like all forces in England and Wales have their own social media policy document for the running of any social media.  The SWP have a dedicated media team supporting the official SWP social media platforms.  The Communications and Media Department owns, and runs, the force’s digital and social media output.  They support a number of specialist accounts, for example Roads Policing Unit, and volunteers who do not have a specific department for social media.

Any input from officers must either be completed by an appointed person who has been approved and trained to use social media independently or via the media team.  This is to ensure that the information posted to the on-line community is factual, relevant, correct, and with the appropriate photos (South Wales Police policy document, 2019).
This prevents hundreds of officers duplicating the same information or events, and stops people finding the information over whelming, and important messages getting lost.  It also ensures that the force is only updating the social media in a policy approved way. 

SWP has a presence on a number of digital platforms.  These are Facebook, Twitter, Instagram, YouTube and LinkedIn.  Having this range of social media platforms also ensures that you are accessing the different demographics of the population, as different age groups have a preference for different social media platforms (OFCOM, 2021).

The policy states that the purpose of SWP using social media is to change the behaviours, and to educate and inform the communities they police and the people effected by local policing. 
The SWP is able to use social media to request information, to promote force level campaigns, initiatives and for daily general public engagement.  Even though the social media pages are also international, the main aim of the SWP’s social media is to engage the communities that live in the force area.  Social media is used to promote the SWP’s other services and policing operations.  These include non-crime services for well-being such as the safety bus for fresher’s in the city centre, showing the SWP support for different minority groups, other community events such as litter picking, charity events, mental health well-being and other initiatives like drug and alcohol rehabilitation. 

Social media is also used in the prevention and detection of crime.  39% of all the time spent on-line by adults in 2020 in the UK was spent on Google or sites and apps owned by Google, and also Facebook (OFCOM, 2021).  The SWP Facebook page has 172.449 followers, this means that the SWP are on the platforms that have the majority of the public’s interest and viewing time. The more social media sources are used by law enforcement to actively engage the public, the more engagement the police will receive back (Beshears, 2016, p. 498).

The SWP Facebook page will publish ID photos of individuals asking for help to identify them, and follow-up with updates/outcomes to the platforms of specific different cases that are relevant to the community.  This provides follow-through for incidents affecting individuals in the community, demonstrating the positive affect of the two way conversion, and generates outcomes that helps keep everyone safer. An example of this is when Dyfed Powys Police issued an appeal for information about a man who was wanted for murder.  A member of the public saw the appeal on social media, and recognised the man on a public beach and reported him.  Due to this feedback the male was arrested, charged and subsequently jailed (NPCC, no date).

My experience with the use of SWP social media on reflection is limited, as an operational officer I am not permitted to update social media pages, only the few select trained officers can.  It is still beneficial to be able to view the force’s use of them, as it provides insight to the SWP promotions/priorities, including any community engagement activity in neighbouring sectors, and helps me stay current.  I am aware of real-time community concerns, and their opinion about SWP content, though I don’t have access to all platforms.  

I think I could do more to engage with social media, as I see the positive impact that it has for the neighbourhood policing teams.  Some of the PCSO’s in my sector are able to post events on select social media, and as they spend more time engaging with the community and are present for other community relationship building activities, like charity litter picking etc, which builds rapport as the public see the PSCO on social media and then physically present in the neighbourhoods. 
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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:

Being able to lead in a situation is a ‘backbone’ quality of being a police officer, and is integral to a response officer’s day to day activities.  Leadership is also one of the policing principles, as set out by the College of Policing’s code of ethics (COP, 2014).  This makes it an integral part of our core skill set.  

Policing at its core, is an ever evolving process, being able to adjust your leadership style is vital to getting the safest, and most desired outcome of any incident.  Police officers are expected to take the lead and have ownership when they arrive at an incident, and to get those involved in said incident to behave in a certain way and be guided as needed. 

Leadership from the police, often involves other agencies as well as the public.  How this leadership by the police is executed alongside other agencies, comes in different forms. This essay will look at what is meant by leadership, what are the qualities of a good leader inline with the police leadership styles in a policing context; the different groups that require different leadership styles, and my own leadership styles used, and how that has changed during my probation.

Leadership is a very complex topic that has many different facets depending on what type of situation it is being used in, but in its simplest form, it is one person’s behaviours towards others.  This can vary from how we communicate with each other, to body language, conduct, and attitude, and due to the complexity involved these issues have long been the subject of many studies. 

The appropriate style of leadership will depend on a wide variety of criteria, including the relationship between the ‘parties’ involved and the nature of what needs to be done.  This makes flexibility in police leadership styles so important, as the variety and range of leadership style officers have to use can be several in the same occurrence.  Various leadership styles may be needed depending on whether the officer is speaking to, either the victim, or the suspect and possibly using a range of the leaderships styles with the one suspect alone, as the situation requires. 

There are four main types of leadership styles used in the police and most authoritarian agencies.  These are:- participative or democratic leadership, transactional, transformational and authoritarian (COP, 2015).  While all four leadership styles are used at all levels in the police, the participative or democratic leadership style leans more towards managing other police officers or supervising a team, which is not the focus of the question, neither have I had or do I currently have any such responsibilities.  Therefore participative style will not be discussed in detail in the essay. 

These four styles are less than are available for other workplace leadership styles for example, others use autocratic, affiliative and laissez-faire.  The police work environment is unlike most other workplaces where the employees have applied for the job and have, in varying degrees, some motivation to want to be successful and competent (or at least not get fired), but to be generically compliant with the management requests.  
The police officer is very often dealing with people who have no, or little, motivating factors to do what the officer wants.  Officers can end up having to lead someone who, not only has no reason to want to do what you are asking them, but are actively going to not do what the officer is asking them to.  This, by its very nature, is a facet of criminality, which makes it more challenging for the officer to lead, as my incident below will demonstrate.

The first style being considered is ‘Transactional’.  This theory was first brought forward by James Burns (1987), in which he states that transactional leadership occurs when a person will make contact with another person or group specifically for an exchange of something that is valued, or that is in line with the needs of both parties.  The leaders will approach followers with a hope of an exchange (Kuhnert, 2019).

Burns states that the transactional leadership style is heavily based on the wants and needs of the other person involved, and can lead to a dependent relationship.  Leader A, gives his subordinate, person B something they want, in exchange for them doing something person A wants in return. 

A strength of this style is the ability to adapt quickly, and initially will achieve a marked increase in desired output, however the weaknesses are that this style can only go so far in being beneficial before one or more of the involved people are dissatisfied (Kuhnert, 2019).

The next type to be considered is ‘Transformational’ leadership.  This is leadership that is based on more than the compliance of followers or subordinates and is not an exchange of commodities.  It involves the personal values, and ethics of the leader.  
The transformational leader will have a full awareness of the larger picture, of what needs to be achieved and what they want to be able to do and to aim for what they believe to be right, as opposed to what may be easier or more popular.  They want end results that are fair and achievable for their followers, those they wish to influence and whomever they report to. Transformational leaders will invest in, and develop and coach their followers, those they wish to influence, making them want to strive for success, as they feel valued as an individual and as part of a team (Kuhnert, 2019).

In a review of Burns two types of leaderships, Kuhnert says that the transactional leadership style is constructive but limited, and states that the transformational style of leaderships Is leadership at its highest level (2019).

The third style of leadership to be considered is ‘Authoritarian’.  In this style of leadership the follower/subordinates (those who are to be influenced), are expected to obey directions from the leader, with no discussion and questions asked.  This style of leadership will result in a decision being made more efficiently, being made by only one leader, with no input from anyone else.  It has been noted that the speed of the decision can be prioritised over the quality.  This style of leadership that is top-down, and highlights the power imbalance between leader and follower, those to be influenced, which can lead to conflict after time, with the follower, who is compliant, left feeling like they have no control.
That said this type of style is best utilised in a crisis when fast decision making maybe needed.  An example of this leadership can be seen, being used in the military and historically in the police (Zheng, 2019).

I attended an incident to complete a welfare check on a male who had been heard smashing up his flat.  When I was outside the address the male refused to open the door, and was very reluctant to talk to me, despite several attempts to engage with him.  One single leadership style was inadequate to manage the situation.  I had to use an interplay of   different leadership styles to engage, motivate, and manage him, for the safe, successful desired outcome described in the following example. 

When I arrived at the males address I first tried to get the male to listen to me, and for him to see that, despite his defensiveness and his beliefs about me, or the uniform I wore, I wanted to help him.  I attempted to build some sort of relationship with the male, to try and get him to talk to me about the issues and difficulties that he was experiencing and how we could work together to get them resolved and get him help.  I was trying to show him that I was acting with integrity, being fair and that he was being treated without bias or prejudice. I tried for some time using this style, as it can take a while to build some level of trust with the person you are dealing with and to let them know you have their best interests at heart.  The male did engage, and began to actually  talk to me, but it was clear that he did not trust me, as I was the ‘police’, he still refused to open the door to his flat, or really go into any detail about what was happening.  This leadership can often take a lot of  time to deliver its best results, and the current scenario was time sensitive, however some progress had been made. 

I could see that this was not going to change in the time frame we had available and was aware that my colleague and I were on our own.  With the progress made from the current discussion, I changed my leadership style to reason with him, presenting an exchange.  I did this whilst building on the little rapport that had developed, and I needed to see what he was doing to fully to make an assessment of what needed to be done next. 

I offered the male some circumstances that were favourable to him.  This clearly can only work if I am able to deliver what I offer and this can be limited, in such circumstances. Further the individual can lie about their circumstances, which may mean that my previous offers cannot be upheld.  All the while this is going, on I am still seeking to apply the first leadership style in parallel with this transactional style.  These styles are not used discreetly, one at a time but are integrated all through the scenario.  I started with a small request which worked and then progressed to larger requests eventually of him opening his door. This worked  briefly but then, with the new scenario, I was not able to do what he wanted, and the male became agitated and more aggressive. 

Whilst still using the other leadership styles as appropriate, I had to employ a third leadership style of managing the incident.  I had very little time in which to make this decision, as the male had started to smash the inside of his door with what transpired to be a hammer.  The incident was changing and developing rapidly and the safety of others was becoming a greater issue, as other residents of the flat were coming out to see what had happening.  I had to take control of what was happening, directing people to make sure I kept everyone safe and still have the best current outcome for the male, who still needed our help.  

Adopting this style went hand in hand with directing other elements of what was happening.  Firearms had now been deployed as the male had a weapon and was a greater threat and risk to other peoples safety, as well as his own.  I was the point of contact for our bronze who are the strategic level inspector who is on duty and was monitoring what was happening. 

To be able to deal with the above situation which was fluid in that it can, and does, change constantly.  I needed to be flexible and competent in my approach while being aware as the incident unfolded.  I used the National Decision-making Model (NDM) as I escalated through the incident.  This helped me to be able to navigate the changing scenario and to provide the best course of action at the time, reminding me of what I needed to be aware of while making these decisions (Blackstones, 2018).  
Three different styles of leadership were used in parallel with different emphasis in a few moments in one call.  The description of the incident above is a simplification of the event and the changes taking place and the proactive and reactive responses used in the leadership styles actioned.  

Upon reflecting on the incident, I can see that I used several different styles of leadership with varying results.  Transformational style was used to build rapport and to try and resolve the situation with the least difficulty and distress - a core leadership style.  While of itself this style was not successful enough, it was supported with the Transactional style of leadership.  This also was the least successful in this particular situation, as when more information was accrued, as what the male wanted and what I wanted, as a Police officer were too different to align in any way that would have been productive to either of us. 
In hindsight this was a developmental lesson for me.  

It is difficult to know what will get the best outcome in a situation where you are so limited on accurate and truthful information.  I will be more aware next time.  As the failure of this leadership style actually aggravated the male, the circumstances changed, meaning I had to change and adapt further.  The input from the Authoritarian style was needed to take control and make decisions more quickly, to manage the changes as other people were becoming at risk.  Control was needed for their safety, and support was needed from other police departments, as it was clear that my colleague and I were not able or equipped to deal with the level of risk that this incident had now become. 

Looking back over the last couple of years I have spent in response, I can see a difference in the way I have changed my leadership styles to suit what is happening.  Utilising the NDM has become far more natural in my actions, enabling me make difficult decisions in a rapidly changing environment.  When I first started on Response, I normally dealt with most confrontation in the same way, which was the Authoritarian style.  This style would often lead to further conflict as shown in the model ‘Betaries box’, in which my attitude and behaviour effects your attitude and behaviour (COP, 2016). 

If you had asked me, before I joined the police, what sort if leadership style police officers have, I would have said that, in law enforcement, it would have been authoritarian.  Now however, I understand this need not to be the case.  As my experience in ‘response’ has increased, I have seen the benefits of being able to move between the different leadership styles to get the best end result for all involved, in line with the law.  Having seen how my colleagues, who have been in response policing for a long time deal with different people and situations, and  rapidly change their leadership style depending on the person being dealt with, and how they reacted, was another indicator that my one style fits all was not going to work.  That, in all likelihood, such a broad-brush approach was going to aggravate the other person more, putting me and my colleague at further risk. 

Leadership is often seen as the glue that binds an organization and implements positive change that enables them to achieve success.  I acknowledge that leadership, when dealing with individuals who have broken the law, is vastly different to leadership styles when dealing with people in a professional work capacity.  It must be noted that, as is the case with both situations, that you get more with honey than with vinegar in my experience in life, not just in policing.


Drawing upon the National Policing improvement agency study, for “What makes great police leadership”, they have stated that the studies stress the value of typically Transformational Leadership behaviours, above others, however the importance of being able to be flexible and to be able to adapt style to suit context when required is more important than any one single leaderships style (NPIA, 2011).  I believe this to be the case, as my incident shows that flexibility in style, in conjunction with the other police models like the NDM, having the code of ethics at the centre, will enable you to deal with all incidents to the best of your ability. 
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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:

In this essay I will be critically reflecting on my three years’ probation, and the different levels of mentoring and coaching that I have received throughout that time.  Discussing its importance and showing how it has enabled me as an officer to develop and which mentors and coaches have had the most impact on my learning during my probation.

Mentoring and coaching both have a place in a practical and hands on work environment. While there are theoretical elements to the police force, the police force is an application of the law and sometimes an enforcing agency of that law. Therefore policing being a hands on approach, mentoring and coaching both have known befits for the police force. 

“The focus on the individual, which is a key part of a coaching approach, was identified as having measurable benefits such as being able to build confidence in specific areas and in removing fear in order to help the trainees to learn more effectively” (Passmore, 2009, p. 796)
In order to reflect on my experience of both these terms, I will consider the definitions of mentoring and coaching, for different bodies and agencies, as there will be some slight variation. 

The Chartered Institute of Personnel and Development (CIPD) who are a professional body who work towards making better work and working lives’, has described coaching as: a person (coach) who aims to improve performance, skill and knowledge of the coached to meet goals at work. This is done in a professional and organisational capacity. Said improvement can have an overflow effect into that person’s personal life. This coaching is normally for a set period of time and is the foundation for how that person will be managed after the period of time is over. 
The characteristics of a successful coach are centred around an individual who is skilled and trained to be able to coach and is someone who is on an equal level, in the organisation. The relationship is built on trust and truth.

Mentoring on the other hand while similar in nature to coaching tends to be more centred around a built relationship, with a colleague who has been in the role for a much longer period of time, has more experience, supports and share’s their greater knowledge with a less experienced college. This period of mentoring support tends to be for a continuing duration and includes things like advice, direction and training alongside assistance in reaching goals. (CIPD, 2021)

The college of policing (COP) gives their definition of coaching and mentoring, which are very similar to the above definitions given.  A tutor who will be allocated a new probationer will utilise coaching during their one on one time together. The COP states for coaching:
“A tutor provides mentoring and instruction and guidance as well as facilitating work based learning development and assessment” (COP, 2021) .
Tutors are able to plan for and enable work based learning opportunities in a structured way typically by using coaching and feedback and assessment skills. Mentoring is a relationship in which a more experienced or knowledgeable person offers support, advice and guidance to help a less experienced person develop and progress: the focus is on career and personal development” (COP, 2021).

Leading by example is also one of the Policing principles from the code of ethics. (COP, 2014) I believe that the qualities of a tutor must be built around honesty, integrity and respect. It goes without saying that any officer in the police who is in a position to coach and mentor is a role model and sets an example to those they are tutoring. 

Her Majesty’s Inspectorate of Constabulary and Fire & Rescue (HMICFRS) have stated that police leaders at all levels play a crucial role in setting an example to others. They found that leaders in all forces recognise the need to treat people fairly and respectfully, and understand the value of doing so. (HMICFRS, 2017).

During my three year probation there has been varying different levels of mentoring and coaching that I have received from different people and from different departments. The greatest impact that these supportive developments was during my initial period in the police where as one would expect there is the steepest learning curve, However, there have been particular individuals and and particular topics that have had high impact throughout my three year career. Two areas that need particular mention are my initial tutorship phase twelve weeks on response and my standard blue light course towards the end of my second year. 

When I initially started in the training school the method used was primarily instructor style teaching. This consisted of PowerPoint lessons every day with some informal discussion and interaction followed by a testing phase. I was aware of my learning style, when I started in the police. While I have not completed higher education above ‘A’ Level, for my previous roles I have needed to study and continue with education, throughout my career. The four common learning styles developed by Neil Fleming are Visual, aural, verbal (reading/writing) and kinaesthetic. These have been made into the VARK model (World class Teachers, No date). 
After the training school I progressed on to response, this was my first experience of dealing with actual incidents in a live scenario with other serving Police officers, one of whom was my tutor. 

The experience being coached by my tutor on response didn’t start off well. My first tutor was swapped after three weeks due to other police commitments and was unable to go out to incidents with me. I essentially started over at week four, as each tutor has a different way of coaching and how they work. I was the first student,  that my replacement tutor had ever had. I don’t believe that they had sufficient experience in police or experience in coaching and developmental/communications skills needed to guide me though what is essentially a steep learning curve that can be overwhelming. Due to these difficulties I was not passed on my tutorship period. After discussions it was decided that I would go to a different sector with another tutor who was very experienced both in time served with the police and who had coached a large number of new officers. 

My coaching experience with the new tutor was vastly different, and learning seemed easy. This third coach displayed many more of the characteristics of a good coach as defined earlier. They helped to develop my skill and knowledge, they were patient but still held me accountable. We had regular honest conversations about my performance in order for me to improve, they enabled me to do under their supervision, which boosted confidence levels also. This coaching helped shape me for the rest of my probation period to achieve the goal I had been set, which was to be signed off as independent in four weeks. I succeeded in being signed off due to the difference in the coaching.

After this period of coaching was completed I had a colleague on shift, who fulfilled the role of mentor. They were experienced again both in time served in the police and being on response. This was different to the coaching period, as I now had the basics of policing in place in order for me to be able to go about my duties. This mentoring stretched over a much longer period, almost up to the current day.  They were there to offer advice and support and further training when I needed it. They saw their purpose as to develop my skill and confidence and to hit the relevant milestones of my probation as an officer, which continued every year throughout my probation fulfilling the required professional goals for an officer.

Reflecting on my experiences, it is clear to me how much of a difference a coach can make to your personal development both in the negative and the positive. The positive benefit I had from the more experienced coach was vast as it was the difference in me being signed off on my tutorship rather than potentially leaving the police, either because I didn’t meet the level of requirement, or because I was very unhappy.  
I clearly benefited from the coaching as I was able to achieve the goal of being a competent officer who is able to independently patrol. I continue to benefit from mentoring as I have passed my probationary learning year on year meeting all the requirements to be a competent officer fulfilling organisational goals.

What worked well was the way in which I was coached by the third officer, they were consistent and honest in their feedback which was given in a timely manner. They asked me what type of learning style I had and how I would like to receive feedback, expectations were managed, and I genuinely felt that they wanted to help me and I trusted them to be able to do so. One study that shows the importance of an individual’s learning style, states that learning style considerably impacts on academic accomplishments, learning performance, and learner’s satisfaction (Pashier, 2009). 

My final tutor used the GROW model when completing coaching with me when we attended incidents. The GROW model stands for: Goal, Reality, opportunity, and way forward. (COP, 2021). This was an easy to grasp method of coaching and was suited to dealing with all manner of incidents. I could tell him what the goal would be while on route to an incident. The reality of the incident may be different on attendance, but I was able to adjust this after seeing what the situation was, and if the goal has changed. 
The opportunity stage would see myself putting what I thought needed to be done to my tutor who would guide me to the best outcome. The way forward was more post incident when we would sit down and discuss how everything went and any possible opportunities for improvement next time. It made me think about what I was going to do when I got to different incidents and provided structure and process for me to make decisions and have confidence in my ability to carry out those decisions. 

I will be applying the above skills from the third tutor, and the importance of building a relationship based on truth and trust, and using the Grow model, which can be adapted for small and larger incidents. I have in the last few months been given a new officer to take out to incidents, when their tutor was not on shift. Applying the skills and behaviours from my third tutor, I was given very positive feedback from my tutee and my senior and asked if I wanted to tutor when I reach the end of my probation. 

When receiving feedback, I make sure that I keep an open mind. In the context of work, the person giving you feedback the majority of the time is doing so to help and develop you. When I have historically received feedback from a coach or mentor I make sure I ask questions to fully understand what I need to change or do differently, and confirm with them that I have grasped what needs to be completed. I do the same in regards to giving feedback, with the probationer for example, I set my expectation for the incident we were attending and for their role in the resolution of the incident. After the incident when it’s convenient, I give them an opportunity to reflect and tell me what they think went well and what could have been done better. I gave specific feedback with rational for any changes and improvements, checking their understanding by asking follow up questions. 

What didn’t work well for me was the style that my second tutor had. There was very little feedback, often being days after the incident, the lack of difficult conversations that needed to take place, they did not let me take the lead in appropriate incidents, which was stopping my learning experience as time passed, which lead to me losing confidence in myself which facilitated a vicious circle. This has taught me how not to be a tutor, which upon reflection is very important and motivating, as how to be in regards to coaching others. 
Relationships can effect coaching, if you and your given tutor have different ways of learning this could be a barrier to the success of the tutorship. Other factors that could possibly be barriers to tutoring are different backgrounds, difference in gender and ethnicity, and some people just have different personalities types which in a job like the police when you are with your tutor every shift for twelve weeks can have a negative impact.

A further good example of how I have was coached during my probation but happened after I was more experienced was for my first responder’s driving course, more commonly known as the “Blue light course “. This coaching was slightly differently to the initial coaching I received as this course is building on current skills that I had, as opposed to teaching a new skill entirely. The course is designed to increase your skill level for driving, to be able to quickly attended emergency calls from the public. This coaching was again for a set period and delivered by an officer who was a skilled traffic officer and has been driving at a much higher level and been coaching officers for a substantial period of time. 

Acknowledging that a mentor requires enhanced communication this coaching in particular was excellent in its delivery and enabled me to be upskill my driving and risk assessment to the level required to be able to pass the assessment in the final week. This is a good example of how coaching as enabled me to meet professional and organisational goals, as being “Blue light” trained is an essential component of being able to respond to emergency calls and thus fulfilling another part of my probation.  Passing the course has also benefited me in my personal life, as it has improved my driving and road safety as a whole.  

Attending all my attachments and attaining the professional experience and qualities required is not just about passing a particular part of the course, but being coached, mentored and moulded into a proficient officer who is now grounded to be able to be transferred/developed into a large variety of specialities within the police force which is the fulfillment of the organisational goal, through the training period. 
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