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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:

The role of a modern police officer involves the prevention and detection of crime, whilst working with partner agencies, local communities, and other colleagues to reduce the fear of crime, which in turn provides reassurance to citizens (College of Policing, 2023). The authors further state that their role should meet the highest professional standards required of their role. Policing requires the trust and confidence of the public (Independent Office for Police Conduct, 2022). The maintenance and improvement of the public’s confidence in policing is influenced by the ability of officers to implement positive morals and professionalism into their roles (Manning, 2019). Throughout my probationary period as a police officer, I have observed how the College of Policing has played a key role in the professionalisation of the police service and influenced my role as a police officer. I will critically reflect upon the changes I have observed during my final year of probation and how this has influenced the role I played at a policing incident as a modern professional police officer. Lastly, considerations will be made for how the Policing Vision 2025 and the College of Policing’s 5-year strategy has impacted upon my role including the role of academia, multi-agency partnerships and the code of ethics.


Neuroud (2011) states that “the police service needs to move from being a service that acts professionally to becoming a professional service.” The College of Policing, established in 2012, is a professional body which has allowed officers across England and Wales to maintain professional standards and establish policing as a professional body alongside other already established professions (College of Policing, 2023). The authors note that the organisation aims to establish itself as a profession in line with already established professions within the UK. The College of Policing have implemented a Policing Education Qualification Framework (PEQF) which has replaced the original training methods (Watkinson-Miley, Cox and Deshpande, 2022). The aim of this qualification is to streamline the policing education and to promote policing as a profession. The College of Policing’s 5-year strategy is clear in its aims that policing is to become a professional practice which incorporates evidence-led policing, collaborative work between agencies and ethical decision making (College of Policing, 2023). Crawford (2017) notes that alongside the College of Policing, the Policing Vision 2025 is set to professionalise policing. The Policing Vision 2025 echoes these principles and cites that a key mission of the vision is to embed consistent and professional practice which is ethically based and informed by a shared understanding of what works to deliver public value (National Police Chiefs Council, 2023). Watkinson-Miley, Cox and Deshpande (2022) note that the aim of the Policing Vision is to ensure consistency across policing careers and to promote policing as a profession. 

Domestic abuse-related incidents and crimes are ever-increasing in England and Wales with a total of 1,459,663 incidents reported in the year ending March 2021 (Office for National Statistics, 2021). This suggests that a streamlined and professional response is essential to provide a consistent service to all service users during a domestic incident, especially given the prevalence of these types of incidents. My response to domestic incidents has evolved during the course of my service. South Wales Police (CITE) have introduced domestic policies to encourage a streamlined response to domestic incidents. These policies are largely influenced by the aim of the College of Policing to professionalise the service and to provide streamlined responses and the best service possible to service users.

My colleague and I attended to a report of a domestic incident whereby a distressed female had been assaulted by her partner. Whilst at the incident, I discussed the incident with the female who informed me that her partner had punched her and made attempts to strangle her. Due to the disclosures made my colleague arrested the suspect. South Wales Police encourage positive action to be taken at all domestic incidents i.e., some form of action which is to be taken to safeguard all parties involved (CITE). This policy is based on evidence-led policing which notes that there is a higher risk of re-offending within a domestic setting (Morgan, Boxall and Brown, 2018). Most importantly, the authors also note that this risk of re-offending was cumulative i.e., as the incidents increased between the offender and the victim, so did the frequency in the offender’s violent behaviour. Therefore, it is clear how evidence-led policing, and the College of Policing has shaped policies and procedures in relation to domestic incidents which in turn influence my actions as a modern police officer.

Ramshaw and Soppit (2018) note that modern policing is largely encompassed by an evidence-led policing approach. The evidence-led approach compliments the professionalisation of the police service as it encourages a streamlined and academic response to incidents. Similarly to other professions, this ensures that a rigorous implementation of policies and procedures work towards providing all service users the same quality and experiences. Moreover, the provision of higher education courses allows officers to understand the evidence-led approach and to implement this within their role a modern professional police officers (Norman and Williams, 2016). This is supported by Hallenberg (2011) who states that professionalisation of policing brings practical benefits such as contextual knowledge to police officers and allows them the ability to critically evaluate and support their decision-making and actions. 

I believe my participation in the PEQF course has allowed me to understand the reasoning behind my actions and to think critically regarding the decisions I make in my role. I understood the importance of taking positive action as without this action, statistically the female would have come to harm in the near future. Goode and Lumsden (2018) support this by stating that a police-academic relationship allows modern police officers to understand the impact of their actions on suspects, victims and crime statistics. Contrastingly, the colleague who I attended with was a more experienced officer who was unfamiliar with an evidence-led approach. This suggests that the College of Policing’s attempts to professionalise the police service is largely aimed at newer recruits. This suggests a need to implement academic training across all ranks and levels of service. Martin (2021) suggests the PEQF programme is only one tool used to professionalise the police service and other routes should be considered. Moreover, this highlights a need to encourage newer recruits to continue their academic development throughout their career once they have obtained their qualifications. 

Partnership working is encouraged throughout the domestic process. South Wales Police (2023) state the submission of public protection notifications (PPN) at domestic incidents are essential. Public protection notifications are a streamlined document which detail the officer’s observations and concerns for the service user which are the disseminated to multi-agency referral hubs. This echoes the College of Policing’s 5-year strategy which encourages multi-agency collaboration. Furthermore, South Wales Police encourage the promotion of ‘Live Fear Free’ which is a government funded domestic abuse charity (South Wales Police, 2023). The newly introduced policy states officers must advise service users of this charity and policing systems must be updated accordingly to evidence the provision of this service. It is clear how the promotion of collaborative multi-agency work has been implemented throughout my career and how South Wales Police are aligning their procedures and policies in line with the College of Policing’s 5-year plan. I have observed how the newly introduced policies and procedures in relation to multi-agency working has ensured that service users receive the same quality of service and support. I offered the female involved the details for the charity and submitted a public protection notification with her permission. Martin (2019) notes the benefits of the Policing Vision 2025 as it aims to promote mutli-professional responses, which aims to address complex and diverse social issues. I have observed how my role as a modern professional police officer is routed in safeguarding and protecting vulnerable members of the community. A key tool which allows me to effectively undertake this role is the ability to signpost victims to the appropriate agencies who then advance the protection and safeguarding of the victim. It expands upon the initial attendance of a police officer and allows for a long-term safeguarding strategy to be implemented for the vulnerable service user. 

A key element promoted by the College of Policing 5-year and the Policing Vision 2025 is the implementation of the code of ethics. As a modern police officer, an important aspect of policing is the way in which an officer conducts themselves. Professionalisation of the police sets out key standards in which police officers must attain. Throughout my attendance at the call, I was mindful to abide by the code of ethics and the standards set upon myself. I ensured I remained professional, positive and courteous towards both the victim and subject. Holdaway (2021) notes that a key benefit of professionalisation as proposed by the College of Policing is the standardisation of behaviour for modern police officers. I believe understanding my requirements in line with the code of ethics ensured that I represented the police force in a positive manner and created a positive view of the force from the viewpoint of the victim. However, Lumsden (2017) notes that there is a conflict between a ‘top-down approach’ from policing organisations to professionalise the service and a ‘bottom-up’ approach from policing as an already established profession. The author notes there is conflict from those who joined policing before its professionalisation who oppose to the new changes as proposed by the College of Policing as they already view their role as a profession. Therefore, efforts should be made to encourage more experienced officers to understand the rationale and reasoning behind the introduction of the College of Policing 5-year strategy and the Policing Vision 2025. 

To conclude, the professionalisation of the police service as encouraged by the Policing Vision 2025 and the College of Policing’s 5-year strategy has had clear impacts upon my role as a modern professional police officer. It is clear that the aims within the vision have influenced the policies and procedures of my force which encourage officers to take positive action and to safeguard vulnerable individuals. The advocation of multi-agency working is a key element of professionalisation which has become streamlined and routed within my role. It is clear how this enhances the services received by vulnerable victims and how this improves their safeguarding. The academic nature of professionalising the police service work towards providing a streamlined and evidence-based service to members of the community. Establishing the police as a profession improves accountability and the level of service received. I believe better efforts should be made to encourage the academic element of professionalisation across all levels of service and experience and should not be confined to newer recruits. I have experienced how my academic knowledge and understanding of my role has translated into real-life decisions which impact upon vulnerable members of the community. I believe efforts should be made to maintain and upkeep the academic knowledge sustained by newer recruits to reflect ongoing changes within policies, procedures and communities. 
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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:

[bookmark: _Hlk137159477]
Social media is a key communication tool utilised by modern police forces (Beshears, 2017). Social media includes online dialogue and the sharing of user-generated content facilitated by the internet which include internet forums, groups, blogs and networking sites, podcasts amongst several other content sharing forums (Taprial and Kanwar, 2012). It is an efficient strategy used to convey information to a wide audience and to promote and spread awareness of policy initiatives (Crump, 2012). The National Police Improvement Agency (2010) noted that “Good use of social media can help the police to better understand, respond to and attract the attention of specific audiences. Used in the right way by the organisation, social media enables real two-way communication with people interested in engaging with the police.” South Wales Police (2023) use several social media platforms to communicate to local communities. These include, but are not limited to, Facebook, Twitter, TikTok and Instagram (South Wales Police, 2023). It is important that police forces evolve with the communities that they serve. It is estimated that 57 million people in the UK have some form of social media (Dixon, 2023). In my role as a police officer, I have experienced the benefits and challenges of utilising social media to engage with the local community. I will critically evaluate my experience of this use of social media during an investigation of serious assault, including the obstacles that I faced and the benefits that I saw to the investigation.

The Ministry of Defence (2013) social media policy highlights the standards that police must abide by whilst using social media. This policy was initially established by the Association of Chief Police Officers (ACPO). The policy strikes a balance between informing officers of the benefits of social media including “more effective communication with communities, more informed consultation and local engagement, and an opportunity to demonstrate greater accountability and transparency.” Contrastingly, the policy highlights risk associated with the use of social media from a policing perspective including the potential to leak confidential material, communications which may bring discredit to the service and revealing operational material or tactics which may prejudice investigations. Therefore, the policy highlights that whilst social media may bring great benefits to the reputation of police forces, assist investigations and improve community engagement; it may also hinder these aspects and all social media communication should be done from a risk-assessed and carefully considered manner. The South Wales Police social media policy echoes that of the College of Policing (2023) social media policy which is consistent with the aforementioned ACPO policy. The policy notes a benefit to the use of social media is that it brings offenders to justice. 

In my role as a police officer, I have experienced how the use of social media may bring offenders to justice. I was tasked to investigate a series of serious assaults which occurred on a busy weekend period following the suspect’s attendance at a local nightclub. The suspect was already in police custody, and I was made aware of one victim of assault who was currently in hospital with severe injuries and was unable to communicate. During the investigation, I received a series of CCTV recordings from the local council. Within this CCTV it was evident that the suspect had caused serious harm and injury to several members of the public. However, at this point in the investigation no further victims or witnesses had yet been identified. 

The National Policing Improvement Agency (2010) states that the use of social media by police should abide by seven core principles. These principles are credible, consistent, responsive, inclusive, ethical, personable and for the user to be an ambassador for their force. I requested via my superiors that screenshots of the potential victims and witnesses be placed on social media for an appeal for information. I had to carefully consider the use of this tactical option due to the impact it may have upon the community. I utilised the National Decision-Making Model to consider whether this was a proportionate and adequate measure to take (Edwards, 2021). I deduced that due to the time-critical nature of the violent nature of the offence, the identification of further victims and witnesses was key to the investigation. I concluded that my use of social media in this instance abided by the NPIA (2010) guidance, and I proceeded, with the assistance of the South Wales Police dedicated social media department, to compile a Facebook appeal for information.

I decided on the use of Facebook as it is one of the most widely used social media platform (Anderson, Rainie and Nolan, 2021). Furthermore, the format of the platform allows its users to ‘tag’ ‘share’ and ‘like’ attracting more attention to the post (Lee, Kim and Ahn, 2014). Further the authors note, one benefit of social media is the rapidness in which the images are disseminated and shared amongst users. The timeliness of responses from the public were crucial to the investigation as the suspect was currently in custody and the only victim known to police at the time was medically unable to provide an account. Therefore, the identification of several victims meant that I was able to gather the accounts and evidence of those involved. This was crucial as sufficient evidence was required to remand the suspect into custody i.e., deny bail and keep the suspect within police premises (UK Government, 2023). This was vital as I was aware this individual was violent and dangerous and held a risk to the public if he were to be released. 

Following my appeal, I was able to formulate a better understanding of the events of the incident. A key investigative timeframe within policing is known as the ‘Golden Hour’ i.e., the short period of time immediately following an investigation in which evidence is abundant and at its highest and most obtainable (Rose, 2021). Modern policing and the use of social media may mean an improvement in the golden hour investigation. For example, I was able to capture the images of injuries sustained to these victims within less than 24 hours following the incident. This means that the investigation is strengthened. Moreover, I took statements from these victims within this timeframe. Loftus (2019) notes that the timeliness in which an eye witness’ account is obtained is reflective upon the accuracy of their account i.e., the sooner an account is obtained the more accurate it is likely to be. 

Another benefit of this tactic is that I believe that in this instance the use of social media meant that several victims identified themselves who would otherwise would not have. One victim stated due to intoxication, he could not recall details of the male who assaulted him and did not see any point in reporting the matter. Another victim stated that she did not wish to make a fuss regarding the matter however, she changed her decision upon seeing the appeal. I believe the use of social media reassured those victims that their case was valid and important, and made them feel worthy of police attention. 

Contrastingly, as the social media post surpassed 48 hours, I noticed that the post began to create tension among the local community. There were several comments from the community noting that one female shown in the CCTV wished for the post to be removed as she was aware of the suspect and felt intimidated and threatened by him. Due to the social media post, I discovered the suspect was well known within the local community as a violent and dangerous individual. I then once again utilised the NDM to consider the appropriate measure to take. I considered the impact that removing the post would have and weighed this against the benefits of keeping the post active. I deduced the best course of action was to remove the post as most victims had identified themselves. I believed keeping it active would cause distress and anxiety to the individual involved and the local community. I ensured that I responded accordingly by contacting the social media department to remove the post. This emphasises the NPIA’s (2010) policy to be responsive to any social media posts due to the negative impacts this may bring. Therefore, this demonstrates the living nature of social media and how the NDM should be applied, and a dynamic risk assessment should be ongoing throughout the entire lifespan of the social media post. Upon reflection, whilst the South Wales Police social media policy emphasises the risks and benefits of creating a social media post, it lacks in policies and procedures in the maintenance and monitoring of a post. More emphasis should be placed on the officer in case or individual creating the post to closely monitor the developments. This is especially important when considering that the officer in case would have more knowledge about local tensions and developments within the investigation.

Despite this, members of the public commented that they were aware of the suspect involved and felt positive that the dangerous offender was being dealt with accordingly. There was a clear theme of justice within the comments. This echoes the College of Policing (2023) policy that social media benefits community engagement. I believe that, whilst this post was intended solely to identify victims and witnesses, it also served to reassure the public and local community that the police were taking action to address this incident of offending. This is important as those community members would not otherwise have had access to this information. Thus, members of the community now have access to the police and can openly see what positive actions are being adopted by the police. I believe this is positive as modern policing allows for community engagement on a wider scale that ever before. 

Social media platforms are an efficient and effective way of communicating with the local community. It can enhance and fast track investigations in a way which policing has not experienced previously and improves upon the golden hour investigation timeframe. It may ensure that victims and witnesses are effectively identified, accounts are obtained, and the probability of apprehending dangerous offenders are increased. This includes improving the quality of the witness testimonies. Moreover, it is an effective way of engaging with a wide audience within the local community to provide reassurance that dangerous offenders will be apprehended and dealt with effectively and efficiently. Despite this, social media can have a negative effect on those in the community who do not wish for involvement within investigations. The monitoring of social media posts should be emphasised, and officers should continually utilise the NDM to consider their powers, policies and tactical options when using social media. Current policing policies should be updated to reflect an onus on the person creating the social media post to always monitor to assess whether there are developments within community tensions. I believe this essay has highlighted the importance of considering the NPIA’s guidance and the social media policies of South Wales Police which reflect those of the College of Policing. To conclude, social media is a crucial element within modern policing and its use, advantages and disadvantages should be carefully considered and measured against current powers, policies and procedures to achieve the best outcome possible for the police force and the communities it serves.

Word Count: 1873



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:
[bookmark: _Hlk139888359]
Bhatti, Maitlo, Shaikh, Hashmi and Shaikh (2012) define leadership as “a social influence process in which the leader seeks the voluntary participation of subordinates in an effort to reach organisational goals, a process whereby one person exerts social influence over other members of the group or group of individuals in an effort towards goal achievement.” Ortemeier (2010) states police officers must assume a leadership role of their status as representatives of the people. The author further notes that, ethical leadership is every police officer’s responsibility and competency in leadership are among the most important skills an officer can possess. This essay will consider and define the varying leadership models highlighted within recent literature from a policing perspective. Further, I will reflect upon a policing incident in which I attended and critically analyse the leadership strategies that I employed to manage a range of operational situations.  Lastly, I will critically evaluate and evidence my flexibility in leadership styles.
There are several leadership styles recognised within policing. Psychologist Kurt Lewin notes 3 main leadership styles. These are autocratic, democratic and laissez-faire (University of Arizona, 2022). The transformational leadership style was later added. The autocratic leadership style is a direct style of leadership whereby the leader is the primary decision maker and staff have little influence over the decisions (Cherry, 2006).  Contrastingly, the laissez-faire leadership style is a laid-back approach whereby the leader allows the group to make decisions and is rarely involved in decision making, feedback and motivation of staff (Mathieu, 2021). A democratic leader focuses on listening to their team and being supportive of their involvement in the decision-making process, whilst still making the final decision (Bhatti et al., 2012). Nanjundeswara and Swamy (2014) expand the work of Lewin and highlight further leadership styles across literature including transformational and transactional. Sarros and Santora (2001) note that a transactional leadership style is a reward and punishment-based leadership which focuses on short-term goals and motivation. Contrastingly, Bass, Avolio, Jung and Berson (2003) note that a transformational leadership style is focused on group esteem and motivation from a long-term perspective and looks beyond short-term goals.
The Policing Vision 2025 notes the importance of effective leadership as they encourage leaders who can empower staff especially through difficult and challenging periods (National Police Chiefs Council, 2023). This suggests that the vision supports a more supportive and adaptive style of leadership which motivates and guides staff, such as the democratic, supportive or transformational styles of leadership. Furthermore, it suggests that a laissez-faire style of leadership does not correspond with their vision as this style of leader fails to empower or motivate their staff (Mathieu, 2021).
The recent government uptake of officers has meant that response policing teams are comprised of officers with a lower level of service and experience (CITE). Therefore, those with limited service such as myself are adopting leadership roles earlier than anticipated to guide and assist peers who are new to the career. I have observed how during my attendance at policing incidents, I have adopted several leadership styles and adapted my style accordingly to the colleague or colleagues in which I am leading, or the incident in which I am dealing with.
I was tasked with attending an incident to investigate a series of commercial burglaries which occurred throughout the course of the evening. I attended this incident with a colleague with less service than myself and who was new to the policing role.
Upon attendance at the first location, there was a clear sign of forced entry to one of the premises. I felt an obligation to lead and direct my colleague during the initial investigation. At first, I adopted an autocratic style of leadership whereby I gave clear directions to my colleague to preserve the evidence at the scene and create a cordon around the premises. I believe this was an effective style of leadership at that stage of the investigation as it was crucial that clear directions were taken to ensure the most evidence was preserved. This was a time critical measure as the sooner the cordon was established, the less the evidence would be tampered with by other members of the public at the scene. Cherry (2006) highlights that an autocratic style of leadership is best suited to scenarios where time for group decision-making is limited. Furthermore, I could sense my colleague’s hesitance at which steps to take first and believe the direct guidance allowed him to have confidence in his actions. Likewise, Cherry (2006) notes that autocratic leadership allows the group to focus on performing specific tasks without the need to think about complex decisions.
As the investigation developed, I was mindful of allowing my colleague to critically think independently of the next investigative steps to take. I could sense how my autocratic style of leadership may have been viewed as bossy. Chukwusa (2018) states that autocratic leadership styles may become oppressive and reduce the flow of creativity within a group. The author further notes the difficulties in transitioning from an autocratic style to another style of leadership. I believe in this instance I was able to transition effectively due my colleague and I being the same rank and not officially holding any leadership status. Following the attendance of the crime scene officers, this freed my colleague and I to discuss the matter with the owners of the premises and to obtain a statement. Due to my previous authoritative approach I decided to adopt a laissez-faire approach to allow my colleague freedom in their actions. My colleague began to take a statement and I had little involvement initially. During the course to the statement, my colleague asked for guidance in relation to elements contained within the statement. I then shifted towards a transactional leadership style where I praised and encouraged my colleague on the level of detail contained within the statement. Hansen and Pihl-Thingvad (2019) state that transactional leadership, such as verbal rewards, promote innovative behaviour. Upon reflection, I believe adopting this leadership style in the first instance in place of a laissez-faire approach would have made my colleague feel more supported and confident in their abilities.
During our attendance at the initial premises, a further call was received for an ongoing burglary similar to the incident we were currently at. A description of the perpetrator involved was passed and my colleague and I attended. My colleague and I sighted a male matching the description and approached him. The male tried to escape, and I immediately gave clear directions to my colleague to detain the male as he was in closer proximity to the suspect. In this instance, I adopted an autocratic leadership style with clear and direct dialogue. Similarly, to the attendance at the initial premises, the autocratic approach was useful in a time critical incident whereby fast decision making is essential for the success of the investigation. This further reinforces the findings of Cherry (2006), supporting the use of an autocratic leadership when time constraints do not allow for group decision-making.
Two further colleagues were in the vicinity and approached to assist with the male. The male was detained and placed in the marked police vehicle. It was at this stage my colleagues began discussing whether it was necessary to obtain evidential swabs from the hands of the male as it appeared he had paint on his hands which may have possibly matched paint at the second premises. I believe I adopted a democratic style of leadership and listened to the opinions and views of my colleagues. DeBell (2019) states that this style of leadership allows the group to feel engaged in the process. It was clear how a democratic style of leadership was better suited when there was opportunity for discussion and critical thinking. Furthermore, I believe I adopted elements of a transformational style of leadership as I tried to motivate the group towards realising a shared end goal of apprehending the male and bringing him to justice. I believe this made the group more receptive to my decision-making and motivated them to participate effectively in their role. Lanaj, Johnson and Lee (2016) note that transformational leadership improves a group member’s participation in a role and the quality of their work. I believe that this was true in this circumstance. I deduced that a sensible course of action would be to ensure the male was handcuffed to the rear and to observe him during his transportation to custody to ensure he did not tamper with evidence. I explained that obtaining swabs before transportation to custody may have agitated the male and hindered our end goal. In contrast to previous autocratic decisions whereby a streamlined and fast decision was essential, the decision-making process for swabs was different as there was not one clear outcome. I believe a democratic approach in this instance was best as it allowed for the thoughts and opinions of colleagues and evaluation of each proposed method. It allowed for each member of the group to contribute and to understand the thought process of their peers.
Upon reflection, I believe I simultaneously adopted both a democratic and transformational leadership style. Individuals are not constrained to one leadership style at any one time and elements from various leadership styles may be utilised depending on the circumstance and the group. Furthermore, during the incident I adopted various leadership styles. I observed how during a group setting a transformational and democratic leadership style proved effective. I further observed that the guidance of an autocratic style was beneficial to less experienced colleagues. The variation in leadership styles allowed me to effectively guide and support my colleagues to achieve one streamlined goal.
This essay has highlighted the need to adapt and shift styles of leadership dependent on the individuals within the group and the circumstances that are to be dealt with. I have observed how during a series of commercial burglaries I have adapted leadership styles. I note how an autocratic leadership style is useful during urgent decision-making whereby group input may hinder an effective and efficient decision-making process. Moreover, the use of this style may be useful for peers who are yet to develop confidence in their own decision-making process and welcome clear directions. Contrastingly, this style of leadership may become oppressive overtime and should be used when carefully considered due to the negative impacts it may have. I have discovered how a transactional leadership style promotes group creativity and motivations such as verbal rewards encourage this behaviour. However, this method is best applied to short-term goals. To promote long-term group motivation and creativity, transformational styles of leadership are key to promote group esteem and cohesion. I believe a transformational style of leadership is the most complimentary of the Policing Vision 2025 as it aims to empower staff towards long-term goals, despite adversity. I believe this essay has highlighted the importance of flexibility in leadership styles and the overall importance of transformational leadership. To improve leadership within the police service, flexibility within leadership and transformational leadership should be promoted.



Word Count: 1832













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:


Kutsyruba and Godden (2019) state mentoring is the relationship between less experienced colleagues (mentees) and the more experienced colleagues (mentors). They also highlight that supporting the mentee’s learning, development and well-being and their intended integration into the cultures in which they are employed is crucial to their ongoing success in their chosen career.
For the purpose of this exercise, evidence such as the one included in the opening sentence were considered to aid the reflective process and answer the question of how this process has helped with the achievement of professional and organisational goals. The search terms used were ‘mentoring and coaching’, ‘mentoring in policing’, ‘professional development in policing’ and ‘mentoring of new police officers’.
The reflective process used in this exercise was Gibbs (1988). The reflective cycle used by Gibbs frames the reflective process using the following headings. Description, feelings, evaluation, analysis, conclusion and action plan. The Gibbs cycle has been very useful to give a structure to the reflective exercises used for study since the start of this learning process and will be referred to as this piece of work progresses.
Description
The start of my police career was January 2021. A lot of the learning was initially classroom based with more practical exercises as knowledge progressed. In June 2021 the learning process transferred to the operational workplace as bases were assigned and we continued our learning as operational officers. We were kept well informed that a lot of the learning would be through working alongside more experienced officers, predominantly our tutor and this was implemented in conjunction with our theory-based learning. A study by Jones and Smith (2022) described a mentoring and coaching process as being most successful when combined with other methods (such as formal classroom learning) but said that a 12 week induction was key to success so that both parties, the mentee and the mentor, knew the ground rules before commencing.
When researching articles for this piece of work, it became clear that not many researchers are writing about this process in the UK. There are some articles that have been produced by policing services in the USA and Tyler et al., (2011) looked at the process in Australia. There are some challenges with the fact that there is little to come out of the UK and the comparison with other countries as there is unlikely to be complete replication of all policing processes, but the overall principles of policing should be the same, so I felt confident in including this as a reference to support the thinking for this reflection.
Feelings and evaluation
The Tyler et al (2011) study did look at an interesting perspective in that they evaluated the mentors’ feelings in performing the role of mentor. This resonated with me as more recently, as I near the end of my probationary period, I have been asked to perform this role which was initially concerning but also recognisable as being part of the personal learning journey and evidence of progression. The participants in the Tyler study did report strong beliefs in the mentoring process and happily, that has been my experience so far. Interestingly, the Tyler study participants placed little evidence on receiving any formal training in the role of mentor and I found this surprising as I think that formal training would have helped be more efficient and effective in the process.
Reflecting on coaching and mentoring in achieving professional and organisational goals, I found the process of watching and observing how more experienced officers dealt with incidents really useful in helping me to develop confidence as I tackled new and unfamiliar tasks. Many of these tasks had been familiarised through the classroom process but it is not the same as being confident in carrying the task out solo. Observing other officers carrying out these tasks helped cement the learning and through the mentor process I was able to pick up a lesser role which familiarised me with the task and gradually then able to perform the tasks with minimal direction. Fryling, Johnston and Hayes (2011) state that, observational learning is a useful tool when acquiring new skills. With the influx of new officers I have found that they are using me as an observational tool when at different incidents. The authors also state that whilst in a workplace setting, observing a colleague with sufficient experience allows the observer to replicate this behaviour with great accuracy. The progression, with the mentor’s support, to taking a more lead role in calls really developed my confidence and helped with decision making on key decisions such as when to arrest and when not to arrest based on assimilation of the presented evidence and situation.
Analysis
There are volumes of titles that have been written about mentoring and coaching in the healthcare environment. Similarities can be drawn between the two environments as both are high pressure, requiring fast and confident decision making. A study by Manzi et al (2014) looked at the supervisory process and participants stated that the mentoring received helped them bridge the gap between knowledge and practice and helped them be appreciative of cultural and organisational factors that may impact on performance effectiveness, and I would say that I had a similar experience as the mentorship support helped me appreciate similar in my workplace.
 Becoming a police officer in today’s modern police service involves a relatively steep learning curve. Paxton and Diamond (2023) flagged a similar situation in nursing and stated that simulation of scenarios and skills in general helped trainees achieve more effectively than without. They studied a process that they linked to ‘climbing a mountain’ in terms of the acronyms used and the same could be said for new police recruits with the multiples of different scenarios that they could encounter on a daily basis. The process that I encountered of the gradual assuming of task responsibility by working with my mentor was a simulation process. I found the experience of working at ‘the Hub’ really indicative of this as seeing more experienced officers work through case files and assimilate evidence that was necessary to take the offender to court really helpful for me when approaching evidence gathering and case investigation. Seeing the impact that quality work done in this space had been really helpful to me in how I approach case management, particularly in the ‘golden hour’ of evidence gathering.
Edmundsen (1999) produced an article which explored how mentoring programs helped new employees in policing roles and challenged the ‘be seen and not heard’ advice. This article also mentioned that it can take a long time for new recruits to gain the trust of more established officers and that mentoring helped with breaking down those barriers. Other studies such as Lavender and Todak (2022) also looked at mentoring in relation to tackling particular challenges with being a new recruit to a police service. Their study was in relation to female officers but some of the themes explored in their study had parallels for other recruit groups and their survey highlighted the central importance of mentorship in policing. 
Jones (2018) attempted to address the limited research in the area of mentoring in the UK police service by looking into the value and importance of in-house mentoring relationships and how that relates to managers and leaders within the service. They cited studies which highlighted four potential areas for learning outcomes with mentoring and they are skill-based learning, affective-related learning, cognitive learning and social networks. Jones (2018) went onto highlight that these learning outcomes have many positive benefits such as improved morale, increased motivation, better inter-personal relationships, improved staff retention, better communication and overall improved learning which all contribute to a healthy organisational culture. On a personal level, I would say that there is lots to agree with here, but I have felt challenged when I have been asked to be the mentor when I still feel that I have lots to learn.
Some of the respondents in the Jones (2018) study reported a feeling of isolation prior to undertaking the mentoring process which were then addressed by participating and others mentioned that they thought that the thoughts and feelings that they were experiencing were unique to them, but the mentor process helped them to realise that they were not alone. I feel that the process should be formalised so that it is clear when mentorship processes are interrupted, and that time is protected for this to happen at an alternative time. This is part of workforce shortages but should be recognised that the mentoring is a key part of the learning.

Conclusion
To conclude, I have benefitted from an array of mentoring and coaching from my initial mentor in my 12 week initial training phase, and have also learnt a great deal from my more experienced peers. This has in turn, allowed me to reach my personal and professional goals such as achieving independent patrol status, equipping me with the tools to meet organisational goals. The main organisational goals being to prevent crime, and promote safe, confident, resilient and diverse communities (South Wales Police Website, 2022). There is a plethora of research available about the coaching and mentoring theories used in policing used around the world however, there has been not enough research conducted within UK police forces. I believe this to be a case of there simply not being enough officers which means there are not enough officers coming through the PEQF framework but also there is a lack of mentors. In my experience this has caused either officers to become mentors quicker than they would of liked therefore, not holding the necessary skills to mentor or the same mentor is being used a number of times which would limit any credible research to take place as there would be a lack of diversity in mentoring styles. In order for officers to understand the different mentoring theories used in policing there needs to be research conducted in UK police forces to fully benefit from the research.

Action Plan
I will anticipate that the next natural progression phase will be to become a mentor myself once my probationary period is over. I can see this transitioning as the less experienced officers are already coming to me for support and advice as I did with my mentor. To achieve this I will continue to learn and observe from others to further progress as a police officer and achieve the goal as mentor. This will take a number of months yet, whilst also having to complete my ‘tutor course’ which consists of a week long course, which will qualify me to have a student officer assigned to me. This will also broaden my knowledge of policing and solidify what I have learnt in the job thus far, Loma Linda University (2023) state, that educators have long noted one of the best ways to learn something is to teach to someone else. 
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