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Task 1

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

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


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

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

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


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



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



ANSWER:

In this essay, I am going to critically evaluate the strategic role of the College of Police in professionalising policing in the U.K and how this has played a significant role in how we as a police organisation work. I will consider the Policing Vision for 2025 and how this had changed. I will discuss what officers are working towards and the College of Policing 5 year strategy.  I will also look to evidence how I have been working to fulfil the role of a modern professional police officer and how in my three years this has changed. I will also reflect upon how my final year of probation has seen my role as a police officer change from being new on shift and feeling apprehensive of the challenges of the job ahead to now being a member of the team where new officers are asking for my advice and guidance. 

The communities that we serve are constantly changing and evolving and are becoming ever more diverse and complex. As a result, the Police Force and the role of a Police Officer also needs to adapt and evolve to meet the needs of our communities and current challenges they face. The Policing Vision 2025 highlights the changes that will take place across the whole of Policing. It acknowledges that if the Police Force are to continue to meet the needs of the communities they serve then it must continue to adapt to a modern policing environment (NPCC, 2016). The Policing Vision 2025 can only be delivered by the whole of Policing working together collaboratively and in the public interest. If the Police Forces across England and Wales fail to work together this will not be achievable and the communities we serve and protect will suffer as a result.

One area that the Policing Vision 2025 focuses on heavily is digital technology. Digital technology is now the main way that people communicate with each other. To remain up-to-date with this ever-changing digital era the police service will now be using more digital equipment and methods of communication. This will make it easier for the public to communication with the police service, such as transferring intelligence and evidence vital to solving crimes that have been committed. As well as utilising digital technology for new opportunities, the Police Force also needs to be aware of the threats that digital technology presents to 21st century policing. The internet is forever changing and online crime is growing dramatically leading new crimes to evolve such as trolling, phishing, online scams, revenge pornography and child abuse digital imagery. Criminals are exploiting the technology available to them to commit crimes on a daily basis and the Police Force need to be aware of these crimes and able to act upon them.

In addition, the Policing Vision 2025 focuses on developing and retaining a professional workforce with a “high degree of autonomy and accountability” (NPCC, 2016). The College of Policing was established in 2012 as a professional body for those working in policing in England and Wales. There are three main areas that the College of Policing are responsible for: supporting professional development, setting standards and sharing knowledge and good practice. The College of Policing quality assure the training and learning provided to all new officers to ensure equality of opportunities. They set standards to ensure consistency across Police Forces and a high level of service for the public. Finally, they act as a database for accessing knowledge and sharing good practice (College of Policing, 2022).

In 2017, the Policing Education Qualifications Framework (PEQF Programme) was introduced by the College of Policing. This programme was designed to support the 43 forces across England and Wales to modernise the standard and continuity of education that each Police Officer receives. The programme allows students to work in a full time Police Constable role whilst also studying for a degree in Policing alongside. Jo Strong (2019) in her research and policy support briefing paper on the implementation of the programme states that the “PEQF is designed to take account of the fact that policing today is more complex and diverse than it ever has been, with the development of digital technology, for example.” This programme also aims to improve the recruitment of officers with the process hoping to attract 20,000 new Police Constables to the police service (College of Policing, 2022).

The PEQF, along with the Policing Vision 2025 and the College of Policing 5 year strategy focus heavily on recruiting and training a “more representative workforce that will align the right skills, powers and experience to meet challenging requirements.” (NPCC, 2018). The College of Policing 5 year strategy aims to address the under representation of black and ethnic minority communities within policing. This ensures that the Police Force also better represents the communities that it serve, allowing for stronger relationships and links with communities, and a higher level of public confidence.

The PEQF programmes ensures that new Police Constables are continually brought into the Police Force which offsets more experienced officers moving on to specialist departments thus losing experience and their valuable guidance on shift. The continual adding of Police Constables completing the PEQF programme means there is always a limited number of inexperienced officers on shift starting their careers. However, the PEQF is not without its criticism. Chief Constable Nick Adderley (2021) expressed his concerns about the programme and the number of inexperienced recruits leaving university and college with no life experience and therefore unequipped to tackle the daily issues that Police Constable face.

After moving through this training process and entering my final year of probation, I have noticed how my role as a Police Constable has changed drastically in such a short space of time. Initially, at the beginning of my training I felt very vulnerable and daunted about the journey ahead and turned to current Police Constables to get an idea about what to expect.  This was a very stressful time trying to learn the role of a Police Constable in a classroom based environment with exams approaching. Following this, it felt like a big step forward beginning my role as a Police Constable and entering a tutor hub. A tutor hub is a controlled environment where a dedicated tutor, an experienced Police Officer, mentors you through the first few weeks of the role. Initially, they take the lead and as a new officer, I spent the time observing and learning from them. Gradually, they start to withdraw allowing new officers more autonomy to make their own decisions, whilst still having the support of an experienced officer on hand at all times. This period was when I was able to put what I had learned in the classroom in the previous six months into practice. This was a time of high anxiety and stress as there was an overwhelming feeling of not being confident in what I was doing and feeling very inexperienced. To overcome this, I spoke regularly to my fellow Police Constables I was working alongside for guidance and support, and welcomed feedback from them when completing an incident together.

After completing the tutor pod stage, you are then allocated a shift to begin working with. For myself, this was a highly stressful time as I felt there was no longer the feeling of a safety net of a tutor working alongside me. Now, I relied solely on my colleagues on shift for guidance and support. Now I am in my final year of probation, I am providing this support and guidance for new Police Constables starting out on shift for the first time, who are feeling the same stress and vulnerability that I had initially starting out. Since I have been allocated to my shift a number of my colleagues have left to specialised areas within the Police organisation and over time, I have become more experienced and established on shift. I now feel confident to offer support and guidance to new officers in order to make them feel as comfortable and confident as possible to perform their duties to the best of their abilities.
Since joining the Police Force, I have noticed how the role of a modern day Police Constable is constantly evolving. Many areas of the role occur ‘behind the scenes’ that many people are not aware of. A large proportion of the role is making arrests. However, we also work closely with many partner agencies to ensure victims of crime are protected and safe from being exposed to other crimes such as Women’s Aid for domestic abuse victims. In a report written by the College of Policing (2018) it states that it is vital that agencies cooperate and work together in order to ensure that all cases are identified and none are able to go unidentified and slip through the systems put in place.

When I first joined the Police organisation, it was during the Covid-19 outbreak. During this time, the majority of the calls I was involved in attending were assaults and public order offences. However, since the periods of lockdown have ended we now attend to more calls relating to mental health and depression. Domestic violence calls have remained at a high level throughout. The Office for National Statistics (2021) report that during this period some crimes such as criminal damage, sexual offences, theft and robbery saw a decline whilst drug offences were seen to increase. As previously mentioned violent crimes, such as domestic abuse remained at a constant level. (BBC News, 2021)

Reflecting on my time so far within the Police Service I feel that I have already witnessed, and adapted to, significant change including moving through the training process and the lasting effects of the pandemic. I have continued to pass the university assignments, exams and any in force training days. I have also completed the competency-based assignments, which have been allocated by my employers in order to develop as a competent Police Constable. There have been several areas that I need to complete and evidence in relation to completing my three-year probation period. These include searching a person, searching a house address for evidence, arresting suspects and protecting victims of crimes. I believe these activities and assignments have ensured that I am continuously improving and developing as a Police Constable. As the role is becoming more challenging and crimes are ever evolving in relation to the ever changing times it is important to me that I continue my professional development (CPD) in order to be equipped to deal with the challenges that I, and the Police Force, are facing (College of Policing, 2022).

Within the next month, I will be undertaking my Taser training course. A Taser is a modern piece of personal protective equipment used by the 43 Police forces across England and Wales and has been in use since 2003 (Lancashire Constabulary, 2022). This forms part of my continuous professional development, which is vital for me to fulfil my role as a Police Constable. The course is a four-day course that tests your knowledge and use of force legislation regarding dealing with suspects. Now I am in my final year of my probation I believe now is an appropriate time to apply and attend the course. I believe I have gathered enough experience within my three years to be able to carry and use a Taser if necessary safely and effectively.

To conclude I have critically evaluated the College of Policing and their role in professionalising the Police Service through the introduction of the PEQF Programme for new recruits completing either a two-year diploma or a three-year policing degree. I have also evaluated the changes to the role I have seen and experienced since joining the Police Force such as the increase in support we provide those experiencing mental health issues and the migration of experienced officers to specialised departments meaning that new recruits who have little experience in the role have to learn quickly and adapt. I have also evaluated how I believe continuous professional development is vital to progressing within the role and allows you to become more specialised within your role when completing courses such as the Taser training course. The role of the Police Officer has changed drastically in recent years and will continue to do so in the coming years as society experiences changes and developments. Through ongoing training and initiatives such as the Policing Vision 2025 and College of Policing 5 year strategy the Police Force will ensure they are able to continue meeting the needs of the communities that they serve.
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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:

In this essay, I will critically evaluate my experiences with social media and how they are used to engage with local communities. I will also reflect on how social media played a significant role in finding a vulnerable person who went missing due to mental health issues and depression. I was involved in finding this vulnerable person and ensuring they were safe and well. I will also discuss a case where the use of social media was detrimental and ineffective in solving a missing person case. I will discuss the social media platforms that we use within our Police Organisation and how they can have significant benefits but also how they can prove to be problematic for the Police Organisation.
Social media is defined as “a computer-based technology that facilitates the sharing of ideas, thoughts, and information through virtual networks and communities.” (Dollarhide, 2021). 

Social media allows users to communicate quickly with a variety of different forms of information such as personal information, documents, videos and photos. Over half of the world’s population use social media and this number is ever rising. Dean (2021) reports that between 2010 and 2021 the total number of people using social media almost tripled from 970 million to 4.48 billion uses by July 2021.

Within Gwent Police, there are several social media sites used including Twitter, Facebook and Instagram. Tik Tok is the latest social media craze with millions of people around the world accessing these social media sites on a daily basis. There are many positives to using social media sites.  These sites can be a great way of interacting with local communities and the wider public and keeping them up to date with issues occurring in the community such as, missing persons. Social media can also help to alert communities if there are dangerous and wanted criminals who could be in the area and urge them to contact the Police with any information they may have. Other information such as road closures and traffic incidents, which could affect people’s travel arrangements, can be shared quickly with the public via social media, and avoids any unnecessary delays or further congestion in the areas affected (Denel et al, 2012). Community engagement days, which are advertised on our social media pages, are a great way of engaging with the local communities to demonstrate to them exactly what we do as a Police Organisation. Allowing children from the local communities to sit in police vehicles is an effective way to build positive relationships between the community and the Police Organisation; it helps them to build rapport with Police Officers and know that if they ever need to call police or engage with us they feel confident and comfortable to do so. Photos of the community days, which have been taken by a photographer, are then uploaded to our social media pages for the community who has attended to view. This helps the public to view the Police in a positive manner and fosters strong relationships and community links (Zencity, 2021).

Police forces throughout England and Wales regularly receive calls from concerned members of the public where family members have gone missing and made threats to harm themselves. As a Police organisation, our priority is to find these vulnerable individuals as quickly as possible in order to protect them, and members of the public, from harm. During 2021, Gwent police received 3387 999 or 101 calls relating to reports of a missing person. Out of the 3387 calls, there were 244 low grading, 2217 medium grading and 408 high risk grading. The success rate of Gwent Police finding these missing persons is high. Low grading cases had a 100% success rate; medium cases a 99.5% success rate and high risk-missing person a 98.5% success rate of being found (Gwent Police, 2022). 
I have personally been involved in a missing person’s case where social media was used effectively. I was asked to make contact with a family whose young daughter had recently gone missing from their family home. There was extra concerns raised due to their daughter’s mental health, as she had been suffering with severe depression due to ongoing personal issues. This is a common issue with the calls that Gwent Police receive. Between 2020 and 2021, Gwent police received 11,085 calls flagged or related to mental health, an increase of 13% on the previous year (Gwent Police 2022). Before going missing the female had expressed that she no longer wanted to live and intended to harm herself. Therefore, this call was graded high risk due to a number of risk factors including her young age and mental health issues. My first priority was to make contact with the family to find out as much information as possible about their daughter. In particular, I wanted to learn more about her threats to self-harm and any previous history of this happening before. Her parents relayed that she had been experiencing mental health issues for some time but had never expressed a desire to commit suicide or harm herself in any way before. The family were extremely concerned giving the circumstances and were willing to fully cooperate and help the Police with their investigations in any way that they could. In such cases, we always ask family members or next kin if they are willing for officers to use social media as a tool to support them in finding the missing person. I explained to the family clearly what this would involve. I explained that a picture could be uploaded to Police social media sites in order to make members of the public aware that she is a missing person and to make contact with Police or family members as soon as possible if they have any information on the individual. They agreed to this course of action and a photo of the missing person was uploaded to social media sites promptly. Almost immediately, we had numerous replies on the social media site regarding sightings on the missing person. I was then able to use this information to target my search and successfully found the missing person safe and well in a timely manner. I was able to provide the necessary welfare needed for the young female who was suffering with her mental health. Her parents agreed to a mental health assessment at a local mental health hospital. This case related to a high-risk missing young person that was experiencing thoughts of self-harm, therefore needed to be found as soon as possible. With the use of Police social media pages, I was able to find the female quickly and ensure her safety and support.

Unfortunately, with the many positives that come with using social media there are also many negatives. When we use our social media sites to put out information regarding missing persons or wanted persons then members of the public instantly have access to personal information such as their name. In addition to this, with the positive, helpful comments come a small minority of negative comments. These include comments about the Police Organisation or abuse towards the person whose information has been released into the public domain. This can have a detrimental impact on the person who has been identified on our social media site and can damage the Police Organisation, as the public opinion is sometimes that we are allowing this bullying to take place by posting on our social media pages. Police Officers need to be aware of these pitfalls and weigh up whether social media is an effective tool to use. Whilst I have had success in using social media to find a missing person, I have also experienced cases where it has been detrimental. In another case of a missing person, I sent out the picture of the missing person on our social media sites and received a significant negative reaction from members of the public as this was a person who had committed several crimes within the area and was not viewed favourably by members of the community. The social media posts received lots of negative comments and abuse towards the missing person. In this case, I felt the use of social media was ineffective and detrimental for the case; therefore, I made the decision to remove the picture of the missing person from our social media sites.

The internet is continually changing and evolving and online crime is growing dramatically leading to new crimes to evolve such as trolling, phishing, online scams, revenge pornography and child abuse imagery. Criminals are exploiting the technology available to commit their crimes on a daily basis. (College of policing 2022). 

Gwent Police has their own social media policy where all officers are made aware of the standards they must up hold both in and out of the work setting. If officers do not comply with the social media policy and portray themselves in the public domain in a negative way then they are at risk of being investigated and possibly even dismissed from the organisation. This information can be made public for members of the public to access and view. This can negatively affect relationships between the Police and local communities and public perceptions of the Police. Trust in the Police can be severely damaged leading to problems within communities due to our perceived lack of professionalism. This trust will then need to be built once again demonstrating professionalism as a Police Service by performing to high standards and not falling short of the standards and Code of Ethics Gwent Police set and expect from their Police Constables.
I personally believe social media is a positive tool to have as a Police Organisation and can help in many ways. If it is managed properly and not abused, it is a great way of building community relations. I have no doubt during my time being a Police Constable I will use social media again to help aid in a vital investigation. In addition, I envisage that there will be many more times where I will need to make arrests due to members of the public using social media in a negative manner to commit crimes.

To conclude, in this essay I have discussed how social media has grown since being first used in 1996 and has been used by half of the world’s 7.7billion people and will no doubt continue to grow and have further influence on people’s lives across the world. I have critically evaluated how we as a Police Organisation use social media to help us in our investigations and to help us connect with members of the diverse and varied communities we serve. Community engagement days are excellent ways to engage with the communities and build relationships with members of the public.  I have also discussed how I have used our social media pages to locate a missing vulnerable person and to bring her back home to safety and then provided the necessary safeguarding and support she needed regarding the females mental health. I have also discussed how using social media can have a negative impact resulting in potentially malicious communication crimes being committed on our own social media websites with members of the public using the opportunity to victimise, abuse and bully other members of the public. In addition, it can also lead to false information being given which causes delays and setbacks in a missing person case and can potentially lead to a negative outcome. Members of the public who do not like the Police will see this as an opportunity to waste valuable police time and effort in dealing with a very serious incident. Social media is forever evolving and we as a Police Organisation must continue to grow and adapt to continue to help promote our social media platforms and of course to disrupt and solve the ever growing crimes being committed on social media such as malicious communications, child exploitation and trolling.  
Word Count 1984


















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:

In this essay, I am going to critically evaluate and evidence a leadership style I believe is best suited to myself and my learning, and how I have used this leadership style to help others within my team. Within the Police, many different people learn in different ways so there are many different styles of leaderships and strategies to suit their learning needs. During my three years within the Police Organisation, I have worked under many different sergeants and of course with that comes different styles of leadership and what their expectations are from you to fulfil your role as a Police Constable. During my three years of being a Police Constable, I have tried to take as much as I can from each supervisor in regards to their leadership qualities and bring it into my own way of dealing with situations and now helping new recruits who have recently come into the team. 
One of the first supervisors I had when going out onto a response shift adopted an autocratic leadership approach, also known as authoritarian leadership. This leadership style is characterised by the leader making decisions and seeking little to no input from team members. This leader rarely seeks or accepts advice preferring to make decisions based on their own ideas and opinions. Cherry (2022) defines autocratic leadership as involving “absolute, authoritarian control over a group.” 
There are both positive and negative aspects to the authoritarian leadership style. Positives include with one person making decisions, they can be made quickly without the need for consultation with the rest of the team and waiting on individual opinions and inputs, which lengthens the process. Some people prefer this style of leadership, as they do not have the responsibility of making important decisions and are able to concentrate on their own specific role within the group. However, there are notable negatives regarding autocratic leadership such as it can cause unrest amongst a team. The leader of the team can be seen as bossy and controlling, behaving in a dictator like manner. This can cause resentment within the team and can effect productivity (Yeung, 2020).
Reflecting upon this style of leadership and management, I believe this is one style not well suited to me and my learning and development. I also do not feel it is one I would use when supporting fellow officers to learn within the role of a Police Constable. This is because I believe it is important to have input from others when making decisions and believe this is key when making decisions. In addition, I do not want to be seen as dictating to group members who are looking to learn a difficult role.
Another leadership role I have experienced during my three years within the Police Service is democratic leadership, also known as participative leadership. Leaders who adopt democratic leadership styles encourage team members to engage with decision-making and seek their ideas and opinions before making any important decisions (Slingo, 2023). This allows group members to feel more involved in the decision-making process and therefore feel more rewarded and encouraged to voice their ideas and opinions. Amanchukwu et al (2015) suggest that this is one of the most beneficial styles of leadership as it makes team members feel a valued part of the team thus making them more committed and increasing levels of collaboration. 
Despite there being many positives to the democratic style of leadership there are still some negatives. Due to many team members inputting their opinions on decisions, there can be communication errors, which can lead to bad decisions or information being missed. In addition to this, a situation may occur where you have unskilled, underequipped team members making decisions, which can lead to poor decisions, and errors encountered (Cherry, 2022). Democratic leadership styles are most effective in well established, highly skilled teams who have the knowledge to share their opinions and ideas on a project (Jakhar, 2017). To fully allow all team members to have time to share their opinions sufficient time needs to be given.
A previous sergeant I worked for adopted this leadership style and I believe this is a useful leadership style to adopt within the Police Organisation. However, it does come with its challenges. Sergeants are leaders of quite large teams of officers who all have their individual workloads and are making key decisions when dealing with members of the public. Therefore, ultimately, the leader of the group, our sergeant, is responsible for the key decision-making. This can sometimes make team members question whether the decisions made were correct. If a decision has been made which the sergeant later changes this can have an impact on staff morale and confidence moving forward.
Another leadership style is laissez faire.  This is where leaders have an attitude of trust and reliance within their employees. They do not micromanage, get too involved, or give too much guidance or instructions. Instead, the leaders allow their employees to use their creativity and knowledge and experiences to help them meet their goals.  (Western Governors University, 2020). Laissez faire leaders expect team members to solve their own problems however, when needed, leaders will take charge of a situation if necessary.
There are many examples of famous leaders around the world who have used the laissez faire style of leadership. Herbert Hoover, the 31st president of the United States, was well known for his laissez faire leadership approach when dealing with politics. He trusted in his team and was extremely successful with his leadership approach. Steve Jobs, an American inventor and co-founder of Apple, was also known for his laissez faire leadership. He was known to give instructions to his teams so they were able to apply their skills and experience to try new things while they worked under his leadership. (WGU, 2020)
As with the other leadership styles, laissez faire leadership styles have both advantages and disadvantages. The advantages being, team members who are trusted feel a lot more confident in their roles and will be more likely to stay in their roles due to the trust from their leaders. Accountability for the work that is being completed will push team members to do the best they can so they will not fail to make deadlines. Employees can feel more relaxed around the work place because they do not feel like their line managers are watching them and being micromanaged. This again will help productivity and targets being achieved. Group members working under a laissez faire leader feel they have the freedom to try things and thrive on creativity because they are allowed to be creative and try new things (Sharan, 2022).
There are of course disadvantages to working under a Laissez faire leader. Due to the complete trust from the leaders, group members may struggle to understand or accept who is actually in charge. With this, dominant leaders within the group might try to take charge causing confusion and miscommunication leading to issues arising. Accountability was spoken about as an advantage, however if things do go wrong group members might then try to pass the accountability back onto their manager or other group members. Leaders can also seem uninvolved in tasks, which can prove difficult and affect team moral. Some group members like to be praised for their roles and accomplishments but with a laissez faire leader, this can be tough because they are not involved as much and possibly cannot see how hard the group members are working. (WGU, 2020). Those best suited to the laissez faire leadership style are those that are more creative and like to be left alone to be creative in their roles. These type of group members are ones who have been involved in a group for a long time and have been working under their leader for a long of period so know exactly what is expected of them. Group members not suited to working under a laissez faire leader are those new to the group, who have possibly not worked under a laissez faire leader before and will need some sort of guidance from their leader because they are new to the processes and will not feel comfortable to make decisions independently (Brown, 2020). I believe this leadership style is quite hard to implement within the Police Organisation because new Police Constables will need guidance and support when they are first deployed onto shift and will need help with decisions they are making on a daily basis. 
My preferred leadership style, and one I have adopted previously when asked to work with new recruits, is democratic leadership. I believe it is important to allow other group members and fellow work employees the opportunity to voice their opinions and ideas towards achieving a positive outcome. In our roles as Police Officers, we are continually making key decisions when interacting with members of the communities that we serve. When new recruits are more established and experienced in the role of Police Constable they will need to begin making these decisions for themselves. So having the opportunity to do this, whilst still having the support of a more experienced Officer if needed, is good practice for them. I believe that working as part of a team in this way makes us more effective in the role of Police Constable as, from experience, you can rely on your work colleagues in dangerous situations for support, and receiving help and ideas from them can lead to good decision-making and positive results. However, I feel that with some decisions a sergeants input is vital in reaching the correct decision, due to the need to draw on their vast experience and knowledge. Therefore, often a mixture of several different leadership styles is needed.
A useful strategy I have adopted when working with new recruits is the GROW model. Rather than a leadership style, this is a coaching framework. The GROW model focuses on goal setting. There are four different aspects: goals, reality including any obstacles, options including strengths and resources available and ways forward including accountability and personal actions (Miller, 2020). This is an effective strategy with new recruits as rather than giving them the answers or making the decisions for them it gives them the opportunity to find solutions for themselves. There are significant positives to using the GROW model. For myself, still a relatively new recruit myself but now supporting new Constables in the role, it provides me with a structure and framework to support conversations that I have. Yates (2011) also suggests that it is beneficial in group situations working towards shared goals, which is the case in the Police Organisation. It allows the coach, in our case, our sergeants, to establish overall common goals explicitly to the whole team. This model works well with the democratic leadership style, as it supports team conversations and allows everyone to have an input in setting and working towards common goals.
The ACHIEVE model (Dembkowski and Eldridge, 2003) builds on the foundations of the GROW model. The ACHIEVE model has seven different steps: assess the situation, creative brainstorming, hone goals, initiate options, evaluate options, valid action programme design and encourage momentum. This model allows for more flexibility and individuality, therefore can be tailored to individual needs and the situation you find yourself in.

To conclude, as I have discussed, there are numerous leadership styles, which leaders choose from to use and lead their teams. I have worked under numerous sergeants who have all used the three leadership styles I have discussed in this essay to different degrees and with differing amounts of success. I have tried to take positives from each one and use them myself when I have been helping new Police Constables who are coming onto shift. There is no right or wrong method regarding leadership roles but it is what best suits you as an individual when you are leading to get the best out of the group or person you are leading, and the situation that you find yourselves in. Often, a mixture of different leadership styles will be required depending on the situation and group being led. 
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

In this essay, I will critically reflect upon my three-year probation within Gwent Police Force. I will consider how coaching and mentoring by dedicated tutors and trainers within my first year, and then from experienced colleagues through help and advice on shift, have supported me to keep progressing within my role as Police Constable. I will also discuss how I have maintained and met the professional standards set by the organisation.
Coaching is defined as “A professionally guided process that encourages clients to maximize their personal and professional potential.” (European Mentoring and Coaching Council, 2020). It is a structured process whereby there is a partnership between an experienced professional, the ‘coach’, and the person being coached. The coach, through reflective dialogue, guides them through decision-making and goal setting offering their expert advice and support. In contrast, whereas the coach primarily leads coaching, mentoring supports a person to manage his or her own learning. Parsloe (1992) emphasises that the aim of mentoring is to “maximise their potential, develop their skills, improve their performance, and become the person they want to be”. 
The benefits of coaching and mentoring not only extend to the mentee but also the mentor and the wider organisation. The benefits to the mentee include improved self-confidence, assistance with career development and improved performance. For the coach/mentor benefits include increased job satisfaction, improved knowledge and experience and increased peer and organisational recognition. However, the benefits are far wider reaching than this and can significantly benefit the organisation as a whole. Coaching and mentoring assists in disseminating organisational values and culture ensuring that all employees are working towards the same goals and standards. In addition to this, it helps improve efficiency and productivity helping to recruit and retain staff members (Gloucestershire Constabulary, 2016).
Throughout my three-year probation period, I have received coaching and mentoring from both experienced officers and my fellow colleagues. These opportunities have provided me with the skills and knowledge to feel confident and continue progressing as a Police Constable. In the first 6 months of classroom-based learning, the coaching is very structured with experienced officers delivering lessons on legislation and powers. Having experienced officers coaching us in this way was hugely beneficial.  They were able to use their experiences to share how they have managed various different situations and ways of remembering important legislation. During these six months, we completed practical and scenario tasks based on real calls we would be likely to encounter as part of the role. After completing these tasks the trainers would give a de-brief on what went well and things to improve on. Based on the feedback given you were then given the opportunity to redo the task. This form of coaching was effective as it allowed you the opportunity take responsibility and action towards improving and building on feedback which led to us becoming more confident and less reliant on the support of the tutors. Other benefits of coaching in this way include higher job satisfaction and more effective communication and contributions towards the team and organisation (Institute of Coaching, 2023).
After the six months of classroom based learning, I then entered a tutor pod, where a dedicated experienced officer (tutor) works alongside you for three months. This initially begins as a coaching relationship, with heavy guidance and support being provided by the tutor, and gradually evolves into more of a mentoring relationship as the new officers gain confidence and experience. It is an opportunity to apply everything learnt in the previous six months into practice whilst still receiving structured support and guidance so that you are able to continue to learn and progress. This period is particularly daunting. Personally, my stress levels were high during this time, as I did not know what to expect and questioned whether I would be able to succeed in the role. Stress can affect people in many ways, both physically and emotionally. Research has shown that stress can sometimes be positive as it makes us more alert and helps us perform better in certain situations. However, stress has only been found to be beneficial for short periods. Stress experienced for prolonged periods can lead to illnesses such as heart disease and mental health issues such as anxiety and depression (Mental Health Foundation, 2022). In order to manage this stressful time I found ways to cope such as going to the gym and spending time with loved ones. Despite being a stressful time, I learnt a lot and it provided a useful insight into what to expect when I was allocated a shift and started working independently. Whilst the coaching I received supported me to learn the role and improve my confidence and knowledge, research shows that it is also beneficial for the organisation. Anderson et al (2009) found that coaching can improve the achievement of the organisation’s objectives through increased knowledge, improved relationships and better communication. Coaching encourages people within an organisation to think about how their role fits into the wider team and organisation and helps them to understand how they can contribute. Not only was I developing and learning in own role but I was also learning how my role supported others, in my team, and the wider Police Organisation. This included the confidence to communication with different colleagues and how to process and use the information I received.
During your tutor pod, you have three structured opportunities for a one-to-one briefing to discuss any issues you have been experiencing or anything you would like to discuss in more detail. These meetings occur with your tutor and a professional development sergeant. In these meetings, you are able to discuss the positive aspects of your training so far, your strengths, and any areas for improvement/support. This feedback is vital for understanding your strengths and areas for development. Research has proven that feedback is a powerful tool to aid learning and development. Feedback that is meaningful and personalised has been found to be most effective (Woolfe, 2020). Woolfe (2020) also reports that involving the student in the feedback process helps them to gain self-insight so that they are able to identify their strengths and weaknesses independently. The one-to-one meetings are facilitated in a way where they are a three-way conversation, where I was able to contribute to the feedback process. However, research shows that feedback is most beneficial when it is provided in a timely manner. As there was only opportunity for three briefings during the three months, sometimes this feedback was not able to be given in a timely manner. I feel more regular briefings may have been more beneficial for me.
After leaving the tutor pod, you are then assigned to a shift and begin to work independently. I have been a fully independent Police Constable for eighteen months now but I still feel it is important to listen to team members, many of whom have lots of experience. Their advice and mentoring can be an excellent support. During this time, your colleagues often take on the role of mentors in an informal capacity. Peer mentoring is defined as a “relationship between people who are at the same career stage or age, in which one person has more experience than the other in a particular domain and can provide support as well as knowledge and skills transfer.” (Art of Mentoring, 2009). Peer mentoring has many advantages. With both the mentor and mentee working in the same role, it removes any hierarchy that can often hinder communication and rapport. I felt a lot more able to discuss, share and ask for support from my colleagues in a non-judgemental manner. Kram and Isabella (1985) support this and suggest that peer mentoring fosters a greater sense of equity. Having been an independent Police Constable now for eighteen months there are still times where I look to more experienced officers for advice and guidance. Having being in the role for this length of time, and gaining experience, new officers now look to myself for advice and guidance. When I have attended calls with new officers I then take on the role of the mentor and support them to discuss and evaluate their performance. I believe that simultaneously taking on the role of mentor and mentee improves team working, and supports the ethos of trust within the team. 
Since I have started my career within the Police Service, I have achieved numerous personal achievements. These include passing my two exams and numerous role-play scenarios within my first six months in training school. The next stage of the process was completing the three months tutor pod period. Again, this was a great personal achievement for me as I began progressing in my chosen career. There are also professional goals that I set myself when joining the organisation that I have achieved. I wanted to complete my blue light standard driving course to enable me to attend emergency calls whilst using the emergency equipment in the vehicles we are provided with. This is an intense three-week course where both your driving and knowledge of driving is continually assessed in order to complete the course to the standard that is expected of a Police Constable. Achieving this goal gave me the confidence to keep progressing within my role.
My next target was to be accepted onto the Taser course. To gain entry onto this course you have to evidence how you have dealt with numerous incidents using your communication skills and other skills such as your techniques to handle difficult and aggressive members of the communities using the National Decision Model (NDM) that you continually work to and around as a Police Constable. The sergeant and inspector of your response shift have to look at these incidents and make a decision whether you can move forward within the Taser application process. Since the very first day of becoming a Police Constable, I have always maintained the professional standards set by the organisation and I continue to work to these standards daily. These standards are set by the organisation for officers to be seen as people the communities can trust and approach regarding any issues they may have (College of Policing, 2023). I will continue to work to these standards throughout my police career to maintain the professional standards set by the organisation and I am proud to work to the standards set. 
To conclude, I believe that coaching and mentoring has benefited me greatly during the probation period. I have both received support and advice through coaching and mentoring, and given support and advice to new recruits. I will always try to provide feedback to new recruits, as I believe this is the best way to learn and progress, knowing what went well and what to focus on next time to improve. The role of a Police Constable is one where you are constantly learning and developing, and coaching and mentoring will continue to be the driving force to make progress.
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