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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:

   Firstly, as I am coming up to my final years as police officer in my probation, I have ensured that I always follow the main aims and guidelines that are set by The College of Policing. This is a professional federation for all policing forces that was established in 2012, and can be described as a, “operationally independent non-departmental public body” (The College of Policing, no date). 

   Moreover, there are certain standards that are set within the police that are enforced and reviewed by a certain department known as ‘Professional Standards’ (PSD). This department states that the core principle of policing is down to the trust and confidence that the community has in their police force. So, it is vital that this trust is not broken or diminished by the failure to recognise misconduct or complaints. (The College of Policing, 2023). 

   Therefore, police officers must ensure that they are to remain professional, and remember the core principles. These include the Code of Ethics. The Home Office 2014 published the Code of Ethics to aid and support officers to ensure that they are delivering the highest level of professional standard that they can to members of the public. There are 9 key principles overall however they state that behaviour and attitudes need to remain ethical, respectful and to show great integrity while establishing leadership and accountability.
   Furthermore, an example of these guidelines is evident in The College of Policing’s 5 Year Strategy. This is a five-year plan which includes five strategic objectives. Wright 2023 describes a ‘strategic objective’ as an advanced level and assessable goals that defines what an organization wants their staff to accomplish, during a set time. In addition, Boyles 2022 also states that for a business to achieve success, set and clear goals should be in place. 

  (The College of Policing, 2022) strategic objectives are, 

1. building trust and a fair culture
2. transforming police leadership
3. supporting career-long professional development and wellbeing
4. boosting core skills
5. strengthening innovation and implementing what works 

   In other words, the above objectives ensures that all police officers are supported in their role to ensure values are being met for not only the officer, but for the members of public. George 2019 outlines issues where associations do not have any strategic objectives. Such as, poor communication effecting the standard of work and unclear administrative structure. 

   The role of a modern, professional police officer is to conduct numerous law enforcement duties while ensuring that individuals of society are kept safe. Some of these duties are patrolling and responding to emergencies. These incidents then need to be thoroughly investigated and appropriate action should be taken like arresting suspects. (Newton, 2021). Moreover, Goodwin University 2022 states that police officers should have specific qualities. Some of these being a high-level of physical and mental health, resilience, and critical thinking. 

   From my own experience, conducting my duties now compared to when I started my role is much easier. I believe this is down to my confidence being greater, so I have a better understanding of how to deal with certain incidents. I am also far more resilient to challenging events as I have dealt with multiple traumatic calls which I ensure does not affect me in the long run. Personally, I find that by ensuring I have a healthy balance between work and my social life. This includes doing activities I enjoy with my friends and family when on rest days. But also, to tell my them, as well as my supervisor, when I am struggling with something so that I can deal with the issue instead of letting it affect me and my work. 

   I can evident my role as a modern, professional police officer from the above,, as well as the number of calls that I have attended, my arrest count and cases that have gone to the courts. This shows I am working towards the policing values of detecting, solving and responding to crime. In addition, I now frequently put myself forward to do overtime with other shifts as I believe that I can deal with any call efficiently.  

   Policing is constantly changing including how we deal with calls, and the types of calls we now receive. The University of Law 2021 states that there has been a major increase in cyber crime with UK cyber security division valued to be worth £8.3 billion in 2020. They have also stated that money laundering offences have also increased. In 2007, £10 billion was illegally laundered in London, and that rose to £57 billion in 2013. 

   Due to this change and demand, The Policing Vision 2025 has been established by the Association of Police and Crime Commissioners and National Police Chief’s Council for a lasting, specialised development plan specifically for policing until 2025. In addition, 20,000 more police officers were to be recruited in England and Wales, including them to be educated at degree level. (Fielder, 2021). 

  The NPCC 2016, states there are five main areas to this policing vision that are to be focussed on,

1. Early intervention and links with education, social services, and the community to tackle root causes of certain crimes such as anti-social behaviour. 

2. Specialised departments like CCTV and firearms will be conducted through a network meaning they are more cost efficient. 

3. More focus on digital crime. Better equipment will be sourced, as well as training. Members of the public can also report crime online versus over the phone. This benefits those who struggle with anxiety, such as speaking to a stranger over the phone. It places this person as ease. 

4. College of Policing will introduce more powers and skills for officers to use in complicated incidents. Policing to become more representative of its local communities. 

5. Partnership agencies like human resources will be combined with other emergency services.

   In general, these 5 priorities ensure that a police officer’s duties will be easier to conduct, and reduce the demand meaning there is less pressure for the officer, but the company also due to costs reducing. There appears to be greater partnership agencies assisting the police. Mazerolle 2023 describes ‘partnership policing’ as a conventional approach to tackle and lower crime rate by working with other government agencies. Zencity 2021 agrees with Mazerolle and states partnership policing has many advantages. Some being increased trust within the community and higher officer retention. 

   This 5-year strategy started in 2018 and is known as the NPCC Workforce Representation, Attraction, Recruitment, Progression and Retention toolkit. The five main goals mentioned above should enable forces to become more diverse to reflect its neighbourhoods to therefore create a culture that values variation. (The NPCC, 2018). 

   However, an article in The BBC 2020, explains how police diversity is not reflected in UK society. Mike Fuller who was the UK’s first black police chief in 2004 stated representation was at a ‘very poor’ level. In England and Wales, 6.9% of officers were from an ethnic minority background in 2020. Fuller believes this needs to be improved however may take some time as he was disappointed that he was the first ever black police chief, and there had been none before him.  

   In addition, Carruthers 2023 explains how across the UK, 65% of individuals feel that they are represented within their local force however this does leave a major gap for those who do not feel seen or represented which was 1 in 10 persons.

   Personally, when I am at a call whereby the victim is distressed, I will try to relate and empathise with them to make them feel more comfortable and at ease. This can be as little as complimenting their hair or nails. As I often have designs on my nails, they ask me questions regarding them, and this takes their mind off the reason why I am there. This usually then builds rapport between me and the person which therefore assists my duties as they are more willing to cooperate and engage with me, and want to explain the events that has occurred. Moreover, some persons will be interested in my tattoos. Small aspects like this can show the public that police officers aren’t just robots but individuals with relatable interests. 

   Regarding how my role as a police officer has changed since coming to the end of my probation, I have accumulated more skills. I can now blue light to emergency calls using the sirens and lights which enables me to go to high-risk incidents, even if I am single crewed. This also means that often I am paired up with a student or an officer who is new in service. I then usually take the lead at calls, having the student learn from my work. I am also now at the point in my career where I can soon think about changing departments such as going into Firearms, Neighbourhood Policing or the dog unit. However, my principles will always remain the same no matter what department I chose to go into. 

   In addition, prior to joining the force, my vision on the police was that they dealt and tackled crime. However, since coming to the end of my probation period, it is much more than this. A lot of calls we receive are to do with mental health meaning often I feel more like a therapist than an officer, and must give advice and support that way. It can also be giving medical support like CPR or first aid. Personally, I believe the demand for police is greater than ever due to the pressure placed on the NHS. Thomas 2022 explains in her article that more police officers are continuing to deal with non-policing matters (an estimate of up to a third of their time) such as trying to save those in cardiac arrest or conveying persons to A&E due to ambulances not being able to ‘cope with the demand’. 

   To conclude, it is necessary that organisations, especially the police, set out strategies to empower their staff to enable them to conduct their work to such a great standard. By remembering the Code of Ethics, there should be no misconduct however, if there are any complaints then professional standards will review the matter and take appropriate action. These principles will remain for every officer, in every department. It is also important to remain representative within a force so that members of the public feel seen and heard. This is then likely to aid officers in their challenging day to day duties. Furthermore, officers as well as those higher up in the force should review their staff to ensure all actions are ethical and appropriate. This includes analysing the 5-year strategy and the ‘Policing Vision 2025’, then reviewing officers work so that these visions and values are being reflected. Even though I am coming to the end of my probation, my standards remain the same to keep up with being a competent, professional, and modern police officer. 

Word Count: 1, 824 words.







1

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 task, I will critically evaluate my experience of the use of social media, as a means of informing and engaging with the local community and promoting policy initiatives. Firstly, social media can be described as a variation of technologies that enable the distribution of data or ideas amongst their users. Examples include Facebook and YouTube. Today, it is estimated that over 4.7 billion persons use some form of social media. This is 60% of the world’s population. (Dollarhide, 2023). 

   The College of Policing, 2013 has published on their website how to suit the publics needs, there needs to be effective communication. This communication can be carried out in different ways according to the community, and is much greater than face-to-face interactions. With the use of technology, this provides another means to share and provide information to a wider audience, therefore making engagement a lot easier and quicker. Service users of social media that follow policing accounts can put forward their views which the police can act on and provide a good policing service standard. 

   For this data to be shared correctly and freely, it needs to be ‘open data’. This is the enabling and transparency of information and government data to be shared with all persons in the community. Meaning their business is promoted and a citizen-based service. (OECD, 2018). In addition, the UK Government, 2018 have published their ‘Open Standards principles’. This is explained in that it is vital all Government technology should be available and open to all persons. The principles main aims are to focus on digital innovation and high accessibility, to recognise the significant effects of web-scale technologies. 

   As mentioned above, open data should be available to all persons, however, there are some issues to this. Sandusky, 2020 states how there could be potential for the mishandling of data meaning loss of trust from the public and users of the service. Similarly, Edmiston et al, 2023 agrees that cons to open data include incorrect use or missing data. She also believes that privacy and consent can also be diminished with open data if not dealt with correctly. Open data projects can also be quite costly. On the other hand, Edmiston states benefits of open data. Some include improved transparency so reduced corruption. This also promotes engagement and innovation.  

   Furthermore, the College of Policing, 2013 also share their benefits and issues with open data. Issues include that only those who have access to social media can view such published data. Sometimes, data cannot be viewed as they are in a specific format like ‘Adobe’. Or data is not updated frequently meaning it is not of any beneficial use or value. However, open data does increase communication and engagement with not only members of the public, but partner agencies also. Other organizations will be able to view this data (such as education or social services), and find possible solutions. 

   Through my own experience as a police officer, I know that social media is used often to aid us in solving and investigating crime, but also to inform the communities of any concerns that we may have. For example, if an incident has occurred, and we do not know the identity of this person, we will share CCTV footage of that person to hopefully receive intelligence on who they are or could possibly be. If a crime is reoccurring in a specific area, such as theft, we will inform persons via a social media post that this is happening and to remind them of safeguarding such as keeping their door and windows locked. Weather warnings, and giving advice such as driving at a slower pace can also be published. 

   Other uses include locating next of kin for persons who have sadly passed away or appeals for missing persons. A couple months ago, I attended an emergency call whereby a male had not been seen for numerous days. His neighbours had gone into the address and instantly there was an unpleasant smell coming from the property. As soon as they smelt this, they left the address and informed police. When I attended, I located the male deceased in his bedroom, and it appeared he had been there for a short while due to the decomposition level. Normally I can trace family members via our policing systems to inform family and friends however there was minimal details for this male. Due to this, a social media post was uploaded onto Facebook via the South Wales Police page, informing the public of the male’s death and to reach out to any family members. After a few days, the male’s estranged father came forward to police and was informed of his passing. Without this social media post, it is likely that we would not have found next of kin as quickly as we did as it enables us to share information widely, and at a quicker pace. 

   Thames Valley Police, 2022 explain what social media platforms they use, as well as their guidelines. Some of these include Facebook, Twitter, Instagram, and YouTube. The platforms are handled and monitored by a specific team to ensure that the online environment is kept safe. For example, if someone has comment on a post that is inappropriate or of a threatening nature, it will be removed. Other comments that can be taken down are those that have included personal and private information such as addresses, mobile numbers or any previous convictions etc. 

   In addition, some law enforcement agencies may use social media as a tool to gather information to locate certain persons as they are arrestable, or even to monitor and review gang activity. Constables can observe a suspect’s social media to check whether they’ve been tagged in any images. Not only does this give a possible location, but provides a description of clothing. If the suspect themselves has posted on social media, a possible IP address can also be established. The content that they post may also link to the offence such as drug dealing or harassment. (Lewis, 2023). 

   As mentioned earlier, there is many benefits to the use of social media in policing. The main one being it increases transparency, interaction, and engagement with communities at a local level which in turn builds rapport and trust in the public. This then helps to tackle and control crime. (Bullock, 2017). 

Case Study

   The UK Government, 2021 have published a case study whereby a male known as Thomas Thompson who is a male in his late 50’s, was grooming a 13-year-old girl online. Thomas had been receiving indecent images of young children and having sexual conversations with them. Thomas arranged to meet up with a female who stated she was only 13 years old, and they had plans to have sexual intercourse. However, Thomas was engaging in conversation with an undercover police officer. Thomas was arrested in Derby on their arranged meet up date and was charged with arranging and facilitating the commission of a child sex offence, as well as other related offences. His sentencing was 2 years in prison, 200 hours of unpaid work, and 30 days in a rehab facility. Alex Chalk QC MP stated after Thomas’ sentencing,

“Thompson’s actions were predatory and premeditated, and fuelled child sexual abuse. Good police work stopped him in his tracks, and should serve as a warning to those thinking of grooming underage victims in cyberspace. “ 

This statement is evident that using social media, police are able to identify and tackle crime. 

   Though, there is some risks to using social media in the police also. The Ministry of Defence Police, 2013 have explained 5 potential risks when using social media. These are, 

1. Trust and confidence can be broken due to the certain shared information about the police. This could include misconduct hearings where officers have been investigated and suspended.

2. Information shared that is confidential – this is a breach of the Data Protection Act 1998.

3. Revealing of personal information’s such as an address or date of births could make the individual vulnerable to certain offences such as harassment. 

4. Sharing and revealing working tactics. Criminals could work out what is being done to investigate them, meaning they could change their ways to not get caught. 

5. The police’s reputation could be harmed by officer’s conduct whether than be on or off duty. 

   Furthermore, it is vital that data shared via social media by the police is strictly relevant and has some sort of useful value. It is possible that if information is posted that does not hold any practical advantage, it can create an impression that the police are not doing their duties correctly or to a great standard. In addition, the way a post is written should also be of an appropriate tone. Some forces have different view on this. The Metropolitan Police have adopted for a more formal tone whereas Greater Manchester Police are more towards an informal and engaging manner. (The Police Foundation, 2014). 

   Another aspect to analyse is a police officer’s own social media, and the data they post or share. The Independent Office for Police Conduct (IOPC), 2021 have investigated numerous incidents where police officers have shared data that is of an offensive nature via social media. This is classed as misconduct. Examples of this are the sharing of racist, sexist, or discriminatory comments. Other include using social media to find and contact victim of crime. Due to this, officers can face disciplinary’s or in serious circumstances, criminal consequences as they are not holding the professional standards of behaviour. In December 2020, there were numerous Metropolitan serving officers who had final written warnings due to their sharing of text messages that were of an offensive tone such as jokes involving those who have a disability or have been raped. In addition, in August 2018, a South Wales Police (SWP) officer also had a final written warning for a member of the public reporting their posts on social media as offensive and not up to the SWP standards. 

   In conclusion, from conducting the above research, open data shared via online is most definitely a great tool to use in many policing ways. It allows officers to engage with members of the public, and partner agencies to find solutions to crime. It enables officers to investigate and solve crime at a community level, building rapport and being transparent at the same time. However, data sharing online needs to be handled with caution, to ensure that all is ethical and not breaching any data protection acts. Such as keeping private details confidential. It is also evident that the way in which this information is shared, such as how it is written, is also done correctly and appropriately so that it creates a good impression of the organization. Lastly, an officers own social media must also be kept up to a professional standard, even if they are off duty as if not, it can lead to misconducts and serious consequences like losing their role. 

Word Count: 1, 832 words. 



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 task I will critically evaluate and evidence my flexibility in leadership styles. Firstly, a leadership style can be described as groupings of how someone acts while guiding, motivating, or handling a group of individuals. There are a range of styles with the main ones being authoritarian, delegative, transformational, transactional, democratic, and bureaucratic. (Cherry, 2023). 

   Coursera 2023 also explains a leadership style as the way in which a person engages with their team to motivate them. He also describes the above strategies in simple terms. 

1. Authoritarian – This strategy focusses on the leaders’ opinions, and theirs alone. No input from the group is considered. The leader has a commanding presence and is strict in their ways. 
2. Delegative – This is also known as ‘Laissez-faire’. This strategy is the opposite to authoritarian whereby the team are their own manager, and are free to make their own decisions without hardly any input from the leader. This strategy enables those who are creative and independent to flourish in their problem solving and decision-making skills. 
3. Transformational – Here the leader will do their best to transform and change the business by always motiving their members to achieve the highest level of work standards. They continuously push the team to improve. 
4. Transactional – This strategy depends on the level of work that the team produce. The leader will either reward or punish their staff. This is usually a short-term strategy and often seen in marketing or sales roles. Rewards could be payment, and punishments could be de-promotion. 
5. Democratic – This is a common strategy used whereby the leader will base and make decisions using their team’s input. However, though a member of the team can freely give their view, it does not mean that it will be the overall decision. The leader makes the final verdict. 
6. Bureaucratic – This leadership style normally consists of a form of hierarchy and is verry structured. It favours procedures and regulations. Input from the team is considered and brought forwards however those at the top of the hierarchy have the ultimate decision. 

   The three styles, authoritarian, democratic and delegative were formed by Kurt Lewin in 1939. He was a German psychologist who conducted experiments to find laws regarding the human observation to organize received stimuli. He conducted his research into the different social reactions and reviewed dynamics of a group when a leader was introduced. (Floyd, 2021).

  Ayele, 2023 states that it is vital to have leadership styles within an organization as it has an important role in how team members conduct their work, but also in how they communicate. Leadership styles promote communication and builds rapport and relationships within the team, which in turn creates a successful standard of work. Leaders must ensure their role is understood so that it is clear of what is expected from the group. 

   However, Doolen 2021 states how members of a team are more likely to feel supported, encouraged, and respected if their leadership is expressive and meaningful. She describes how an organization where a hierarchy is involved can not always have the best production of work. Leadership should be based on social interaction where members are acknowledged and all work to achieve the same goal, regardless of their title. Doolen believes the better leaders are those who can adapt quickly to challenging situations, have numerous skills and uplift their group members. 

   On the other hand, Khan et al, 2015 describes disadvantages of strict leadership styles, especially that of the autocratic type. He states that this style can cause leaders to not have any trust in their staff. These members are also least likely to respect their leader which can influence their work as they simply do not care about the work. They do not have the freedom to do as they wish to, and have to keep their ideas to themselves, even if they believe it would benefit the team in some way. Or, the leader could also be faced with challenges put forth by their employee. 

    Other disadvantages of leadership styles like bureaucratic is that it is not as efficient. Every input that a team member has needs to go through a chain of command. Even after this, the idea might not even be granted. This style limits personal growth and prevents creativity or growth in an organization. Due to this, there is likely to be no team bonding or collaboration. (Lee, 2020). 

   Atkinson, 2015 explains how without leadership, there is no direction. He believes that the best leadership strategies are those with a high focus for performance, and comes down to a more strict and dominant style where team members are driven to continuously perform high standards of work. 

   Alternatively, some believe that an organization without any hierarchy and can be considered as flatly structured, will become more popular in the future. Ori Brafman and Rod Beckstrom have written a book, ‘The Starfish and the Spider: the Unstoppable Power of Leaderless Organisations’. They explain the benefits of a ‘starfish’ firm whereby team members work together to achieve success rather than having one person who makes the decisions. They state self-management is a lot more efficient and instinctive, especially when supervisors are away. Also, staff have a clearer understanding of goals they need to achieve. Individuals can put themselves forward and share their skills to find the best role suited to them in the business. Similarly, if there is no management, persons are more likely to put in a better standard of work and effort, as if they do not, they won’t achieve success and the business may crumble. Lastly, employees will feel free to address any ideas they may have without being judged or ignored. (CMI, 2015). 

   It is clear to me that the type of leadership style in the police is a mixture of bureaucratic and delegative. This is because although there is a hierarchy in the police with there being constables, sergeants, and inspectors etc, officers also micromanage themselves when at a call. Usually, when attending a call, there is often a procedure that we must follow such as, if there has been a domestic incident, we must separate the couple. However, unless there is a clear arrestable offence, how we deal with that incident is down to the officer there at the time. Often, I will ask my sergeant for advice in what is the best decision however I do not have to. I believe it is also down to the sergeant you have.

  Many supervisors may allocate specific calls to specific officers; however some will ask you to choose any call that is outstanding. Personally, I prefer being able to make my own decisions as it helps build confidence and self-esteem knowing that I can handle any challenging incident. Also, if I make the wrong decisions, I will remember not to do that again in the future, so it is also a learning curve. As I mentioned earlier, not every supervisor is the same. I have experienced this first hand as often they tend to change. Recently I have had a new sergeant, and they are extremely different compared to my last. My last supervisor was quite strict and formal however now, my supervisor is quite relaxed and more towards the ‘laissez-faire’ leadership style. Although this is a drastic change, I have adapted well as my standard of work has not fallen, and possibly even got better as there is less pressure put on myself and colleagues. The morale in work has also risen as we now feel motivated and supported.  

    Furthermore, I believe this leadership style has changed with the amount of service I now have. At the start of my career two years ago, I often asked for advice and help from my sergeant regarding the calls I was attending as I did not know how to deal with them. I would do exactly what they told me to, and not question it as they are the one’s higher in service and rank than myself. This could be considered as authoritarian leadership strategy as they would strictly tell me what to do. Transformational strategy could also be considered as my supervisor would push me into doing a high standard of work. At the beginning of my probation, I found that often I would get ‘put in the deep end’ by my supervisors as a way of pushing me to making decisions, even if they were incorrect. However, now I believe the leadership style is more towards delegative or democratic. As I am now one of the most experienced on shift, I am trusted in attending calls and delivering the correct and appropriate service to victims. I can openly share my opinions to my supervisors and challenge them if I believe something is the wrong decision, however I will always respect that they have the ultimate say, and appreciate their understanding on certain things. 

   On the other hand, I also must provide a leadership style myself as I am often paired with individuals who have little experience in the police, meaning when we attend calls, I will take the lead or encourage them into making the right decision. So, here I express an authoritarian style of leadership as I am explaining to the student what needs to be done at certain calls, why we do it and the necessity of it. However at the same time, I respect that we are off the same rank, and I am no higher than them. 

   In conclusion, from researching into leadership styles, for a business or organisation to achieve success, there needs to be some form of strategy in place as this provides clear direction for the employees and business. There are numerous styles that can be put in place however I believe that different types depend on what the business is, as well as their staff. For example, there needs to be a clear chain of command and hierarchy in the police due to the size of the business, as well as the seriousness of it. However, with smaller businesses, a more relaxed leadership strategy may be more beneficial as it leaves room for creativity and innovation. Also, it makes employees work harder as they want the business to succeed. Methods of leadership strategies can either be strict and formal in the hopes that the employee will want to do their best to receive gratitude and appreciation. Or other methods are more supportive, relaxed, and informal as an employer will want their staff to not feel pressured in any way. Therefore, more likely to complete their role efficiently. and Regarding adapting to different leadership styles, given that the leader is supportive and encouraging of their team members, this shouldn’t influence the standard of work produced as the person should feel motivated and listened to. Self-management also appears to become a more popular option with persons feeling that they are greatly acknowledged and can deliver their skills to their best ability. 
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

    In this task, I will reflect critically upon my three-year probation period within the police, specifically the mentoring and coaching element. To begin with, mentoring can be described as a relaxed way of working towards a mutual and advantageous relationship for the purpose of a career development. While coaching can be explained as a constructive partnership that aspires persons to develop their personal skills in a professional environment. It also tends to aid someone’s creativity and leadership. Both mentoring and coaching stem from the same working strategy with having shared goals such as pushing an individual to achieve their highest level of performance. (Kriegel, 2023). 

   Sheridan, 2021 describes the difference between mentoring and coaching. She explains how mentoring is more focussed on being direct with commands, whereas coaching is non-direct. For example, a mentor will most likely talk for their ‘student’ and that person can learn from the mentor. However, a coach will tend to ask the student questions, probing them to think and review the answer that they have given. Overall, both mentoring and coaching are concentrated on assisting people and providing them with support. Often the mentoring method will change into coaching when the student becomes more confident, and direction is not needed as much as it was in the beginning. 

   Similarly, Lowisz 2019 writes in his article that mentoring and coaching are both vital tools that every leader should have and conduct. He believes these methods are a key process for a person, or an employee to develop and perform to their full potential. Lowisz describes how often managers will make the mistake of being too harsh on an employee, and expect them to do the job correctly the first time. Then, if they fail, negativity will be placed on the person making them feel discouraged and not fit for the role. He believes coaching is about inspiring the employee for them to excel and progress. 

   On the other hand, there are some cons to mentoring and coaching as discussed by Gaille, 2016. These include,

1. Resentment enhancement – If an employer assigns someone to become a mentor when they don’t necessarily want to, it is likely that this person will do the bare minimum, and not fully support their student, especially if they are not getting paid more, even when they are completing more work than their colleagues. Therefore, they may resent this student, causing tension in the workplace and it is likely the student will fail. 
2. Loyalty issues – This relates to the relationship between the student, mentor, and business. If the mentor finds issues with the way the student is performing and they believe he or she is not fit for the job, the mentor will have a duty to express these concerns to their supervisor. 
3. Dependency issues – If a student gets too comfortable with their mentor, they might feel that without them, they are unable to perform their duties meaning they lack confidence and become insecure. This not only puts pressure on the mentor and student, but on the business also as they fear without the pairing, standards will fall. 
4. Time taken to develop mentors – It takes a lot of time and money to create mentors of a highly skilled level. This means certain individuals must be selected and undergo specific, professional training. Businesses might struggle to afford this, and provide classes that aren’t up to standard meaning the mentor might find mentoring and coaching a challenge. Therefore putting strain on them, their student, and the business. 


   Regarding mentoring within the police, the College of Policing 2023 describe the role of a coach or mentor as someone who works with a person or a small team to support them so that they can excel within the business, as well as their own personal skills. A mentor can help this person to find solutions to challenging situations. This type of relationship is set and usually for a short period of time, however, this can be extended if the student appears to be struggling with certain tasks. A mentor will usually be selected by a supervisor and can be both a formal and informal position. 

   The main aims of a mentor within the police set out by the College of Policing 2023 are, 

· To create a relationship with their student that should remain professional whereby boundaries are set between both persons and trust should be established, including expectations of the mentoring period. 
· To always support the student and clearly set out and work towards outlined goals and objectives. Constant advice, and constructive criticism should be given for the student to progress. 
· Continuously review the aims of the mentoring process, outlining any issues so that they can be worked on and overcome. 
· Lastly, provide feedback to their supervisor regarding the students’ progress and development. 
   Furthermore, all police officers but specifically mentors within the police service should be expected to always recognise and perform their duties to an ethical standard and values of policing. There are six specific competencies that need to be met and portrayed in a mentor’s behaviour. These are, 

1. Emotionally aware
2. Take ownership 
3. To be collaborative
4. Deliver, support and inspire
5. Critically analyse 
6. Innovative and open-minded. 

   By remembering these six elements there should be no issues between the mentor and student, according to the College of Policing 2023. 

   According to Evans 2023, a popular mentoring theory is the ‘Zone of Proximal Development’ (ZPD). This was developed by Lev Vygotsky in the late 1920s. He was a soviet psychologist and explained the difference between someone who is guided and supported by a skilled mentor, versus someone who tries to remain independent and doesn’t have any help or assistance. He states how someone cannot complete certain tasks, however, when a mentor is introduced, these tasks become achievable due to the further knowledge and guidance. The proximal term used refers to the specific skills that the student is near to reaching. This zone is when direct instructions is the most needed and beneficial. He states that for people to progress, the tasks at hand need to be slightly challenging to where this encourages the student to want to succeed and achieve.   

   Furthermore, in 1975, a study was carried out whereby interactions between twelve mothers and their children regarding a problem-solving exercise, were examined. The child had to assemble a toy and the mother would help the child in some way until the child would eventually be able to complete it themselves. This study found that effect and direct instruction led to success and achievement. In addition, the study proved that through this, as well as an interactive process, a problem could be solved. (Wood and Middleton, 1975).

   Personally, I believe that people learn in different ways whether this be through ‘hands on’ work, and shown how to complete a task over someone telling another what to do and how to do it. Regarding how I learn, I find that I achieve tasks quicker from someone talking me through a process, then showing me an example of how they would approach and deal with that task. During my tutorship where I had a mentor for three months, he asked me how I would like to learn, and I stated the above. When attending calls, he would show me once how to deal with a certain incident or situation, then I would do it for myself next time. If I ever needed help or guidance, he would step in to assist me. After each incident, he would tell me what went well, what didn’t and what I could improve on or how I would do things differently. I found this to be very effective as it meant my confidence grew, and I was learning at the pace I should be as I was being guided. This evident how in the beginning of my tutorship, I was mentored by being directly instructed on doing something, but towards the end of it, I was being coached with little to no help from my tutor. He would also ask me questions repeatedly so that he was comfortable that he knew, I knew, what I was doing and why I was doing it. Also, towards the end of my tutorship, as well as completing actions when attending a call, I would also complete the paperwork side of things by myself. We would have weekly check ins with my supervisor at the time so that they also knew how I was doing in my tutorship and if I needed any other guidance. 

   As I have mentioned in other tasks, as I am coming to the end of my probation, I am usually paired up with students who are a lot newer in service than myself meaning I often take lead at calls. So, I also act as a mentor and coach in some way. When attending calls with a student, I will show them how I solve a challenging situation and then I will get them to attempt it at the next call we attend. If they ever need any assistance I will step in and guide them. I also remind the student that if they are struggling with anything, it is always best to ask questions. Some individuals feel judged if they ask a question however I remind them that we have all been in the same position once before, and so we will do our best to answer the question and help them with whatever they need. I find that this reassures the student and provides them with confidence that they can complete the task, and it does get easier with time, experience, and knowledge. 

   I believe that I receive feedback well. I understand that certain people have different ways in providing feedback, whether that is constructive or not. Some persons or supervisor may believe that being strict and harsh on someone will make them aware of where they went wrong, and the seriousness of it and so they will never repeat the mistake they made. Whereas other managers will give constructive criticism and explain areas where I have done extremely well, but also areas I have not completed to the best of my ability. Instead of raising their voice and getting irate about it, they may provide appropriate and suitable advice and guidance to help support me. 

   In conclusion, mentoring and coaching are very similar to each other where an individual is chosen to help aid and guide another person or small team for them to achieve their best personal skills and to overcome tasks in a workplace so that the standard of work is of the highest quality. The difference between mentoring and coaching is that mentoring is direct and formal instructions are provided, whereas coaching is more relaxed, informal and guidance is there if need be. Both mentoring and coaching are fixed and usually for a small timescale. Within the police, there main aims are that boundaries are set and this is clarity over what the aims and expectations are at the end of the tutorship. Mentors, as well as all police officers must refer to the six vital policing standards to ensure all actions are ethical and professional. 
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