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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:

Changes in society, technology, and the nature of crime have all had a major impact on police culture. The strategic role that the College of Policing has had in professionalising the police service is essential to the advancement in modern policing. This essay will critically evaluate the College of Policing's strategic role in professionalising and developing the police service. Furthermore, I will demonstrate my efforts to satisfy the responsibilities of a modern police officer and critically examine how my function as a police officer has changed throughout my final year of probation.

According to a review by Neyroud (2011, p. 11) on Police Leadership and Training, ‘the police service needs to move from being a service that acts professionally to becoming a professional service’. Additionally, Neyroud suggested creating a Professional Body to oversee national standards, credentials, leadership, and training, whilst establishing a code of ethics, implementing recognised credentials throughout the organisation, and building a solid body of knowledge supported by empirical data and evidence-based policing. On 24th October 2012, Teresa May announced and confirmed “the establishment of a professional body for policing, the College of Policing” (Home Office, 2012). The college is a professional body and provides training and guidance for officers, nationally. The College of Policing plays an important strategic role in professional policing by establishing standards, offering training, conducting research, and encouraging the adoption of best practices within the police services of the UK. The College acts as a focal point for training and maintaining the skills and expertise of police officers and personnel throughout the country. The College develops criteria for recruiting, training, and continuous professional development to ensure that police in the UK meets high standards and adapts to changing problems and social demands. Additionally, it promotes collaboration and knowledge-sharing among police departments, allowing them to learn from one another and apply successful ways to improve public safety and retain public trust (College of Policing, 2021). The College of Policing developed the Police Education Qualifications Framework for the professional training and qualifications of police officers intending to provide standard national education and accreditation levels for constable officers, assuring public trust in their training (Police Federation, 2019). In contrast, Martin (2022) argues that attempts to 're-professionalise' the police by adopting particular qualities, have resulted in ongoing debates between organisational and professional logics rather than developing an understanding of professionalism that surpasses these divides. In addition to allowing serving officers to receive accreditation for their education and experience, this attempts to standardise entry to the police force. Likewise, Brown (2013) determines “If the aspiration then is to move the definitions of good policing and a good officer from the perverse elements of the informal occupational cultural to the domain of the professional then a process is needed to achieve this”. Creating a national police curriculum for higher education institutions to teach new recruits is one step in this process. Williams, Norman, and Rowe (2019) suggest, if the PEQF is not fully developed, the organisational structure and knowledge hierarchy of police culture may limit its potential. More research is needed to better understand how police education is utilised in real-world circumstances, as well as how officers perceive the knowledge received.

Consequently, there are three routes of entry into the Police Service. Police Constable Degree Apprenticeship, Degree Holder Entry Programme, and Professional Policing Degree Holder. By the completion of each academic programme, the individual will be educated to level 6. However, in November 2022, home secretary Suella Braverman (2022) stated at the Association of Police and Crime Commissioners and National Police Chiefs' Council Partnership Summit: "Our police force must be open to those who do not have a degree or want one." Therefore, effective as of April 2024, there is a new path accessible to police forces called Police Constable Entry Programme (Home Office, n.d.a; College of policing, 2020). Furthermore, research (Hallenberg and Cockcroft, 2017) examined officers' experiences with their educational programmes on completion of the degree and discovered a sense of disinterest from the organisation. This included the ineffective use of abilities and a lack of value in promotions. Positive experiences were primarily informal. Some officers believed they got superficial or antagonistic responses to their accomplishments. Green and Linsdell (2010) argue that higher education becomes more valued with the emergence of domestic terrorism among vulnerable areas and technology improvements which provide uncertainties for serious criminal investigations. In addition, Chavez, Torres and Lee-Silcox (2023) suggests that officers with a graduate degree fared better in promotional exams.

To illustrate how I have fulfilled my role in my final year of probation and changes to my role, I will be using Gibbs Reflective Cycle (Gibbs, 1988). Modern police officers maintain public order, prevent crimes, enforce laws, and assist during emergencies. They also engage in community policing, addressing local concerns (College of Policing, 2023). Modern police officers have evolved from Sir Robert Peel's "bobbies" in 1829, focusing on crime prevention, public accountability, and professionalism. They use advanced technology and specialized training, operate within a complex legal framework, and strive for diversity and inclusion (Moir, 2023). Despite these differences, principles like public trust and cooperation continue to influence modern policing practices.

I was investigating an assault, reported by a member of door staff at a local nightclub. Part of my role was to investigate the lines of enquiry, ensuring the points to prove for assault were covered in my investigation. During interview the suspect denied assault on the member of staff and claimed she was attacked during her removal from the premises. I obtained a statement from the victim and one of the lines of enquiry was to view the CCTV. On review of the footage, it appeared that the member of door staff had used reasonable force to eject the suspect from the premises, following an altercation with another customer. The subject returned to the premises and assaulted the victim, which was clearly seen on CCTV. A further review of the footage identified that the subject had in fact, also assaulted another member of door staff a short time later which had not been reported to police. I had to put together a dossier of evidence for the Crown Prosecution Service (CPS) that contained all the evidential footage which had to be clipped to only show evidential material. I viewed a substantial amount of footage, to avoid sending unnecessary material and remain compliant with disclosure. The CIPA Code of Practice guarantees that defendants receive a fair trial by providing them with the necessary materials to defend themselves. Prosecutors must supply the defence with any evidence that weakens the prosecution's case or supports the defendant's claims (Crown Prosecution Service, 2022). Furthermore, the CCTV footage overlapped the clocks going back to Greenwich Mean Time, so I had to account for this when providing the footage via a storyboard. I made it clear to the court why the timings differentiated. As a result of my file of evidence, the suspect was charged, and the case went to court. The collection of the CCTV was relatively complex and at times I felt out of my depth with my insufficient experience. I quite quickly overcome these feelings when, on speaking to the victims and hearing how the assault had made them feel. I was determined to deliver the best evidence whilst remaining impartial. When I presented the file of evidence to the CPS, and they authorised the charge to court I felt so jubilant that I had fulfilled my role as an investigator, and I was very proud of myself.

Part of my probation included a secondment, to learn about building files of evidence. One of my strengths is that I strive to do the best I can, and I am happy to attempt challenges that I believe in I can fulfil. I am naturally persistent and relentless when it comes to a task, and I enjoy achieving results. My success with this inquiry stems from the fact that I appreciate achieving outcomes, and in this case, I enjoyed the investigative evidence collection. I received great feedback on my file of evidence, which was described as excellent by the CPS lawyer. 
Kinesthetic learners learn best through movement and touching or ‘learn by doing’. Bruce and Bloch (2012) define Learning by doing as “the process whereby people make sense of their experiences, especially those experiences in which they actively engage in making things and exploring the world.” According to research (Liita, Atmowardoyo and Salija, 2015) there is a high correlation between kinesthetic learning style and academic achievements. This is why I performed so well with collating a file of evidence. I've been able to grow from my mistakes with each investigation I've done, and finally I was able to confidently put together a complicated investigation file. I approach my job extremely methodically, breaking down difficult assignments into smaller, more doable stages to help me feel less overwhelmed. I am able to operate more productively as a result. Being a response officer also requires me to manage my time adequately. Throughout my probation, I observed my role alter and develop, shaping me into the officer I am now. The NHS and social sector are under enormous strain, which affects my position as a police officer (Cooksley et al., 2023). Due to a lack of medical staff, I am increasingly responding to medical calls. This has an adverse effect on frontline police. The reasons are varied, but the social structure is deteriorating (Khan, 2022). The Home Office (2023) reported police may be devoting over 1.6 million hours on "non-crime, no immediate threat" cases, where other public agencies may take the lead. Learning to reflect during my studies has been extremely beneficial to me since it allows me to reflect on each event, I attend to learn from it and become a better officer. By analysing how I performed at each event I encountered I was able to determine what went well and what needed improvement. This allowed me to draw lessons from my mistakes and adapt for new duties. By examining what worked and what didn't, reflection also assisted me in making better judgements and preventing mistakes from happening again. After giving it more thought, I learned a better comprehension of my motivations, ideals, and personality will help me improve personally. Overall, I've improved my effectiveness and efficiency, and I play a professional function.

As a demonstration of strategic planning, Police chiefs and crime commissioners held a joint conference in 2016, where they unveiled Policing Vision 2025 (NPCC, 2016), proposing that they will make greater use of digital technology whilst integrating with partner agencies. One of the five priorities was for The College of Policing to give the workforce the skills and powers they need to met challenges. With advances in technology, Calam (2017)
Points out “A differently shaped and skilled workforce and a new operating model for police forces are needed”.  The workforce needs to be shaped, Officers and staff need to be up to speed on digital developments and have a basic understanding of operating technology. Leaders must anticipate needs, provide visions, and back fifteen years of long-term planning. Furthermore, Police Services need the power to reshape workforces to meet demand (Hitchcock, Holmes and Sundorph, 2017). In addition to these plans, The College of Policing has also devised a 5-year corporate strategy with ambitions for the future of policing. The strategy has five ambitions which includes supporting career-long professional development and wellbeing and boosting core skills. The College of Policing plan to deliver this commitment improving how they work and developing their relationship with policing (College of Policing, 2024). 

In conclusion, the College of Policing is strategically essential to the professionalisation and advancement of the Police Service, especially in light of the ways that society, technology, and the nature of crime are changing and posing new problems. The College acts as a single centre for ensuring that police officers throughout the UK maintain high levels of professionalism and adapt to changing needs through the setting of standards, the provision of training, the conduct of research, and the promotion of best practices. The implementation of the Police Education Qualifications Framework (PEQF) and diverse pathways for recruitment into the police force are indicative of the College's endeavours to standardise police officer education and training, ultimately augmenting public faith and confidence in their skills. Still, more investigation and assessment are required to completely comprehend the impact of these initiatives and address any challenges or limitations they may present. The work of a modern police officer is changing, and personal reflection shows this by emphasising the value of lifelong learning, flexibility in the face of change, and commitment to professional advancement. The College of Policing's strategic efforts and alliances with other organisations will be essential in providing the workforce with the tools and resources required to successfully handle upcoming difficulties as law enforcement continues to change. The ambitious aims outlined in the College of Policing's plan include promoting cooperation among the policing community, strengthening fundamental competencies, and supporting professional growth. The College and the police force may keep changing and adapting to meet community needs by embracing innovation, making investments in training and development, and upholding a commitment to quality.
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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 today's digital age, social media platforms have become an integral tool for communication, information dissemination, and community engagement. Police departments around the world have increasingly recognized the potential of social media to enhance their operations, connect with the community, and improve public safety. This essay explores my experience of social media as a means of informing and engaging with the community and promoting policy initiatives. In addition, I will look at policies in the service and the benefits and risks of the organisation, using these platforms. I will be using Gibbs Reflective Cycle (Gibbs, 1988).

It was reported by Ofcom (2023) in May 2023, that 47.9 million UK adults accessed the internet, and 98% visited at least one of the top ten social media services. 
The term "social media" describes online communities and platforms where users may produce, share, and communicate with other users and material. Users may publish text, images, videos, and links on these platforms, and they can also participate in different types of communication including direct chat, comments, likes, and shares. Facebook, Instagram, Twitter, and Tik Tok are a few examples of social media. Facebook is one of the leading social media platforms which was created in 2004. According to research (Nadkarni and Hofmann, 2012), usage of Facebook is mostly influenced by two basic social needs: an impulse to express oneself and a desire to belong. Over the next few years, the platform was developed to create ‘walls’ and allow people to post content, furthermore other platforms were created by the company including whatsapp and Instagram. 19 years later, in February 2023, Facebook reached 2 billion daily actives (Meta, 2022). Considering this, police have access to a wide crowd, reaching a diverse audience, locally, nationally, and internationally and provides a new way to connect with the public. Social media increases public engagement and shows dedication to victims, community policing, and protecting the vulnerable. In addition, online content fosters understanding between the public and the police by exhibiting community involvement. The Association of Chief Police Officers promotes social media use to increase public trust in police and enlist public involvement in crime reduction, aiming to engage previously uninvolved groups in local policing discussions (Crump, 2011). 

As a demonstration of my use of social media, I was investigating the theft of a vehicle that happened in the local shopping centre. The vehicle was relatively new and so was valuable. After parking in an unoccupied overflow car park, the victim went shopping. On returning, she found the vehicle had been stolen. It was early afternoon so there were people around going about their daily business however the criminals had been brash enough to commit the theft in broad daylight. I was aware that the shopping centre has several CCTV cameras, so this was my first line of enquiry. I checked the CCTV with security staff and managed to get an image of a person of interest. I saw on the CCTV that there were several people in the vicinity who were potential witnesses. “CCTV footage can provide valuable evidence in the event of a crime. This can be used to identify suspects and can help to secure a conviction” (National Business Crime Centre, 2024). I decided that to reach these people I would create a social media appeal as I knew I was limited in means to identify these individuals. I was aware that I would be guided by legislation in the use of CCTV footage, however the “CCTV Code of Practice states that CCTV images of individuals should be released to the media only when the public is likely to provide information concerning a criminal incident” (UK Parliament, 2002).

I put out a social media appeal on the South Wales Police Facebook page and not only did the witnesses come forward, but I also received intelligence as to who the person was. Using open-source tools, such as a profile picture, I confirmed this was the suspect. I also received information that the male had recently been seen driving the vehicle in question. This gave me enough evidence to arrest the suspect on suspicion of taking a vehicle without consent. I attended the address of the suspect and as I arrested him at his address, I then had powers to search the address under section 32 of Police and Criminal Act (1984). In the garage, I located the vehicle which meant it could be returned to the owner with limited inconvenience. In interview, when I showed the suspect the evidence including the social media, he made a full confession. Initially I felt like I was not going to get very far in this investigation as statistics show that there were 130,521 motor vehicle thefts in England and Wales in 2020 (Clark, 2022). The vehicle was the victims first car so had more of a sentimental value than the cost. I did not think I was going to find the vehicle and return it to her so when the vehicle was located, I was elated. Using Facebook was the key to the investigation. I thought it was worth trying to identify witnesses as this was an important line of enquiry. When I received the information that the vehicle was in the area and had been seen recently, I felt very positive that I would at least stand a chance of getting a conviction. Looking back, without social media this stolen vehicle would have just been another statistic and the vehicle would never have been located. The fact that witnesses were eager to assist was one of the things that was positive and effective. My motivation to pursue the lines of inquiry was greatly aided by the knowledge that social media had a favourable impact on my investigation. 
One thing that was negative was the comments section on the post allowed for free writing and some of the comments were inappropriate and negative. South Wales Police media department (South Wales Police, 2018) have provided a list of responses to negative comments, so I followed this guidance and also ensured I was up to date with the force policy. South Wales Police have a social media policy, which provides officers and staff with an understanding of the behaviour expected of them when using social media in a professional capacity. The Communications and Media department owns, and is responsible for, the force’s digital and social media output. South Wales Police currently utilise Facebook, Twitter, Instagram, TikTok, YouTube and LinkedIn (South Wales Police, 2018). According to Smith and Gallicano (2015), to engage audiences on social media, practitioners should include personal, social, and participatory components on their pages and websites. However, Carboni and Maxwell (2015) suggest additional research is needed to determine if stakeholder participation on social media leads to higher contributions to organisations. The investigation went well because the public allowed me to police by consent. The public assists police by identifying persons of interest, reporting crimes, and taking part in informal activities to combat crime and solve community issues. Police depend on the public's participation to keep crime and disruption in the neighbourhood under control, and these efforts are primarily voluntary (Tyler, 2004). If it weren't for legitimacy, policing would be extremely challenging. I put out a further Facebook post to update the public that the vehicle had been located and returned to the owner, studies (Murphy, Hinds et al. 2008) suggest that police performance and opinions of distributive fairness are connected to the public's desire to cooperate with police.   

There are of course risks to the use of social media in this way. The news around social media has grown increasingly negative, with reports of leaks, false news, security breaches, and hacking. As individuals, we continue to use social media without contemplating its darker side, people on social media have gotten accustomed to commenting on things they would not say in person, causing them to lose empathy and take on a form of cyberbullying. Adults are ready to give opinions on others in public, and people are presumed guilty unless proven innocent, which is sometimes too late to save their reputation. (Baccarella, Wagner et al., 2018) This is also true when police attempt to communicate with communities through social media and leave the comments free for anyone to post. It is also easy to remain anonymous online. Buckels, Trapnell et al. (2014) describes this behaviour as “Online trolling is the practice of behaving in a deceptive, destructive, or disruptive manner in a social setting on the Internet with no apparent instrumental purpose”. Furthermore, according to research (Wang et al., 2011; Sleeper et al., 2013), users frequently regret publishing on social networks for a variety of reasons, including desire, lack of concern for repercussions, misreading of social standards, high emotional state, unanticipated audience, all of which can have significant consequences. As an example of the negative aspects of the use of social media, incidents of note are the disorder in the villages of Mayhill, Swansea in May 2021, (Lewis, 2021) and in Ely, Cardiff in May 2023, (Hale and Matthews, 2023). Both these incidents involved the uploading of videos to social media platforms which enticed further individuals to attend and join the disorder. However, in a turn of events, South Wales Police then used the footage to identify the perpetrators by viewing hundreds of hours of public CCTV and videos posted on social media. Further appeals for witnesses, information, and footage from mobile phones, CCTV and social media were also broadcast (South Wales Police, 2023).

Using social media was very beneficial in my investigation. Social media is here to stay and while there are a few negative aspects of the platform the benefits outweigh this in policing. The platforms can be used to develop trust in communities and find missing people and suspects quickly. Without a social media campaign in this situation, the suspect would not have been caught and brought to justice and the victim would not have received their vehicle back. Crime would go undetected adding to the distrust in the police. The outcome was very positive in this situation and members of the public assisted the investigation which shows Sir Robert Peel was right when he often said, “The police are the public and the public are the police” (Peel, nd). In addition to public image, Fallik et al. (2020), suggests that police utilise social media to aid in criminal investigations. Detectives frequently take advantage of the vanity of social media users, since even individuals with anything illegal to conceal typically share their lives with other platform users. Whilst the outcome is positive, and several witnesses were identified, the decision to put a media appeal out like this is risky. Witnesses may not wish to be involved and some will not want their identity on social media. The witness charter establishes the standard of care (Ministry of Justice, 2013), which may include the request for special measures; nevertheless, unlike the victims code, there is no legal requirement to adopt the charter. This is something to consider while making a media appeal. I could hone my CCTV talents to obscure faces so that people may remain anonymous.
In conclusion, social media integration with police investigations has shown to be an effective means of promoting community involvement, communication, and the reduction of crime. The widespread usage of social media platforms such as Facebook, Instagram, and Twitter highlights the possibility that social media presents for public outreach, intelligence gathering, and information dissemination. My own experience looking into a vehicle theft demonstrated how useful social media is for interacting with the public and gathering information. I was able to identify and apprehend the perpetrator by reaching out to many people through social media and asking for help from possible witnesses. This result emphasised the importance of the public in crime detection and the potential of social media as a tool for crime-solving. It is important to recognise the possible hazards and difficulties linked to the utilisation of social media. Negative characteristics require rigorous control and monitoring since they can provide serious issues, including disinformation, cyberbullying, and privacy concerns. Furthermore, instances in which social media has been used to provoke or intensify disorder highlight the significance of responsible usage and preventative steps to lessen possible harm. It is imperative that police organisations keep looking for new and creative methods to use social media to their advantage while managing the risks and difficulties that come with it going forward. To promote responsible and constructive online interactions, this may entail putting in place strict regulations and processes, educating police, and interacting with the community. In general, social media is an important instrument for contemporary policing since it provides never-before-seen chances for public safety, criminal prevention, and community involvement. The Police Service may improve their capacity to assist and safeguard the people they serve by wisely and efficiently utilising modern technology.
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Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

Leadership is imperative in policing and there are several strategies that a leader can develop over time to manage a range of different operational situations in this essay I will critically evaluate and evidence my flexibility and leadership style, reflecting on an incident I attended and analyse the strategies I have developed to manage operational situations. To reflect on the situation, I will be using Gibbs (1988) reflective model.

Leadership theories are frameworks that seek to explain how leaders emerge, behave and influence others. Trait theory is an important method to researching human psychology that defines personality characteristics as regular patterns of behaviour, cognition, and emotion (Novikova, 2013). Trait theory suggests that certain characteristics predispose individuals to leadership roles. Traits commonly associated with effective police leaders include integrity, decisiveness, and empathy, furthermore, traits of successful leaders can be either inherited or acquired through training and practice (Benmira and Agboola, 2021). Dissimilarity, behavioural theory of leadership focuses on behaviours rather than traits. Behavioural approaches to police leadership consist of undertakings such as task orientated behaviours, focusing on achieving goals and relationship orientated behaviours focusing on building relationship and supporting team members. Furthermore, Situational theory suggests that leaders choose the best course of action based upon circumstances. Leaders will choose the leadership style depending on the situation and adapt as circumstances dictate (Amanchukwu et al, 2015). 

Leadership models are frameworks that guide how leaders behave and influence others in different situations. (Underdal, 1994) describes Leadership as a position of influence in which one person steers others towards a common objective, using positive influence rather than vetoing collective action. It requires the use of influence and authority, yet only specific connections qualify as leadership. It is abundantly clear that good leadership is required in police since ineffective leadership in law enforcement can have grave negative consequences (Schafer, 2009). Due to the dynamic role of a police officer, different leadership styles are adopted with various scenarios. What works in mentoring a student will not work when at a major incident. Diverse leadership styles are probable and rely on an individual's characteristics. This is a crucial component of a police officer because of the varied job that is needed. Likewise, in policing leadership has four dimensions: individual, operational, senior, and organisational. Individuals in police require leadership skills to succeed in their roles. Effective incident management and teamwork are essential for operational success. Senior-level tasks are more strategic, but still require command aspects. Organisational leadership oversees and directs services at a systemic level. With this in mind, a review was conducted into the leadership within the Police Service (College of Policing, 2015 p7.) and as a result the College of Policing (2017), established the Competency and Values Framework (CVF), to standardise and simplify national police practices and values. It consists of three sets of six competences, each supported by four values. It establishes clear expectations for everyone involved in policing. 
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When I started my role as a police officer due to lack of experience and confidence, I adopted the Laissez-faire style of leadership. Sharma and Singh (2013) describe this leadership style as an individual who offers little or no guidance and all responsibility is delegated to others who must define goals, make decisions, and handle issues independently. According to Skogstad, Einarsen et al. (2007) when combined with a demanding work environment marked by high levels of role stress and interpersonal disputes, laissez-faire leadership may be more detrimental than zero type leadership. However, Yang (2015) argues the idea that laissez-faire leadership is not inherently harmful; rather, its impacts are determined by how laissez-faire behaviours interact with the situations in which they occur. Furthermore, laissez-faire leadership may be interpreted as a sign of respect for subordinates' limits rather than an absence of leadership. 

According to Pearson-Goff and Herrington (2013) their research observed differences in perceptions regarding successful leadership across ranks, highlighting the fact that leadership varies depending on the level of the organisation. There are several leadership models and styles that can be applied and used in policing. Popular leadership styles include democratic, autocratic, and transactional. According to Anderson (1959), a democratic leader is one who encourages participation in decision making and democratic leadership relates with higher morale in most leadership situations. Studies (Al Rahbi. 2017) show this type of leadership can lead to slower decision making, different opinions, indecision, lack of direction less efficiency and productivity. Khan et al. (2015) suggest democratic leadership style should be adopted as it is the most important style. In contrast, autocratic leadership, which is the classic style of the leader directing the team. The manager will retain much of the decision making and power. “Autocratic leadership style shows better results in terms of quantity of output”. (Iqbal, Niazi and Hassan, 2021 p.403). In comparison, transactional leadership has three components: contingent reward, active management by exception, and passive management by exception. Continuous recognition requires constructive interactions, whereas active management entails results-driven corrective action (Judge and Piccolo, 2004). According to research, transformational leaders can inspire subordinates by connecting with them emotionally, which provides the opportunity to share a vision. The leader acts as a mentor. The research results suggest that this type of leadership is important for police organizations (Vito, et al. 2014). 
To illustrate and reflect on an incident I will use Gibbs reflective cycle. Eventually, I developed skills and confidence that enabled me to firmly embed myself in the team and I became a valued member. Consequently, I was then asked to act in the Sergeants role in his absence, and to assist tutor the new student. This meant I had to now learn to be more flexible in my leadership style. To demonstrate, on one occasion, I was covering the sergeant at the same as assisting with a student when a report of a stabbing was received. I was covering the role of Sergeant, supervising a team of relatively inexperienced officers including a student who was not yet of independent patrol status. We received a call that there had been a stabbing incident, so I tasked the entire team to attend as I knew the incident would be resource intense. I also knew that I would need the skills of each officer at the scene. I made sure that the student was with me so I could ensure safety and offer as many learning experiences as possible. On scene, I delegated what needed to be done to each officer considering strengths and weaknesses, using my autocratic leadership style. I guided the student to the suspect to allow them to make the arrest. I briefed the student beforehand to ensure they were confident, and to address concerns. I then asked another officer to transport the student and suspect to custody, whilst I remained at the scene. I then realised I had no experienced officers on scene with me to accompany the victim to the hospital, so I liaised with the remaining officers to gauge their perspective, which resulted in one officer remaining on scene as they were confident enough. This showed my democratic leadership skills. I then attended the hospital with the victim. Because of my ability to make decisions and exercise leadership, I was able to assign officers to jobs that they felt competent enough to complete while also making sure the student had an experienced officer accompanying them. This also meant there was no cross contamination, and the scene was preserved for investigations. During this experience my adrenaline was flowing I felt confident enough to make these decisions due to previous experience. I also felt fully confident in the team behind me. There were several external factors that influenced how I was feeling to begin with it was raining and my glasses kept getting steamed up in addition there were several members of the public on scene so to begin with there were people everywhere trying to get involved. I felt somewhat panicked, and this is where delegation became my most powerful tool. Being confident in my team and knowing that they wanted to get the job done was a positive factor in my feelings. Even though I'm not officially a Sergeant the team had the mindset and attitude to take my leadership.

There were several positive actions throughout this experience that I was responsible for. I was able to delegate when it was required however I was also able to ask for help from others showing my democratic leadership style. By being a strong decision maker at the scene this led to me being able to change the incident from being chaotic to running smoothly. I accept that on arrival my mind is very chaotic trying to do too many tasks at the same time and on reflection I need to allow others to get involved more. Based on my analysis, being relatively new to the experience of supervising a team, my experience was deficient, and this assisted to the chaos at the scene. Proper communication between the team members is essential as is a strong leader which will identify areas of weakness. The occurrence was a mind-opening encounter to me, that experience is imperative (Fiedler, 1994). Even so, my strong leadership styles and flexibility allowed the situation to go smoothly and safely and achieved the desired result. This experience has made me more aware of the significance of being assertive and professional in practice, rather than feeling as if I am unable to do something due to my position within the team or length of experience. Leadership does not imply understanding of what you do, but rather how you lead people based on your experiences. This experience has given me a better understanding of the ramifications of good leadership and the significance of acting in the best interests of the team, even if it involves taking risks. Furthermore, a flexible approach is imperative to leadership, particularly within policing due to the changing nature of the role. In this incident, my leadership flexibility led to positive outcome, I was able to lead the team to increase productivity team cohesion was improved on the performance of the team enhanced, my leadership strategies promoted my collaboration trust and support within team members and allowed me to develop my skills moving forward. Long term I can now identify my strengths and weaknesses in leadership and reflect on improvements I can make to become a more effective leader.

In conclusion, theories of leadership offer significant frameworks for understanding the development, conduct, and impact of leaders in diverse circumstances. While behavioural theory concentrates on visible behaviours displayed by leaders, trait theory emphasises the importance of innate personality traits that predispose people to leadership positions. Adapting leadership styles to situational aspects and situations is crucial, according to situational theory. Since the repercussions of weak leadership can be severe, good leadership is especially important in the police domain. It takes a variety of leadership philosophies and techniques, from transactional, democratic, and authoritarian, to handle the dynamic nature of police work. Developed by the College of Policing, the Competency and Values Framework (CVF) emphasises the significance of unmistakable standards and provides a standard operating manual for police leadership. Effective team leadership requires adaptability and confidence, as demonstrated by personal leadership experiences like evolving from a laissez-faire to a more flexible approach. By enhancing self-awareness and highlighting opportunities for improvement, reflecting on leadership experiences using models such as Gibbs' Reflective Cycle may help leaders grow both personally and professionally. To put it briefly, skilful leadership in policing necessitates a profound understanding of many leadership theories, adaptability in modifying leadership approaches to varied circumstances, and a dedication to ongoing reflection and development. By adhering to these values, police chiefs may successfully manage the details of their jobs, inspire their groups to achieve success, guarantee public safety, and provide honest and competent community service.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:


This essay will critically reflect on my three-year probation and in particular the benefits of coaching and mentoring and how it helped me meet personal, professional and organisational goals. I will also show how coaching and mentoring has assisted me to learn, develop and perform in the workplace. I will use Borton’s (1970) Reflective Model.

Coaching is a form of training that develops skills over a short period of time, is often driven by a goal and is delivered by trained professionals (Hayden, 2023). Coaching and training can have slight differences. Training is usually taught to a group of people whereas coaching is more one to one and tailored to the staff member’s needs. Coaches usually help defining and improve skills and helps individuals learn, rather than teaching them (Berg, Karlsen 2012).  Coaches encourage independence and goal attainment by offering professional advice and criticism to enhance performance whereas training is largely more structured.  In contrast, mentoring is a longer-term one-on-one relationship in which mentors give direction and support based on their own experiences to help students improve. The relationship is often more informal and reciprocal, with the mentor providing insight and perspective while enabling the student to make their own decisions (Shah 2017). Although mentors frequently employ coaching strategies and approaches in their work, coaching and mentoring are not specifically the same. When comparing the two, it is said that mentoring “at its best, involves a longer-term relationship in which there is an emotional attachment between mentor and protégé” (Hunt and Weintraub, 2004, p42). Furthermore, Stokes, et al. (2021) argue that it is difficult to analytically distinguish between mentoring and coaching since both have strong practical roots and are difficult to separate.
Although each service oversees its own training programme, throughout the first six months, students typically get a classroom-based curriculum that is supplemented by role plays and practical sessions to impart theory and information (Home Office, n.d.). 
Once the initial six months is completed, the student them joins an operational shift where they will be allocated to a trained tutor for one-to-one mentoring and enter a 3-month period of tutorship where they will begin operational learning. The Open University (n.d.) defines a tutor constable as “traditionally an experienced officer who supervises new police officers as they experience, for the first time.” Peacock (2010) argues after training school, new officers are expected to be well-versed in all aspects of police in the operational culture. The two-year probationary term has remained the same, despite inspections of the training programme and its performance. After the introductory course, officers are considered fully operational. A review conducted by HM Inspectorate of Constabulary (HMIC, 2002 p.97) made a number of recommendations which included development of a National competency Framework and training. Furthermore, the report outlined the accreditation for the training in the form of an apprentice or foundation degree. In addition, Neyroud (2011) recommended that all new police officers should be educated to a higher standard to professionalise the police in line with similar careers. Notably, Wood and Tong (2009) suggest this be via an external training since “The police are first and foremost an operational institution and against such a background it will always be too easy to prioritise short-term operational needs over longer-term institutional learning requirements”. According to research (Tong and Hallenberg, 2018), as technology advances, the profession requires specialist skills and expertise to tackle emerging challenges. The police education curriculum must achieve a balance between professional and academic knowledge and skills, ensuring that officers can operate effectively and deal with local community and social issues. The Policing Vision 2025, (NPCC, 2016) acknowledge this and outlined a long term strategy to ensure officers are taught and equipped to cope with new and evolving threats. There is insufficient factual data to draw firm conclusions about the progress of the degree route (Brown, 2018, Watkinson-Miley, et al., 2021).

There are several coaching models readily available. Firstly, the GROW model, designed by Whitmore (1992), is one of the most widely utilised coaching methods in policing. GROW is an acronym for Grow, Reality, Option and Way forward. Over the years the model has been adapted to make it more effective. Some adaptions are (RE)GROW to allow review and evaluation of the goals, (T) GROW to discuss a topic and GROW(TH) to add tactics and habits to ensure new skills are embedded (Van Nieuwerburgh, 2020). Parsloe and Leedham (2016, pp.168–169) argue the technique is good when the individual has a basic knowledge, particularly in sports coaching however is too time consuming and sophisticated for day-to-day work. Secondly, the ‘OSKAR’ Coaching Model is built around a solution-focused approach OSKAR stands for - Outcome; Scaling; Know-How; Affirm and Action; Review. This model creates a strong structure that allows your coaching sessions to be more solution-focused than problem-oriented. The coaching process involves goal setting, flexibility, and knowledge acquisition. The coach assists the student in visualising their objectives, assessing their capabilities, and developing the essential skills. They then validate and carry out their goals, emphasising their abilities and motivating them to take action. Finally, they assess their progress, emphasising areas for development and encouraging them to recognise the need for growth. This method involves both time and resources (Passmore and Sinclair, 2020). 

As an illustration to reflect on my coaching and mentoring experience I will now use Borton’s reflective ‘what’ stage. I am currently on the Police Constable Degree Apprenticeship pathway which incorporated six months classroom-based training; a number of exams, and my knowledge was tested. Once the initial training was complete, I then moved to a mixture of academic learning and competency training. During my initial six months I had two trainers who had different ways of teaching, both of whom had extensive experience in policing; with over 25 years’ service and had been upskilled to allow them to teach. Different teaching techniques significantly impact students' motivation levels (Sheikh and Mahmood, 2014). The relationship between a coach and student is usually more formal and structured, however, Haan (2008) says that the quality of the relationship between coach and student determines the quality of the coaching and the outcome. Part of the initial training was practical role plays. Studies (Wilson, Kelly 2010) show students who partake in role play training, feel less ready for the ‘real world’ and this practice was artificial as individuals were nervous about being assessed. Furthermore, the study showed when placed in a learning setting such as field work, failure was very low. I found that the practical’s benefited me in a way of having to think and make decisions quickly. I also learned different ways to approach tasks and learnt from the debrief I was given at the end of each exercise. Debriefing is as an important feature of the role-play process (Vanments, 1989) and is incorporated into all the practical exercises. Since I was in a secure and controlled environment, I don't think I was feeling as I would have in a real-life scenario. However, role-playing is an effective coaching approach since it teaches practical skills in addition to academic knowledge (Manorom and Pollock, 2006). I appreciated the hands-on approach and the opportunity to learn via experience. I was then paired with a tutor who I was to spend the next three months learning with in the field. My tutor helped me transition from studying in a classroom to learning via practical operations. Since I wasn't considered an operational officer at this point in my career, and didn't know where I belonged, I felt a little disoriented. My tutor assisted me in identifying my objective of being operational and in formulating a strategy for achieving it. Together, my tutor and I created an action plan to assist me accomplish my objective and helped me understand where I stood in my training. In retrospect, this represents the GROW model in its entirety. After each incident my Tutor and I would discuss the feedback both positive and negative and I would receive constructive criticism. My confidence increased because of being exposed to the same kinds of situations often and being able to learn from my errors and improve my performance. Marsick (1987) observes that the ability to reflect on one's actions appears to be essential for informal learning. One-on-one instruction focused on my areas of strength and weakness without having to consider the needs of other students, which was an important experience. My learning was impacted by the good rapport, which I had with my tutor.

In response to Borton's "so what", I moved on to the mentoring stage where I was exposed to the other team members and their policing methods. My confidence was increased, and I was able to identify my own working style. I had to demonstrate throughout this time, my abilities as a police officer, which meant working for different departments for extended periods of time. I collaborated with specialist skilled officers, such as CID investigators and officers who instructed me on CPS casefiles. This helped me recognise that I would keep learning new skills throughout my career. I gained valuable experience and knowledge during my attachments, and this has made me a better police officer. Feedback is vital in coaching and mentoring for several reasons. It helps in performance improvement, enhances self-awareness, aligns actions with goals, motivates, and engages individuals, fosters open communication, and promotes continuous learning. It helps individuals understand their strengths, weaknesses, and areas for improvement, fostering personal development. Feedback also fosters a supportive environment for open communication and trust between the coach and the individual. Overall, feedback is a catalyst for growth, promoting a culture of continuous learning and improvement (Hattie and Timperley, 2007). 

Finally, Now what? I am in my third year of being a police officer and I have developed several skills including becoming an Accredited Taser Officer and Digital Media Investigator. According to Billett (2010), experience gained on the job might guarantee outcomes needed for that workplace in addition to those wanted for the advancement of occupational competency. Looking forward, I am now in a position where I can train to become a tutor and help other students. Tutors need to be carefully selected, choosing officers who are motivated individuals with adequate expertise, training, and motivation to teach (Novakowski, 2003). I believe I possess the qualities required, as demonstrated in this essay, and I can infect my skills and knowledge on other students. Becoming a tutor will help my continued learning. Once an officer is deemed as fully operational, the training does not stop. Continued professional development (CPD) refers to educational opportunities that advance and enhance your professional practice. This might involve strengthening your areas of strength and growing your areas of weakness. According to Parker-Mcleod (2020), police training is currently delivered in-house with little compulsory CPD taking place outside of the organisation. Most CPD is non compulsory and usually approached through the personal development review (PDR) which is done on a yearly basis. The College of Policing (2020a) is constantly developing CPD however the onus is on the individual to seek these opportunities. Officers need to be able to do fundamental tasks that they are taught in training school. They need to be routinely instructed in driving strategies and be able to operate a vehicle in an emergency. Officers have to be prepared to use chemical weapons, handcuffs, Tasers, and extendable batons, on a daily basis. These abilities are perishable and can be forgotten or the officer become complacent if skills are not utilised . Repetition and consistent practice are the only ways to keep these abilities up to date. The police officer role evolves and the officer needs to keep up to date with legislation and policies through CPD (Landry, 2011).
In conclusion, the support and direction I received via coaching and mentoring has made my three-year probationary journey as a police constable even more rewarding. Through analysing the advantages of these methods, I have accomplished learning, development, and performance enhancement in the workplace in addition to achieving personal, professional, and organisational goals. With its personalised and goal-oriented methodology, coaching has given me the abilities and information I need to succeed in my position. With the help of constructive feedback sessions, I have been able to increase my performance and decision-making skills as well as my confidence in operational circumstances. My learning experiences have been further enhanced by moving into the mentoring stage, which has allowed me to identify my own working style and watch and apply other police techniques. I have refined my abilities and gained important knowledge that has enhanced my efficiency as a police officer by working with specialised officers and getting ongoing feedback. In the future, I see myself as able to contribute to the police community by training to be a tutor. This position will help me learn new things and advance my career while also enabling me to share my expertise with upcoming police officers. I also understand how crucial it is to pursue ongoing professional development to maintain my competence and capability in my position. Taking advantage of CPD options will help me keep me current on changing policies, regulations, and tactics, which will guarantee that I'm prepared to deal with new issues in my role. 
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Figure 1 CVF diagram

Four core values.

Six competencies
Each competency has three levels,
wiith three being the most complex.
These levels are not assigned
to specific ranks.

Levels apply to competencies
only, not values.

Three clusters
The three clusters describe ways
of working and are made up
of pairs of competencies.




