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Task 1

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

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


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

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

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


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



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



ANSWER:


In 2012, the College of Policing (CoP) was established by the government as a framework to professionalise Policing within across England and Wales. The College was created with aims to “develop the knowledge, standards of conduct, leadership and professionalism required by police officers and police staff in England and Wales” (House of Commons Home Affairs Committee, 2016). The movement aims to transform the police service by requiring employees to hold similar characteristics to those in more traditional professions, such as law and medicine (Martin, 2021). Carr-Saunders and Wilson defined professions as “organised bodies of experts who applied esoteric knowledge to particular cases and have elaborate systems of instruction and training”, and this model remains true almost a century later (Alexander Morris Carr-Saunders and Paul Alexander Wilson, 1933). The CoP along with multiple other organisations such as National Police Chief’s Council, Association of Police and Crime Commissioners, His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services to name a few, were all created to improve the service delivered by the Police in the modern day, and to adapt to an ever-changing society.

Although some of the core Peelian Principles remain relevant today, specifically Policing by consent, the challenges faced by the Police have increased and changed considerably. The financial cuts made by the government in 2007-2008 along with modern policy-changes and transitions into different types of crime and needs of the public, have all impacted the duties required by police officers. There has also been a movement towards neighbourhood policing with the introduction of police community support officers (PCSO) in 2002 (Hall, 2015). The creation of the CoP to professionalise Policing was required largely because of the recruitment process. Prior to it being founded, police forces did not have a set principles for standards and or for learning provisions and support. This meant that forces all had different standards and so the College created the PEQF to standardise this. The CoP Five Year Strategy aimed to euip members with skills and knowledge to prevent crime, protect the public and secure public trust. In turn, this would raise standards of policing, and these standards of professional practice would be evidence based, published and accessible to the public (College of Policing, 2014). 

Another prime example created to professionalise Policing is the Policing Vision 2025. Policing Vision sets out the plan for Policing for the foreseeable decade and aims to deliver the plan through partnership working of CoP, National Crime Agency, Chief Constables and more. The vision for 2025 denotes that although it aims to make savings and promote reform, it is their ambition “to make transformative change across the whole of policing” with the public and improving policing being “at the heart” of the vision (NPCC, 2016). The vision signifies the main challenges including globalisation and the ageing population as well as the reinforcement of the Code of Ethics in all Policing activity. This is vital in embedding trust, legitimacy and confidence within the public’s perception of the Police. Other challenges include the increase in crimes affecting the most vulnerable of society such as domestic violence, safeguarding concerns surrounding children and the increase in cyber-crime. The continued advancement in technology increases levels of both cyber-enabled and cyber-dependent crimes, creating another challenger for the Police to develop new tactics to manage these types of crime (Crown Prosecution Service, 2017).

To combat these challenges, the vision lays out several targets. By 2025, the vision is confident in the alignment of local policing as well as the integration with other local services to improve outcomes for citizens and to protect the vulnerable. The vision will also see an enhanced response to new and complex threats through the development of the network by reinforcing and connecting policing locally and nationally. Accountability will also be massively increased as a means to support policing at all levels. Another key aspect is the digital policing movement. The vision will encourage forces to improve means of digital contact as well as force use of digital intelligence and evidence so all material can be transferred digitally for prosecution. Another aspect is to establish a representative workforce with the necessary skills, powers and experience to provide the best service in an increasingly diverse, challenging environment (NPCC, 2016).

Another framework involved in the collaborative working of multi-agencies is the Strategic Policing Requirement (SPR). The SPR was first issued in 2012 following the Police Reform and Social Responsibility Act 2011. The SPR relays the home secretary’s views of current National threats and the national policing capabilities needed to counter those threats (Home Officer and Braverman KC MP, 2023). The most current version reiterates the existing threats of terrorism, serious and organised crime, a national cyber incident, child sexual abuse, public disorder and civil emergencies, as well as introducing the additional threats of violence against women and girls (Home Officer and Braverman KC MP, 2023). Notably the list of threats largely parallel with the challenges/aims listed in the Policing Vision 2025. This highlights the underpinning aim of College of Policing for agencies to work together to deliver the best possible modern-day police service.

The Workforce Transformation 2018 is a fourth example of professionalising the Police service and is also produced by the College of Policing. It is described as an organisational toolkit and provides policing with a “structured and consistent approach to analysing and developing deep understanding of their organisation”. The toolkit encourages a reflection of organisational behaviour and performance and to examine how the force operates and works (College of Policing, 2020).
The College of Policing regularly look ahead to the challenges that will affect the Police forces across England and Wales in the future, as well as considering the significant changes that have already occurred. 

To evidence how I am working to fulfil the role of a modern day police officer and to critically reflect upon how my final year of probation has seen my role as a police officer change, I will use Rolfe et al’s reflective model of “what? So what? Now what?” to take a systematic approach of drawing learning from experience (Fallin, 2020). Firstly I will refer to an incident I attended that involved a person experiencing a mental health crisis. As a modern-day police officer, I have attended countless mental health related incidents in just my two years on the streets as a response officer. Police are attending mental health incidents more than ever before with Suffolk Police noting a 342% increase from 2019 to 2021 (Syal, 2023). The increase is likely a result of a struggling mental health / health care system alongside globalisation and more and more citizens experiencing mental health troubles. Furthermore, these incidents often happen as a result of additional factors such as financial issues or the consumption of drugs and/or alcohol. This particular incident occurred during my third year whereby myself and a colleague attended a report of a male in the street experiencing a mental health crisis. Friends and family knew the male to have an extensive history of alcoholism and following periods where he would not consume alcohol, it would result in ‘breakdown-like’ symptoms where he does not make any sense, be capable of looking after himself or holding down a conversation. The male had ripped down his kitchen ceiling revealing gas pipes and had thrown paint over his front garden. As the male was still out in the street as we attended, we sectioned him under S.136 of the Mental Health Act and conveyed him to hospital (Legislation.gov.uk, 2017). Due to his concerning behaviour at the time, the mental health unit were not able to assess him in that state of mind and so we had to take him to A&E first where he was given medication to calm him down. The experience was overall a positive one in my opinion as it provided an insight into more complex mental health issues, as well as the affect of physical health problems on mental health. The experience was also valuable as it highlighted the importance of the public perception of the Police. Multiple neighbours were in the street attempting to aid the male prior to Police arrival, and therefore when we were required to use force to escort the male to the marked Police vehicle to convey him to hospital, it was key that our actions gave the public confidence in us as officers. 

The experience also provided the opportunity for me to reflect on my duties as a modern day police officer. In the previous century, the role consisted largely of ‘fighting crime’ whereas it has now transitioned into a list of duties including protecting the public. Furthermore, the experience has promoted learning and in future it has encouraged me to consider all possibilities where mental health is concerned. The experience also provided evidence of the multi-agency collaborative working that is promoted by the College of Policing through frameworks such as the Strategic Policing Requirement, Policing Vision 2025, Workfroce Transformation 2018 and the College of Policing’s 5 Year Strategy.

In order to improve when experiencing a similar situation in the future I will ensure to remain empathetic with service users and to abide by the Code of Ethics at all times. Mental health crisis are often dynamic environments whereby a person’s behaviour can range from aggressive to unpredictable, going forward I will ensure to utilise my officer safety training particularly when needing to use force. 

Another example incident which evidences my duties and responsibilities as a modern day police officer is the number of domestic-related violent incidents I have attended. It is unsurprising that domestic violence related incidents are among the most common in my division, when the Crime Survey for England and Wales estimated 2.4 million adults aged 16 years and over experienced this form of abuse in the year ending March 2022 (Office for National Statistics, 2022). During this past year I attended an incident that was reported by a social worker regarding domestic violence suffered by one of their service users. It was alleged that the ex-partner of the victim had physically assaulted her several times in addition to committing GBH against their incredibly young child (Crown Prosecution Service, 2022). The social worker accompanied them to hospital where myself and another colleague met them and obtained further details and statements. The suspect then fled to another force area and remained outstanding for sometime. 

This incident was invaluable and one of the most memorable of my career so far, because of the range of factors involved. Again, it provided an opportunity for multi-agency working such as social services and the NHS in addition to working with cross-forces. Another factor adding to the complexity of the case was that the victim and suspect were foreign nationals and so English was not their first language, which caused somewhat of a barrier to communication. Additionally, the incident involved the newest threat considered by the home secretary in the Strategic Policing Requirement 2023, ‘violence against women and girls’ and therefore highlighted just how important the issue is (Home Officer and Braverman KC MP, 2023). The experience also emphasised a change in the role of police officer as fighting crime is no longer our sole responsibility, with safeguarding being more important then ever before. 

I was very satisfied with the performance of myself and my colleague overall. Given the complex nature of the incident, we really aimed to build a relationship with those involved in order to instil them with confidence to not return to the relationship as well as confidence in us as the Police. Going forward I will ensure to improve partnership working on all occasions. 

In summary, the role of a modern-day police officer has changed greatly compared to decades ago. The duties no longer consist solely of fighting crime but revolve heavily around protecting the public such as dealing with mental health incidents, as well as acting as a role model through increased levels of accountability for forces. The College of Policing is an organisation unlike any other before it, which is constantly developing new ways of learning for forces to adapt to our ever-changing and dynamic society.

Word Count: 2019
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Task 2

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:


The creation of social media sites first began in the new millennium following the rise of the internet becoming more widely available. Although these platforms may vary in certain aspects, social network sites are defined as “web-based services that allow individuals to (1) construct a public or semi-public profile within a bounded system, (2) articulate a list of other users with whom they share a connection, and (3) view and traverse their list of connections and those made by others within the system (Boyd and Ellison, 2007). With the number of users of social media networks becoming ever more diverse, particularly in relation to age, it’s understandable that organisations across the world including the emergency services are making increasing use of these sites. Research conducted in January 2023 found there were 57.1 million active users of social media in the United Kingdom at the time data was collected. That figure equates to 84.4 percent of people in the UK actively using at least one of these sites (Dixon, 2022). 
Furthermore, the College of Policing has complied a report entitled Future Operating Environment 2040 which provides a series of considerations for Police Services in England and Wales for the next two decades. One of the ten trends listed is “Technological change and convergence” which highlights the need for police forces to be adaptable, aware and to embrace technology (College of Policing, 2020). 

Many Police Forces across England and Wales have been using accounts across the main social media platforms for some time. These include but are not limited to; Facebook, Twitter, Instagram, Tiktok, YouTube and LinkedIn. Each individual force has their own policy surrounding the use of social network sites for policing purposes, in addition to guidance and policy about personal use of social media by police officers and police staff. South Wales Police’s digital and social media output is owned by and largely run by the Communication’s and Media Department, and the policy is available to staff and officers on the internal intranet. Within South Wales Police (SWP), there is one generic account across the majority of social network sites such as Facebook, Twitter and Instagram. In addition, there are divisional accounts that cover the three different geographical locations, which can therefore provide more localised and relevant information to residents or people that frequent specific areas. There are also specific accounts for SWP sporting teams and specific departments such as the Mounted and Dog Units. 


The Gibbs Reflective Model will be implemented throughout this essay to examine my experience, as a constable in my final year of probation, of the use of social media in policing. In addition to critically assessing how these sites are utilised by Police as well as the benefits and risks that exist with its use. The model encourages reflective practice to create learning opportunities for the future (Gibbs, 1988).  

As a response officer mainly conducting mobile patrol duties, my use of social media for policing purposes largely consists of the dissemination of information for public awareness as well as appeals for information. Missing person reports are one of the most frequent purposes of policing social media posts. The College of Policing, along with The National Police Chief’s Council and other organisations provide the mnemonic “MEDIA” denoting considerations when issuing a media appeal for a missing person. This ensures that the privacy of the missing person, the extent and effectiveness of the appeal, specificity of locations, vulnerabilities and consent are all considered (College of Policing, 2022). Whilst on duty with a colleague, we attended a missing person report, which occurs often. However, this report was relating to somebody I had dealt with a month or so prior, as a victim to domestic violence where the perpetrator was still outstanding. The missing person had been living in emergency housing and social services had become involved due to the level of violence allegedly committed by the perpetrator. The circumstances surrounding the missing person report were that they had not informed anyone of their plans, had left lots of clothing behind but had taken with them, their charger, phone, passport, purse and some other belongings with them. They then stopped answering to those who they had built up a good rapport within the local community. Due to them being a foreign national, the initiator of the report provided consent for a social media appeal. In addition to working with other police forces, partnership agencies and information provided from members of the public, within a few weeks, the person was located with the outstanding suspect of domestic abuse against them. The perpetrator was subsequently arrested, and the missing person was sighted safe and well by officers.

Prior to the experience, I felt apprehensive about the safety of the individual due to my prior knowledge of dealing with the missing person. I was aware of their vulnerabilities as a victim of domestic violence, especially as this type of crime has more repeat victims than any other crime, and victims will return to the relationship many time (Living without abuse, 2021). When requesting permission from the reporting person, I also considered the effectiveness of a social media appeal. It is vital to weigh up the risks versus the efficiency of a social media post. In this case, the perpetrator may well have seen the appeal which could pose further harm to the victim. Additionally, I thought about the fact that the missing person was being housed in emergency housing, therefore it was important the location provided on appeal was not too specific as for people to find out the address of the initial report. The appeal remained live for some time with designated missing persons officers progressing the matter when on duty. As time passed during the experience and the missing person was still outstanding, I felt increasingly nervous about their safety. However, I ensured to remain professional and prevent unconscious bias from affecting my daily duties. When the person was eventually sighted safe and well in another force area, I felt a great sense of relief amongst concern that they had travelled so far to return to their abusive partner.

The use of social media in this instance was largely effective. The appeal spread awareness among the public and resulted in a number of reported sightings of the missing person. However, the social media posts were not the main factor in locating them. On this occasion, they had left the force area and therefore partnership working appeared more successful than the use of social media itself. Another positive of social network sites being used for a policing purpose, is the access to the missing person’s accounts which can provide invaluable information. As with suspects, online platforms can provide a virtual cover. Account activity can provide intelligence into potential locations and associates to consider during the search for missing people (the Police Foundation, 2014). In this particular case, it was helpful as associates linked through social media eventually resulted in locating the missing person.

When analysing the use of social network sites in policing such incidents, one of the most prominent factors is both a positive and negative. Sir Robert Peel first introduced the notion of policing by consent in 1829, within the nine Peelian principles set out in the “General Instructions”. Policing by consent still remains prevalent now with our functions and duties as officers, being dependent on public approval (Home Office, 2012). The use of social media by Police Forces creates a two-way dialogue. On the one hand, this heightened level of communication can increase public trust and confidence. On the other hand, Facebook comment sections on such appeals can result in false sightings and a breeding ground for negative comments irrelevant to the missing person investigation. The use of social media also went well because of the inclusion of the level of communication between multiple forces. Once the investigation had managed to find out the route taken by the missing person and provide a more specific location. Appeals were also made via that force’s social media, resulting in them being located safely and the suspect being arrested. Another positive, although circumstantial, was the arrest of the missing person’s partner whom had been outstanding for several months, and consequently further safeguarding for the missing person. 

This specific experience provided valuable learning in the use of social media for policing purposes. As a constable undertaking patrol every day, patrol duties, my usage is still far from personal. The decision to utilise social media as part of an investigation or to spread awareness is taken by officers of higher ranks. However this incident has proven that social media allows the Police to disseminate information to a much wider pool, particularly those ‘harder-to-reach’ groups such as young people who would not typically attend more traditional, in person meetings (the Police Foundation, 2014). Additionally these platforms provide a much faster and cheaper alternative of information sharing. Posts can be seen by thousands of people within seconds, and there is no cost to the force. In future, I will consider the consent to share a missing person appeal on all occasions.

When attending future incidents of a similar nature, I will ensure to ask all reporting persons for their consent. Additionally I will request up-to-date photographs of missing persons to enable the most relevant information to be included in the appeal. Furthermore, I will abide by SWP force policy such as never using a custody photograph within a missing person appeal, unless as an absolute last resort.

Modern day policing uses social media for a number of different purposes. The cost effectiveness and time efficient benefits allow forces to disseminate information such as major incidents, road closures and advice on issues such as domestic violence, fraud. Additionally, it can be used as a method to appeal for information during investigations, missing persons, wanted suspects as well as highlighting the work of police officers through showcasing convictions. Another benefit for social media leans toward neighbourhood Policing and reducing the barrier between the public and police. Online platforms create opportunities for engagement such as celebrations of religious holidays such as Ramadan and Hannukah, as well as an insight into policing through departments like the mounted and dog sections. However, it is no surprise that social networking also provides increasing risk through personal misuse and creating an opportunity for important causes to be clouded by unrelated issues being raised in the wrong places. Ultimately, there is a need for further education to be had in terms of emphasising the Code of Ethics in relation to personal use of social media. Each force has their own policy on personal use such as prohibiting officers from content creation such as sites like only fans, in addition to not allowing reference to the job on dating sites. Education and learning from further research are also needed in ensuring Force accounts are utilised in the most effective possible way. 

Word Count: 1817
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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:

Kolb’s model of reflective practice will be used to critically evaluate leadership styles used in policing and my personal leadership in diverse operational requirements. Kolb, similarly, to other models, encourages learning from experiences. It is formed by four stages: concrete experience, reflective observation, abstract conceptualism, and active experimentation (University of Hull, 2021).

In 2014, the College of Policing founded the Code of Ethics as part of the movement to professionalising Police Forces across England and Wales. The code sets out nine policing principles as well as ten standards of behaviour. One of the main themes that run through these expectations is leadership, as it is integral to everyday policing, no matter the rank or department (College of Policing, 2014). The College of Policing released the ‘Leadership Review’ in 2014 and defined leadership as “the quality which connects an understanding 
of what must be done with the capability to achieve it”. The review was produced to promote a change in police workforces in terms of skills and knowledge, and ultimately to adapt in an ever-changing environment such as “political accountability, patterns of crime and in the task of protecting the public”. The review signifies leadership can be categorised into four dimensions: individual, operational, senior and organisational (College of Policing, 2015). As a police constable in the final year of probation, leadership on an individual and operational level are considered most relevant to everyday decision making. However senior and organisational leadership also directly affect my role in delivering a service to the public. 


Management and leadership involve some overlap but by differ by nature. Leaders will often have to perform management tasks but managers will fulfil the opposite. Leadership predominantly focuses on people-orientation whereas management focuses on task-orientation. Leadership is described as involving a clear vision. That vision needs to be shared with others so that they will follow the leader willingly, helping them to buy into the vision and even to achieve their own. A leader should also provide the information, knowledge and methods to realise the vision alongside balancing the conflicting interests of all members/stakeholders. There are also several different approaches to leadership such as; transactional, transformational autocratic, democratic, laissez-faire, situational leadership, action-centred leadership and delegation continuum of responsibility and employee freedom. 

Two of the most well-known leadership models were contrasted by James MacGregor Burns in 1978, as transactional vs transformational. Historically transactional leadership was widely used for example by politicians who would “exchange one thing for another: jobs for votes or subsidies for campaign contributions”. Business leaders would also tend to take the form of transactional leadership by offering financial rewards for increased productivity (Burns, 2007). However evidence suggests transactional leadership within the police does not generally work. Heavy reliance on rewards and punishment rather than employing transformational behaviours may have fewer positive impacts on subordinates. This is not to say transactional cannot be effective in specific scenarios. Ultimately leadership is viewed differently by persons of different ranks and those with different motivating factors. Officers who thrive off goal-orientated tasks may prefer transactional leadership as the more pro-active officer, whereas younger in service officers or those who prefer paperwork related tasks such as casefiles, may be less inclined to follow this type of leader. In contrast, ‘transformational leadership’ offers a more modern, appealing view of leadership as it aims to positively develop followers and intrinsically motivate them (Bass and Riggio, 2006). Transformative leaders tend to inspire, intellectually stimulate and appeal to it’s followers’ moral values. Evidence suggests that this style of leadership encourages organisational commitment from followers, which is vital in achieving organisational goals. Considering the possible benefits of these leadership styles, it is unsurprising that ‘mixed style leadership’ which consists of aspects of the forementioned styles, may be most effective compared to a leader who consists of one of the other. Research into management within the Nursing profession found that mixed leadership style, especially that of transformational and transactional, are likely to lead the most enthusiastic staff and those who feel most supported (Lipley, 2004). 

A prominent leadership style utilised in policing is active leadership/role modelling. This kind of leader are actively engaged such as regularly going out in the field as well as promoting integrity and continuously aiming to improve the ethical culture of their force. The College of Policing promotes the idea of role-model leadership especially where supervisors are concerned. The CoP encourages use of the competency and values framework as evidence indicates a link between role modelling and positive behaviour from team members, particularly in relation to ethics and integrity, conducting proactive investigations and helping officers to recognise and ascertain relevant skills and attitudes necessary for effective policing in particular settings. Role modelling can also influence whether subordinates feel included and is more effective at guiding behaviour (College of Policing, 2022). 

Situational leadership is one of the most adaptive styles where the leader has to be flexible. This style adapts to the existing work environment and needs of the organisation and modifies their style of management to meet requirements in a dynamic environment (St. Thomas University, 2014). In a policing context, leaders modify their behaviour to suit the context of a situation such as years of experience, rank and the roles of subordinates. Another leadership style used in Policing is participative, which encourages subordinates to be involved in the decision-making process. This style falls under the democratic umbrella and enables subordinates to make decisions relating to the organisation. Evidence suggests this increases job satisfaction and provides a sense of ownership within their work. This style has increased in popularity over time as job satisfaction has become more appealing with worker’s collaborating their personal targets alongside organisational goals, such as officers applying for promotion to more senior roles. Laissez-faire is another well-known leadership style but does not tend to be successful within the Police force, nor in many other industries with the consensus being largely negative. Laissez-faire translates to “letting people do as they please” and essentially refers to a lack of leadership, they can also be called passive or inactive leaders. Typically these style leaders do not want to engage in the decision making process and give subordinates the freedom to work how they want and enables them to be responsible for their own-decision making (Qayyum Chaudry and Javed, 2012). 

Unfortunately, there is no definitive answer to the single best leadership style to employ within policing. Preferred leadership style will be dependent on the characteristics and motivating factors of the subordinates of the follower and there is little evidence to measure the impact of different leadership styles on operational and organisational outcomes. There is evidence however that suggest emotional intelligence is very impactful within leadership styles. On the one hand, it can contribute positively to police leadership effectiveness but if a leader is narcissistic or egotistical, emotional intelligence can undermine effectiveness. 

Following the consideration of different leadership styles, I will now reflect on my own experience during my three year probation and my ability to be flexible with different styles in changing circumstances. Within the past couple of months I attended a violent crime incident which resulted in the victim experiencing a medical episode including seizures whilst driving his car, this makes up the concrete experience of Kolb’s model forementioned. The day prior, the victim had recently had an argument with a third party in an establishment owned by the suspect of this incident. The victim re-attended the establishment the next day to apologise for the argument occurring on his property. The victim and suspect then engaged in a verbal argument with a slight physical altercation before this ceased. The victim returned to his workplace but the suspect then attended the victim’s home address and acted aggressively banging on the window to find only the victim’s partner was home. He therefore attended the victim’s workplace and struck him several times to the head with a baseball bat before fleeing the scene. The victim stated he was making his way to access medical care at the hospital when he had to pull over to the side of road due to experiencing a medical episode. Myself and two other colleagues attended the location in addition to Ambulance. Other officers attended an address linked to the suspect to prevent cross-contamination, and arrested him on suspicion of committing grievous bodily harm with intent, as well as seizing his vehicle and the weapon used in the attack (Crown Prosecution Service, 2022).

The experience was invaluable to me as the situation was dynamic and complex and meant I had to consider a number of factors and prioritise them in urgency. I had to consider the health and safety of the victim firstly due to injuries to his head, and the fact he had experienced seizures behind the wheel. Protecting life being one of the core operational principles (College of Policing, 2018). I also had to consider the dangers facing us, as officers and members of the public who were also at location, because of the incident occurring on a main arterial road. I therefore began implementing traffic control as it was going to be vital in maintaining a safe cordon. Obtaining and passing relevant information to my colleagues was also vital in order to arrest the suspect, and I felt this was completed to a high standard. I also thought about the relationship between Ambulance staff and the Police and the importance of multi-agency working, so that us as the Police and enough information about the medical state of the victim. On reflection I was flexible in my leadership styles. I was able to follow guidance from my more experienced colleague who also has many years of acting Police Sergeant experience. However I was also satisfied with my mixed style leadership and situational leadership during the incident. Three members present at scene were younger than myself in service, with one being a student in their tutorship period and so I was confident in my ability to motivate them whilst relaying outstanding actions that were required for the investigation. 

The third stage is ‘abstract conceptualism’ and enables me to gain learning from the experience. One of the biggest lessons I learned from the experience was from my colleague who showed clear participative and active leadership as well as role-modelling. He gave clear instructions and was methodical in his approach. The dynamic situation can easily become overwhelming because of the volume of ‘plates to spin’, however his systematic approach and active leadership style that each of us knew exactly what role the other officer was fulfilling. Another overwhelmingly positive aspect was the outcome of the initial response as it resulted in an efficient arrest and completion of golden hour enquiries (HMICRFS, n.d.).

The fourth stage is about putting learning into actions. When attending similar incidents in the future I will ensure to adopt a mixed leadership style, heavily featuring elements of role-modelling and situational leadership. I thrive when working as part of a team and I’m therefore able to take guidance just as well as taking on a more leadership role. Therefore I think the forementioned styles are best suited to my personality and characteristics. Furthermore I believe they are most suitable and flexible when conducting a mobile patrol / response to dynamic incidents. I aim to further research into leadership strategies as a way to develop my personal skills, achieve organisational skills and potentially develop my credentials should I wish to enter a promotion career pathway. 

In summary, there is no ultimate ‘right answer’ to the best leadership styles within Policing, especially when different departments and ranks are considered, particularly in the case of the most senior management. The force is made up of thousands of different people, whom although are bound by the same Code of Ethics, and may well share certain characteristics, ultimately, they will have different motivating factors. Therefore, a flexible leadership style is fundamental to motivating all subordinates. A mixed style of leadership particularly with aspects of role-modelling and situational is likely to create a positive working environment, especially because of the diversity of response Policing and the dynamic circumstances we encounter.
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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:


The Policing Vision 2025 highlighted “a need for consistency, accreditation and defined roles” as well as the notion that “roles need specific skills and knowledge, backed by qualifications”. In response, the College of Policing introduced the ‘Policing education qualifications Framework’ (PEQF). The programme involves dynamic operational training in addition to theoretical education and aims to professionalise Policing (College of Policing, 2020). As a means to achieving a professional service, the prospect of coaching and mentoring has become more prevalent within Forces across England and Wales. Coaching and mentoring, although often used interchangeably, vary slightly be definition. ‘Coaching’ refers to developing a person’s skill and knowledge so that their performance improves, leading to the achievement of organisational objectives. ‘Mentoring’ consists of a relationship where a more experienced colleague acts as a trusted advisor and guide and uses their greater knowledge and understanding of the work to support the development of a member of staff (Hayden, 2021). 

The coaching process is usually completed on a small scale, often a one-to-one basis and aims to achieve specific goals and skills. The coach aids to develop the coachee’s skills and knowledge in addition to supervising and guiding developmental pathways, and this is usually tailor made to meet the member’s specific needs. Coaching differs to mentoring, as it focuses more on the individual’s development as a means to achieving organisational goals. Coaches, particularly leaders and managers, can use coaching sessions as opportunities to embed skills and knowledge. This is particularly important in the Police service due to the necessity for high performance working practices (Wong, 2021). Coaching encourages flexibility through checkpoint and individual intervention opportunities as well as the long-term benefit of determining actions and style of change. Additionally, coaching also promotes self-awareness. Coaching encourages individuals to be insightful of their personal learning and behavioural styles as well as their strengths and weaknesses, and furthermore how they relate to their position in their team. Consequently, the person being coached will become increasingly more independent over time. The coaching process also differs to that of mentoring and is made up of six different steps. The first being ‘enrolling the individual’ whereby the coach and individual meet up and discuss their goals and objectives. The second next step to build upon their relationship. The coach and persons being coached exchange information, as well as mapping out the process and activities for development. The next stage is assessment and feedback. Assessment tools are utilised to gather a complete picture of how the individual’s style, personality and behaviour relate to on-the-job effectiveness and identify strengths as well as key areas for development. The fourth stage consists of development planning where a plan is created, objectives are identified, strategies and a timeline are confirmed. The pen-ultimate step is coaching to the plan. The coach and individual ensure goals are being achieved, learning is on-going and any issues that may arise are being dealt with. The sixth and final step is closure and planning of next steps. During this stage, progress is reviewed, and they the individual and coach begin to plan next steps. Three main principles underpin the notion of ‘coaching’. Firstly, both parties are equal. This is key to prevent an autocratic approach. (West, 2016) Secondly, the relationship is based on truth, openness and trust, and thirdly, coaching must address the whole person. 

Mentoring differs to coaching as the role is intended to offer advice and guidance, helping the mentee to clarify their goals, to identify and document key milestones and actions plans as well as to review and evaluate their own progress. Whereas a coach does not necessarily need to be someone in a managerial position, a mentor does tend to have a specific professional role in the organisation. They usually possess knowledge, skills and networking opportunities that would likely benefit the mentee. The process is initiated by the mentee and remains confidential between the two parties. The mentee also sets the agenda and identifies when they require advice, guidance and support. Another prominent juxtaposition is mentoring aims to improve both career and personal development, as oppose to coaching’s more organisation-based focus. The mentoring process is built up of four stages. The first is similar to the first stages of coaching, where the two parties build their relationship. They build trust between them, establish a time schedule and a preferred communication method. The second stage is where they exchange information and set specific goals. The third stage is where the mentee begins working towards those goals, with guidance from the mentor. The mentee makes progress through the sharing of resources, suggested learning and developmental techniques and they may even be introduced to other colleagues through networking. The final stage is the termination of the formal relationship. Both parties reflect on progress made as well as exploring areas where mentee may still require further support. Often the parties will conclude whether the relationship would continue in an informal nature due to the time elapsed through the mentoring process, which differs to that of coaching (Hayden, 2021).  

Kolb’s Cycle of Reflective Practice will be utilised to critically reflect on my experience of my three-year probation as a final year student in my Police Constable Degree Apprenticeship (PCDA). The model is formed of four parts; concrete experience, reflective observation, abstract conceptualism, and active experimentation, and intends to apply learning from one experience to future experiences (University of Hull, 2021). The PCDA is a valuable process as it enables Police officers across England and Wales to begin their career whilst obtaining a degree in policing, an opportunity that is not available in many other professions. The three-year probation periods see students like me completing a number of academic essays surrounding relevant topics including specialist areas of policing, policing theories as well as the prospect of professionalising policing. The transition from the six-month training period into the first glimpse of the heart of policing can be a very daunting prospect. Thus, the tutoring phase is vital to ensuring students feel supported through that time. Following the completion of the tutorship and progress through the next three years, talk often moves to next steps in your career, especially as response teams constantly change with colleagues moving onto different departments or going for promotion to leadership routes. Coaching and mentoring can be a key aspect in decision-making of this nature. The professionalisation of the Police service has remained a prominent aspect of the past three years, particularly where work-based learning is concerned.  In the past three decades there has been a “paradigm shift in higher education, one from a focus on teaching, to a focus on learning” (Barr and Tagg, 1995). Higher education has seen a transition from the delivery of education and assessment to student-centred programmes which focuses on learners. There is more focus on learners developing their understanding and their ability to actually apply the knowledge learnt in a particular industry (Goggin et al., 2015). The movement toward work-based learning, provides academic validity and contributes to both personal and organisational development.

During the past couple of years I have underwent a range of experiences through the concepts of coaching, monitoring and work-based learning. During my first twelve weeks on response, I had my first experience of coaching through the tutor-student dynamic. This provided a more hands-on instruction of skills and offered an opportunity to examine my ability in terms of strengths and areas to improve. I have also felt privileged to build upon a mentee/mentor relationship with one of my supervisors within the Force. This person has sought-after traits such as being an active listener as well as being encouraging and inspiring through being able to see their developmental from a constable in a relatively short space of time. They actively encourage me to build up my confidence through openly discussing potential career paths that I should consider. I have also experienced a range of different work-based learning assessments through the University programme that can be formative or summative, in addition to continued learning through the job role such as first aid, officer safety training and E-learning. 

This career path is completely different to any other experience I have had in terms of work. The role of a Police Constable has challenged me in ways I could never have imagined, despite the vast media coverage of the job. The nature of the job opens you up to dangerous and emotive situations because of the diversity of incidents we attend, particularly in response. In addition to this, there is the impact factor of shift work, including working weekends resulting in officers often sacrificing their personal/family lives for the job. At first I had difficulty in adjusting to the different nature of this work but I have really benefitted from my colleagues fulfilling coaching /mentoring roles. The advice I have been provided with has enabled me to continue fulfilling this role to a higher ability and emphasises, why I may not have succeeded in previous roles prior to joining the police due to a lack of coach or mentor.  

Colleagues of mine often undertake the role of a mentor, without quite realising their impact on myself. They have provided me with confidence to the point where I now often help out in tutoring new students, should their assigned tutor not be present. I have absorbed a range of ‘different ways of doing things’ which I have collated and subsequently produced my own methods. Upon reflection, I have identified further areas of development such as potentially following in the footsteps of my peers and taking on a more leadership style role in the form of ‘acting police Sergeant’. 

Going forward I aim to consider and take action of my future career paths. As observed from my colleagues, opportunities are limitless within the Police force. I aspire to take advantage of these options such as undergoing attachments with different departments such as CID to establish my preferred areas for development. From utilising these opportunities, I aim to further improve my confidence in my own abilities which will hopefully enable me to host acquire a long-standing career. Following completion of the PEQF programme, I will set SMART goals and upon achieving them, I will again begin the reflection process of those new experiences. I value and appreciate feedback in relation to all aspects of the constable role, particularly in regards to my completion of paperwork following attendance at an incident. I pride myself on putting maximal effort into this as it really promotes teamworking through shift handover and to working with other departments such as the hub/CID. 


The concepts of coaching and mentoring are invaluable to achieving the Policing Vision 2025 of professionalising the Police force. The relationships that can be built through these notions mean that the police service can meet the expectations of traditionally private professional industries, and ultimately provide the public with the service they deserve. Coaching and mentoring empowers officers/staff with confidence to develop their skills and ultimately achieve organisational goals such as protecting the public, preventing and reducing crime.
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