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:

This essay shall aim to evaluate the role the College of Policing plays from a strategic perspective in relation to contemporary professional policing in the United Kingdom. It will also evidence how I as an individual am implementing ways and means of how to fulfil the expectations and demands imposed upon me as a police officer who is less than twelve months away from becoming fully operational. The following essay will include an emphasis on a personal and critical reflection on how my journey up until this point has evolved, how I have adapted to organisational changes and how my role in and of itself has altered since my training first began in 2022.

The College of Policing – a creation accredited to the then Home Secretary and representatives from various policing organisations - was established in 2012 and serves as the professional body for policing, covering England and Wales (College of Policing). The College of Policing was created to replace the existing training, guidance and development that was historically provided by the National Police Library and the National Policing Involvement Agency (NPIA). The primary objectives of the College of Policing are to enhance the professional and public ideals of British policing via the reinforcement of professional standards, expert training and an expectation on the individual of continuous improvement.

The police Code of Ethics – first introduced by the College of Policing in 2014 – is a set of values which provide statutory guidance to police officers for standards such as their uses of the application of force, for them to carry out orders and obey instructions, an emphasis on equality and diversity and, perhaps most important of all, a mandatory requirement for honesty and integrity in every aspect of their duties (College of Policing, 2014).


Fig.1 - The Code of Ethics 2014 (Wood, et al., 2022)

In 2024, the college updated the Code of Ethics for ethical policing in the United Kingdom and provides updated statutory ethical principles for all police members to adhere to, as well as guidance for professional behaviour. (College of Policing, 2024)[image: A poster with text and images
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Fig.2 - Ethical Policing Principles, Code of Ethics 2024 – College of Policing

The College of Policing continues to evolve to meet the contemporary demands and requirements of police officers of today. In November 2014, it implemented a ‘Five-Year Strategy’ which was incorporated with;
· A vision to deliver ‘world-class’ levels of equipping its members with skills and knowledge to prevent crime, protect the public and secure public trust.
· A purpose to set standards of professional practice, to identify and promote good practice, promote ethics, values, and standards of integrity and to help police forces to work together towards the overall goal to protect members of the public and to prevent crime. 
· An emphasis on the values of integrity by always maintaining professionalism, accountability when making errors and to uphold the Code of Ethics. To be respectful, open, and honest at all times with both peers and public.
· Ways of working – where decisions should always be made based on the best evidence possible.
· Working with partners – Where the professional body of the College underlines the importance of the Home Office, Police and Crime Commissioners (PCC’s), among others.

Dame Shirley Pearce, the Independent Chair for the College of Policing, regarding the plan, states that the changing demands in British policing now drive “an increase in professionalism and raising questions about the knowledge base, culture and leadership required for effective 21st century policing”.

From a strategic policing perspective, in 2012, then British Prime Minister Theresa May introduced a Strategic Policing Requirement to underline the importance of a police response to dangers at national and localised levels, which would thus guarantee a detailed, planned, and well-implemented response to terrorism, organised crime and public disorder. This plan has recently been updated as of 2023 and has introduced violence against women and girls as a national threat, as well as reaffirming the validity of the existing threats (Home Office, 2023).

From a workforce perspective within the police, the National Police Chief’s Council (NPCC) implemented the Workforce Transformation in 2018 with a view to launching a new profession in conjunction with the Policing Vision 2025 with a more representative workforce within the police which will align the right skills, powers and experience to meet contemporary requirements. The main and overarching objectives of this uplift were to continue to build a modernised culture of adhering to the Code of Ethics within the police, training and development through academia, an emphasis on professional and personal development and creating a leadership and management development model which equips leaders to meet future challenges among many others. 
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Fig.3 - The Workforce Transformation 2018 – npcc.police.uk

To augment steps taken by the College, the NPCC and by the British government, other professional bodies also implement steps to modernise policing to keep up to date with ever evolving and contemporary policing requirements. The previously mentioned Policing Vision 2025 was developed by the Association of Police and Crime Commissioners (APCC) and the NPCC with five key priorities for the reform of:

· Local policing (described as the ‘bedrock’ of British policing) with an emphasis and ambition to incorporate a more ‘multi-agency team’ dynamic to pool funds rather than addressing issues and problems with a ‘silo’ approach.
· Police officers to be better trained in internet and online criminality.
· An emphasis on specialist capabilities, like armed policing, surveillance and major crime investigations.
· A partnership with the College of Policing to deliver workforces the training and guidance required to equip them with the powers and skills required to meet these challenging requirements.
· The consolidation of resources such as Information Technology (IT) and Human Resources (HR) in cross-force units and integration with local authorities and emergency services to mitigate costs.
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Fig.4 - The Gibbs Reflective Model

To ensure that I am consistently reflecting on my experiences throughout my policing career thus far, I have utilised the Gibbs Reflective Model (Gibbs, 1988) on many occasions. This model is a framework for examining experiences and learning from them. One such occasion involved a recent incident I attended where a female stated to my colleague and I that she had been physically assaulted by her neighbour following a dispute over their dogs running onto each other’s gardens. The female claiming to be the aggrieved was known to me from previous incidents and has previously been proved to be someone who embellishes or fabricates truths and is someone who suffers with a range of mental health problems. Having dealt with many domestic abuse-related incidents previously, I often take what the victim says at full face value and will arrest any person described as the perpetrator, with any potential investigation to be dealt with following the detained person’s processing and subsequent interview. On this occasion, I did this and arrested a male neighbour who had been identified by the female victim as I felt it was appropriate at the time. Colleagues had attended the area to assist while I was escorting the detained male into my police vehicle and by this point, due to the residential area of the arrest being an area known for an increased level of police presence, many neighbours had exited their properties and had been spoken to by my colleagues, delivering their accounts of what had happened. My sergeant subsequently requested that I de-arrest the male and the matter be dealt with a different way, given that the female victim had subsequently been identified as the person who had instigated the original argument between the neighbours, and that no assault had taken place. On reflection, I should have obtained more information and conducted more of a detailed investigation at scene into what happened and perhaps waited a little longer for colleagues to arrive. I could have also conducted enquiries for CCTV within the residential area to aide with the identification of any possible offences. In future, I will heed this oversight and will treat every incident involving any assault allegations on its own merits and utilise the National Decision Model (NDM) with more attention paid to gathering information and intelligence.


Conclusion

In conclusion, the College of Policing plays a vital role in setting standards to which I and every other member of the police forces of England and Wales are to adhere to, to mitigate or to improve the reputation of the police itself across the United Kingdom, but to emphasise the police’s core values such as transparency, professionalism and trust so that members of the public can feel confident in reporting incidents and, just as importantly, believed and fully supported when doing so. As evidenced, the importance of updating plans, schemes and legislation that is already in place is crucial to adhering changing demands from a policing perspective.

From a personal perspective, I continue to push myself daily while executing my duties. I treat every shift as an opportunity to learn, adapt and thrive and I do this by taking on board as much information as possible, whether it be learning how to deal with certain calls and situations or by learning from any shortcomings or mistakes I make along the way. I also try to be as dynamic as possible to continually adapt to any organisational changes and alterations to existing legislation so that certain methods that I may have previously implemented – which may become outdated or obsolete – are altered so that I am in full compliance and therefore free of the possible contravention of rules or regulation breaches. This is to ensure that I provide the best possible service to the public and towards my peers and colleagues. With the ongoing recruitment drives, which see the influx of new faces bringing with them new perspectives and new backgrounds and given that I am now over two years into my career, I find that I am quickly becoming a more experiences officer and perhaps someone that new officers can look to for advice and assistance in anything they may need to bed into their new careers themselves. I consider myself very approachable and friendly and I have always excelled when it comes to tutoring or passing on knowledge, dating back through all previous roles and vocations that I have undertaken, and also outside of a working environment. Not that long ago, I was in their position, so that I am able to empathetically bridge the gaps between themselves, myself and then towards my colleagues who vary from more experiences than I, to vastly more experienced than I am at present.

Following the completion of my initial training in September 2022 and since the beginning of my role as a response police officer, I have already witnessed transformations in policing. For example, with changes varying from minor and incremental, to major and national, I have had to adapt to cultural changes such as the correct gendering of members of the public and the sensitivity around the subject to a national speed limit change on many Welsh roads to 20 miles per hour. Changes, as I was quickly made aware within my first fortnight on response – with members of my new team leaving the job or moving to other teams – is and will forever be a regularity and a phenomenon that I will need to be prepared for and be able to adapt to throughout my future career within policing.
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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.

1. Consider the force policy on using social media for professional information and engagement purposes. 
2. What social media platforms are used by policing?
3. 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:

This essay shall aim to critically evaluate the use of social media platforms by police forces in England and Wales, with emphasis on how it is utilised to inform and engage with communities. Consideration will be given to the policies of using social media by police forces – which should be purely for information and engagement purposes, as well as social media platforms such as ‘X’ (formerly ‘Twitter’), Facebook, YouTube, Snapchat and Instagram and the benefits and risks of using them to reach a wider audience via electronic means.
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Fig.1 – Most widely used social networks worldwide. January 2022 – January 2023. Cureus, 2023
‘Social media’ is defined as a set of interactive internet applications (colloquially referred to as ‘apps’ – some of which are noted in the above graph) that facilitate creations and sharing of user-generated content (Davis, 2016) with an estimated 45% of the current world population currently having access to it via some form of online account (Storm, 2024). This number, when put into a context based within the United Kingdom only, is estimated to be as high as around 53 million people – just under 78% of people – currently on social media (Zivkovic, 2024), with this number surely rising exponentially year on year. In England and Wales, social media-specific offences include ‘trolling’, meaning online abuse from person to person which is often anonymous, ‘grooming’ which refers to the actions of a person who builds a bond with a child to gain sexual gratification or to sexually exploit the child and also online stalking, a form of harassment involving persistent unwanted contact. Those found guilty of these offences can be prosecuted under the Malicious Communication Act 1988 and the Communications Act 2003 (Crown Prosecution Service, 2017). There are, however many other forms of relevant legislation covering online offences.

Social Media use by the Police

As web-based technology evolves, police forces all around the world have invested heavily in their use of social media. Globally, between 2007 and 2017 in particular, police forces invested in the use of social media to engage with the public and guidelines were created as a means to train officers in this field (Fernandez, et al. 2017). The association of Chief Police Officers (ACPO), who state that “not only is social media a part of modern life”, but it gives police a platform to hold conversations with the public that cannot, or which may not be pertinent to conduct in person. ACPO also states that “there are some hugely productive uses of social media that support crime reduction and detection” and that the “speed and reach it gives us (as a police force) is a very powerful tool” (NPCC, 2014). Prior to this, the move of policing communication from the physical to the virtual (i.e. social media’) has been described as increasing constabularies relationship with the public, thus making the police more “open, participative and democratic” (Fink and Zerfass, 2010), (Avery and Graham, 2013). In keeping with the force’s social media policy, it is imperative that any member or officer posting any personal views make it clear that what they are posting is not a representative of the force or the community they serve, and that every effort must be made to not bring the police into disrepute.

Police forces in England & Wales often utilise Facebook to spread awareness of missing persons, off-road bikes and other risks to the public and general awareness of upcoming local events or other instances that could have either a positive or negative impact the wider community. Teams and groups within the policing world also use WhatsApp – a heavily secure and encrypted online communication service -  on a daily basis, both in and out of work to stay connected. The benefits of this rather than traditional phone calls or SMS text messaging are that communication is instant and it allows for multiple people to be communicated with rather than having to pass information to each individual at a time.

In contrast to these positive and productive outcomes of social media and its use, there are evidently negative outcomes, within a policing context, there are several elements of risk. These risks are categorised by the Home Office (2013) into the following five elements:
· Breach of trust or confidence – Covering the disclosure of information obtained by the police – either about the police or its colleagues.
· Unauthorised disclosure of personal date – In keeping with the DPA (Data Protection Act) 2018 which has now implemented the (GDPR) General Data Protection Regulations (Gov.uk, 2018). 
· Bringing discredit to the police force – On or off duty conduct which affects public confidence. Police officers should be mindful of the viral effect of the internet and social media when uploading any content.
· Revealing personal information – Increased vulnerability to harassment, corruption and blackmail. Police officers are expected to take provisions to maintain a sense of confidentiality with regards to their home addresses, phone numbers etc and are expected not to associate with the social media of criminals.
· Revealing operational material or tactics – The disclosure of tactics used by the police, including covert tactics, which may be prejudicial to investigations and subsequent arrests. Any breaches of this by police is an offence under The Official Secrets Act 1989.

The utilisation of social media and online sources by police forces to conduct searches for individuals believed to be involved in clandestine or criminal activity is referred to as ‘open source’ investigation. In keeping with Dr. Edmund Locard’s principle of exchange that ‘every contact leaves a trace’, or ‘footprint’ (Locard, 1920), as all police computer infrastructures are allocated their own unique internet protocol (IP) addresses, many modern criminals are easily able to determine whether police computers have searched for certain persons. This simple investigation on a criminal’s part could then hinder an investigation in significantly detrimental fashion.

Social Media use by the public

From a public perspective, social media incorporates many benefits and risks. Social media promotes knowledge sharing, provides a platform for people to stay in touch with friends, new and old, promotes free learning and can help communities with shared experiences. Where crime and reporting is concerned, social media can be utilised to report anonymously to put those who fear repercussions of reporting at ease. According to uSwitch data, as of 2022, 86% of people in the United Kingdom use their mobile phone to go online. This is compared to 28% in 2009 (Baker, 2024). This is clear evidence that the level of accessibility to a social media, and in turn, a reporting platform – for any member of the public regardless of levels of ‘tech-savvy’, or disability - is at an all-time high.

Due to its beneficial social aspects and opportunities, researchers have noted social medias positive individual impact on college students (Kim & Kim, 2017), those users experiencing low self-esteem (Ellison et al., 2007) and similarly an increased sense of “life satisfaction and civic engagement and participation” for ‘intense’ users of Facebook (Valenzuela et al., 2009) while it has been argued that social media has been shown to decrease mental health and well-being (Kanchan & Gaidhane, 2023).

In order to police the “wild west” online, the introduction of the Online Safety Bill by British parliament in 2021 aimed to create new offences and tighter rules to protect users, particularly children and those less technology ‘savvy’. Damian Collins, then chairman of the joint committee stated at the time that “what (is) illegal offline should be regulated online” (BBC, 2021). The aims of the bill were to create new offences to police the general distribution of ‘seriously harmful’ misinformation, an aim to decrease the level of ‘scam’ marketing, the making of content that promoted self-harm to be made illegal and for the introduction of a new offence named ‘cyber-flashing’ – or the sending of unwanted naked images. Prior to this proposal, nonconsensual pornography, also known colloquially, and more well known as ‘revenge porn’ was incorporated under the Criminal Justice and Courts Act in 2015. This was later amended by the Domestic Abuse Act in 2021 to include threats of any disclosure of private sexual photographs or films (College of Policing, 2022).

Conclusion

In conclusion, I have learned from research into this subject that the use of internet, social media and other online services within a policing context comes with a myriad of pros and cons. Its positive outcomes – such as its use to locate missing persons and to increase public awareness of criminals unlawfully at large - can be eclipsed by its pitfalls and the high amount of risk involved with its utilisation. Police officers must – at all times – pay close attention when using any social media with close adherence to guidelines published by ACPO (now NPCC) and the National Police Improvement Agency (NPIA), in addition to legislation such as the Computer Misuse Act 1990 (Crawford, et al. 2020). The Independent Office for Police Conduct (IOPC) warns that conduct that could bring any of the British police forces into disrepute through inappropriate or offensive behaviour conducted online either on or off duty by any serving police officer is deemed as completely unacceptable and could lead to investigation or worse, dismissal due to gross misconduct (IOPC, 2021). Due to my findings within this field, I shall always seek advice and guidance where possible in any use going forward and shall seek to read through any applicable literature if faced with any issues with my personal use of social media platforms.

To keep up to date with a modern world, with all of its existing and ever-advancing technology, the importance of police across the world moving with the times is imperative. Not only must the force represent the public for which it stands to protect in terms of equality and diversity, but so to must it mirror the high level of intricate electronic and internet-based crime with an adequate level of contemporary means with which to mitigate, investigate and to prosecute those guilty of committing such offences. I have discovered that, with the introductions of more safeguarding measures being put in place to protect members of the public while online – such as the proposal of and introduction of putting new offences into law – that there will be a much heavier workload for police to deal with in coming years, if the data included in this essay relating to mobile phone usage is anything to go by. I have also learned more about so-called ‘newer’ offences such as ‘revenge porn’ which have been born and have grown in line with the post-millennium rise of mobile phone and internet use and I believe that these learnings will benefit me greatly hen dealing with them in my policing career going forward. It is of critical importance that police forces adapt to these new crimes in line with the advances in technology and, in turn, all new laws and legislation put in place to protect the user.
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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.  


	
[bookmark: _Hlk174884659]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.
[bookmark: _Hlk175237049]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:

This essay will aim to critically evaluate and evidence my flexibility in leadership style. It will also aim to analyse specific leadership strategies that I have personally adapted and developed to manage a vast array of different operational scenarios within a policing context, and how I have been able to adapt my own leadership styles to reflect these circumstances. The context and efficiency of existing leadership models – which are commonly used in policing – will be included, considered and analysed also.
 
Although the terms ‘management’ and ‘leadership’ are often regarded as having interchangeable definitions. Put simply, ‘management’ is generally the process of planning and control while ‘leadership’ is the process of people working to achieve a target, goal or objective as a collective (McCauley, 2024), or it is “the action of leading a group of people or an organisation” (Pandey, 2022). There are a number of different styles of management, ranging from a charismatic leader to a transitional leadership style. When implemented correctly, all of them can be effective management styles. (Miranda, 2023).
In any role that requires leadership, it is imperative to be dynamic and to possess the ability to adapt and react to change in situations, or, as research suggests “the most effective leaders switch flexibly among the leadership styles as needed” (Goleman, 2000).

As summarised by journalist Rebecca Knight in a Harvard Business Review, management styles of effective leaders can be categorised into six individual styles, these being:
· Coercive leadership style – Which demands immediate compliance from employees. This particular style is the “least effective in most situations”, according to Goleman. This is due to it being characterised as an authoritarian approach with a ‘do-what-I-say’ attitude exuded by a company’s leaders, thus resulting in short-term results with a negative and corrosive long-term impact on company culture and, in turn, a high employee turnover with a disinterested workforce.
· Authoritative leadership style – Which mobilises employers and persons towards a ‘vision’. This style sets clear guidelines while avoiding micromanaging, while placing trust into employees to work towards said ‘vision’ with a sense of autonomy and creativity. In direct contrast to coercive being the least effective kind of leadership, authoritative leadership is oft regarded as the most effective and inspiring of leadership styles.
· Pacesetting leadership style – Which involves expecting excellence and self-direction and holding oneself and others to high standards. This monkey-see-monkey-do style is self-explanatory but does come with its pros and cons. For example, Goleman states that the constant push for productivity and high-standards of work can create a “pressure-cooker work environment”.
· Affiliative leadership style – Which involves building emotional bonds and a sense of team spirit and camaraderie. Combining this approach with the authoritative style creates more balance by offering both support and direction.
· Democratic leadership style – Which involves creating consensus and harmony within a workforce by utilising less of a delegatory and authoritative approach when dealing with its employees, giving employees a lot more ‘freedom’ and sense of trust to strive for excellence without being spoon-fed or overly ordered around.
· Coaching leadership style – Which focuses on developing people for the future. This style is focused on individual growth as opposed to the growth of the overall team being a primary objective, echoing the adage that the value of the individual is greater than the overall sum of the parts. Individuals contributing their own individual skillsets and ideologies, as the way the combine adds a much greater quality from an intrinsic perspective (Sin Nam Lim, 2021).

These styles also feature - and have expanded upon - a model created by German American social psychologist Kurt Lewin in 1939. This model is referred to as Lewin’s Leadership Styles Framework, or more simply, Lewin’s Leadership Theory (Lewin, 1939). The genesis of this model has been disputed, with it being argued that it emerged following Lewin’s death in 1947 (Cummings, et al 2015).
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Fig. 1 – Kurt Lewin’s Leadership Styles – leadershipahoy.com

While comparing Lewin’s research with that of Rebecca Knight’s, Lewin’s appears to be a simplified version, with the three categories of styles forming umbrella terms which encompass those stated by Knight. Lewin’s ‘autocratic’ seems to include the ‘authoritarian’ and ‘coercive’ leadership styles described by Knight. ‘Democratic’ is self-explanatory as the name and style remains the same with both researchers, while Knight has introduced ‘pacesetting’, ‘affiliative’ and ‘coaching’ styles in the sixty-plus years since Lewin’s original psychological studies. Lewin also included the ‘Laissez-Faire’ style in his three-category model, with this being described as a “zero leadership” style where employees (or ‘team members’) make all of the decisions while the ‘leader’ simply acts as a ‘boss’ rather than a coach or a mentor to them.


In 2023, The College of Policing published guidance to set out leadership standards at five organisational stages. These range from stages one, two, three, four and stage five, featuring a spectrum containing ‘leadership foundations’, ‘first-line leaders’, ‘mid-level leaders’, ‘senior leaders’ and ‘executive leaders’ respectively (College of Policing, 2023). The college – following extensive engagement with the police forces of England and Wales – have also explored and devised six key elements which are expected of its leaders at all levels;

Inspiring common purpose – Where police leaders build a strong sense of values within the force and an engagement with members of the public and stakeholders. This is supported by a clearly defined vision, and it underpinned by the Code of Ethics.
Developing and valuing people – Where leaders demonstrate a strong commitment to the morale and  emotional, physical and psychological wellbeing of its workforce. Leaders are also expected to promote an ethos of personal and professional development of individuals and to set an example with their own commitment to learning and adapting.
Building an inclusive workplace – In order to build a police force that best represents the community it serves, leaders are expected to create a wholesome working environment in which every member, irrespective of their circumstances, background and rank, role or position is treated fairly and equally.
Leading across boundaries – An expectation that police leaders are not constrained by a lack of personal skills, knowledge or a low-level of confidence to lead their teams beyond the boundaries posed by organisations and traditional hierarchies.
Performance and improvement – Police leaders promote continuous improvement and learning throughout the force and organisation to always seek better ways of serving the public.
Understanding self and others – This places an emphasis on a leader using their own personal experiences to improve their own leadership skills and performance, with an importance on the leader being as authentic and genuine as possible to convey a sense of humanity.

In terms of how I have been able to apply a change in leadership style and with that an alteration in strategy to reflect changing circumstances, I will refer to an incident that I recently attended during my nighttime economy. This specific incident I attended in the company of a newer member of the force, who had only been operational for around six months at the time, and a Special Constable. A Special Constable is a voluntary role within the police force where unpaid members of the public are expected work a minimum of 16 hours a month. They are sworn officers with full powers (Blackstones, pg.22, 2022). 

During the early hours of my tour of duty, I was made aware of a fight that had broken out between two members of the public, with a member of nightclub door staff also being engaged in throwing punches. As a more experienced officer, I initially took it upon myself to take ‘the lead’ and to take charge of the situation, given that we were located in a highly populated area, surrounded by many members of the public who were intoxicated. Initially, the altercation simply appeared to be three males engaged in violence, but with quick dialogues with the public after separating the males, I was able to establish that the two males had been ejected from one of the clubs and the member of door staff has subsequently been caught up in the fight, before he had then decided it upon himself to continue to be aggressive and to continue to throw further punches and kicks into both males.

I have utilised the National Decision Model – featured in the below diagram - to incorporate and adapt a working strategy based on what information I could gather at the time, by continually assessing the threat and risk to evolve my working strategy, and to identify an internal list of options with a consideration for contingencies. As part of the investigation at scene, I have contemplated the viewing of CCTV and to my surprise, my less experienced colleague had already done so, and had quoted the use of necessary and proportionate self-defence in accordance with s.3 of the Criminal Law Act 1967 towards the male door staff member, before arresting him on suspicion of common assault, due to them “contravening their use of reasonable force”. Based on the CCTV, my colleague informed me that the other two males had not really done anything following their ejection and I have then subsequently given them dispersal orders to leave the area in accordance with s.35 of the Anti-Social Behaviour, Crime and Policing act 2014. This power states that any persons issued with the written must leave a specified area for up to 48 hours.
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Fig.2: The National Decision Model (NDM) – College of Policing


Conclusion

When dealing with the nighttime economy incident, upon personal reflection I believe that at the time and given the circumstances, I initially utilised an autocratic (or authoritarian) leadership style, possibly believing that my colleagues would not be able to perform at a certain level. I was pleasantly surprised by their willingness and fortitude to get directly involved in the breaking up of the three involved parties without any prompting, and their intuition to conduct a prompt and effective investigation when I was engaged with other matters and before assisting officers could attend to deal with other members of the public. In future, I believe that I would adapt a more democratic leadership style and will show more belief and trust in my colleagues, whether they are known to me or not. I would choose to adapt this style as it encourages the engagement and creativity with new lines and ways of thinking that can be brought to the fore by others. Autocratic leadership is also described as being detrimental to long term engagement, and long-term engagement with my peers and colleagues is something that I personally strive for.

Having researched the College of Policing’s five-stages of leadership, at these early stages in my policing career I would consider myself to be at or near to stage two. A stage in which I am expected to lead colleagues to act in the public interest and prioritise public service, to personally uphold the police Code of Ethics (College of Policing, 2014), lead community engagement to build and maintain new and existing relationships with communities and partners, among others. 
I believe that I am not currently expected to perform each of the level 2 expectations, as I am not in a supervisory role, with many of the seventeen ‘responsibilities’ seeming to centre around leading teams and allocating resources but do consider myself to shoulder the responsibility of effective leadership when new recruits are added to our team, and whenever I find myself working alongside less experienced or less confident officers.
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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:
Within this essay, I will aim to critically reflect upon my probationary period, which at the time of writing this is just over two years. In order to successfully be able to reflect upon my learnings and experiences thus far, I will be utilising Gibbs’ reflective cycle – which I am hoping will assist me to construct this essay. Throughout this essay, I shall also detail how I have benefitted from mentoring and coaching, how my tenure so far has helped me to meet goals (of a personal, professional, and organisational nature), and also how my limited experiences have aided my learning, development, and overall performance within the workplace.

Joining as a police constable at the age of 34, I felt great reservations about putting everything I had into my potential new career and was very aware that, given my age in comparison to the others in my cohort, I was also aware that those others in the group may be more academically apt than I was at the point of joining, as by this point I had been out of formal education for close to 7 years. I had left college in 2007 and had subsequently studied electrical installation between the years 2013 and 2015. I did however feel like I may have had a little to a lot more in terms of life experience that I could offer in place of academic achievement and in reflection, I do believe this benefited me greatly not just in training but performing tasks which focus solely on speaking to members of the public and when mentoring newer members of the force.

I quickly found that my expectations in the lead up to beginning training had been for the most part false and I soon found within a few weeks of the commencement of the learning that I felt very comfortable and full of confidence when spearheading topic after topic. Certain aspects of the training and certain topics I found easier to digest and compound to memory easier than others, with the learning of the very word-heavy legislation and certain quite complex laws. My by now tried and tested method of simply writing down the legislation sentence by sentence and reading it back over and over helped me to embed them into memory. I felt as if my favourite aspect of the training, aside from meeting and becoming friends with most of my training group, were the days where we were tasked with performing practical police real world-inspired scenarios. I found that I often performed to such a standard in these practical scenarios that I would often receive very good feedback from my trainers.

I learned a great deal about the means and techniques I had adopted during training, and how I used these techniques to remember things. Give my age, I was of the opinion that learning becomes more difficult with age (Harada, Love and Triebel, 2013). In an article published by Rasmussen University, styles of learning and the absorption of information is categorised into four distinct styles. These styles are ‘visual’ learners – where a person has a preference for visual learning such as observing pictures and diagrams, ‘auditory’ learners – who learn better when the subject matter is reinforced by sound, ‘kinaesthetic’ learners – who learn through experiencing or ‘doing’ things, and ‘reading/writing learners – who, according to the VARK modalities theory (Fleming and Mills, 1992) is where people tend to learn things better by writing things down. I would consider myself to be a ‘combination’ learner – meaning that I fall into more than one of the aforementioned categories – I believe that I am both a kinaesthetic learner, due to seemingly learning policing processes and procedures by conducting practical assessments, role-plays and scenarios, and also a ‘reading/writing’ learner, as I often used a large number of cue-cards to assist me with revision for tests and exams. The latter in particular I found helped me greatly in bedding information into my memory.

Following my successful completion of the initial six-month training phase, I was lucky enough to be placed in the same station that I had previously worked as a ‘Special Constable’ prior to joining as a police constable in March 2022. A ‘special’ constable forms part of the Special Constabulary force, consisting of warranted, uniformed officers who work on a voluntary basis, but possess the same powers as their ‘regular’ counterparts (College of Policing, 2020). I spent a year as a special constable prior to the commencement of my initial ‘regular’ training phase and was able to bring my learnings in this role with me to aide my transition and for large parts of the initial training itself. For large parts of the initial few weeks of joining ‘on division’, I felt the challenge of stepping out my comfort zone and into the ‘real-life’ world of policing, meaning that now all of my previous learning from the police-based scenarios in training would become much more vivid, potentially with much greater consequences should I make any mistakes or errors. I feel that during this transitionary phase, I could have performed much better and dealt with the ever-present thought in the back of my head that more would be expected of me in the role due to me having experience prior to joining the job full time. I feel like I could have perhaps applied myself in a better manner during these initial few weeks, with some of the mistakes I made now seeming quite trivial, such as a time I allowed an aggressive male back into an address rather than using a reasonable level force to refrain him from entering, this male had been removed from the address where his partner resided with him by my colleagues to prevent a breach of the peace. From an action plan perspective, and given what I know now in reflection, I would have dealt with this situation completely differently and would have utilised the National Decision Model (NDM) (College of Policing, 2013) and possibly even a ‘five-step’ appeal approach before contemplating arresting the male under the common law offence mentioned above. (Kiralfy et al., 2024). My reluctance to physically restrain the male incurred the wrath of my tutor and I learned greatly from their critical and firm feedback following this occurring.
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Fig1 - The National Decision Model – College of Policing

The start of a new role or profession is described as a daunting and stressful experience (Carter and Francis, 2001). As I had already completed a three-month training period, I felt that this helped massively to ease this potentially stressful experience as I wasn’t thrown into the proverbial ‘deep end’ instantly. An efficient ‘onboarding’ process of new employees will determine their experience and a manager can take a number of steps to ensure that new employee achieves success (Sibisi & Kappers, 2022). While the UK-wide organisation and sub-organisations of the British police service do not have ‘managers’ perse, I felt as though my induction into my division for my tutorship and subsequent operational phase were seamless due to how welcomed I felt coming into my station for the first time and the support that I received from the sector’s hierarchy, my new sergeant and new teammates was paramount to my integration.

I also built up a solid relationship with my tutor, who would go on to become a sergeant who would eventually leave his role as a response officer within my team. During my tutorship phase and my probationary period, my learning, development and overall performance has been noted and I feel as though I have become more and more relied on for assistance with issues of both a personal and professional aspect by my teammates, but I also feel much more confident in my abilities dealing with more complex issues and incidents. I feel as though the job has catered to my personal sense of drive towards learning and honing new skills and I have been able to learn and adapt new skills such as the ability to drive response cars to emergency calls and the ability to safely use certain tools to gain access to properties in the case of such emergencies. I also feel as if, outside of the role and job, I have increased in terms of overall maturity and whereas prior to the job I would sustain overwhelming amounts of feelings of adrenaline - and at times fear – during confrontational situations with another person, I now feel as though I am in a much more advanced state of self-control and confidence when dealing with said situations. I have benefitted greatly from the coaching and mentoring from the very start of my initial training in March 2022 to today. Workplace coaching is defined as ‘a professional helping relationship, focused on the goals of the coachee’ (Passmore & Lai, 2019) whereas – put simply – mentoring is defined in summary as a collaborative relationship between an experienced individual (the mentor) and a less-experienced individual (the mentee) which is focused on the latter’s personal and professional development (Dahlberg & Byars-Winston, 2019). Both coaching and mentoring require trust, empathy, and encouragement (MacAfee & Garvey, 2010). I feel like I have built great relationships with not just my initial trainers, but my tutor, inspectors, sergeant and teammates, many of whom I have become very close friends with and I continue to learn every shift.
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Fig.2 - The Gibbs Reflective Cycle – University of Edinburgh

I am now into my third and final year of the PCDA programme, and also my final year of my probationary period. I have successfully completed this period and have also achieved passes in both of the first two years of my university work. A vast combination of the learnings garnered from the tuition, coaching, and mentoring of not only my tutor, but from other members of my team and from a plethora of other members of the South Wales police family and the multitude of calls I have attended and dealt with to date, I find has really helped in my development and has augmented my levels of self-confidence. Where at the very beginning - despite having limited experiences as a Special Constable – I could be quite pensive when volunteering for certain tasks or calls. I have received praise from my sergeant and from other ‘acting’ sergeants who I have had the pleasure of working for and I have received appraisals from members of the public in the form of e-mails for how professionally I have assisted them during my initial period. Due to the constant influx of new officers, I am slowly finding myself transitioning into a more senior member of the force and I really enjoy passing on my experiences and wisdom to newer faces and probationary officers. I have always thrived on the mentoring and coaching of others, and this was instilled in me back from when I was an assistant manager in a previous vocation. This previous two years has seen a wealth of changes in my life, both privately and professionally and these changes have aided me to learn and to develop.

In summary, I am excited to continue with my development as a police officer within the organisation and am hoping to continue to learn new things and achieve new skills, both from the experiences from attending the myriads of different incidents I am expected to attend and by having the enthusiasm to attend courses to further my skill set. I have never shied away from seeking the assistance and feedback of my peers and I feel that this form of self-reflection assists me greatly as I achieve the perspective of other people. I may consider becoming a tutor when my probation is complete, as previously mentioned, I really like to teach as well as learn and I would like to do my part to ‘mould’ the newer and more inexperienced officers.
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STEP 6

ACTION PLAN

In this final step, actions are
developed for future situations,
events or activities. Based on
the ‘Conclusions’ in the 5th
step, people make concrete
promises to themselves.

Gibbs Reflective Cycle encourages people to
think systematically about the experiences they
had during a specific situation, event or activity.
CUNCLUSIUN Using a circle, reflection on those experiences
This is the step where you take can be structured in phases
a step back and look at
yourself from a distance and
ask what else you could have
done in this situation. The

information gathered earlier is

very valuable in this step and

can encourage you to come to

a good and useful conclusion. STEP 4
ANALYSIS

This phase is about what you
have learned from the
situation, event or activity.
Because of the experience, you
now know what to do in similar,
future situations.

IFYOU NEED SOME GIBBS REFLECTIVE CYCLE TEMPLATE THEN VISIT THE GIVEN LINK

https://assignmenthelp.us/blog/gibbs-reflective-cycle-model/
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Kurt Lewin Leadership Styles
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Hands-off leadership where the team members make all the decisions.
Also known as “zero leadership”. This can work wellin highly skilled and
self-motivated teams but is most often detrimental for productivity.
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