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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:


The College of Policing was established in 2012 and has played a pivotal role in the shaping of the professional landscape of policing in the U.K. Policing in the U.K. has undergone significant transformations over the years, with the establishment of College of Policing making a crucial contribution in the profession’s development. The College of Policing’s primary objective is to promote a service that works for the community and to further enhance the public’s trust and confidence in the Police service. This essay will aim to critically examine the College of Policing’s strategic role in achieving this goal, exploring its contributions to professionalisation, the limitations to their approach and the future goals for furthering the development of policing as a professional practice. I will also explore my own experiences in regard to how I have been managing the growing world of modern professional policing and how the role of police officer has changed throughout my three-year probation. 
	The College of Policing has made significant strides in developing and enhancing the professionalism of the police service as a whole across the U.K. The College of Policing has continuously made progress in setting professional standards, one of the ways they have achieved this is through promoting the implementation of an evidence-led policing approach and enhancing leadership development with the police service. One of the major advancements that the College of Policing have taken towards professionalising policing is the introduction of the Policing Education Qualifications Framework (PEQF), which ensures degree-level education is now a requirement for newly appointed officers (College of Policing, 2020). The PEQF has contributed a new wealth of knowledge to police officers, by improving their skills and knowledge of policing, and this route of entry into policing has also allowed the credibility of the role itself to be improved. In my own personal experience, the benefits of undertaking the PEQF, is that it broadens your knowledge into other policing areas that are not typically available during day-to-day policing. This knowledge helps to expand areas of interest, and also further access additional training in such areas of interest, which additionally supports in the professionalisation of policing. 
	The College of Policing also sets out the Authorised Professional Practice (APP) which is the official source of professional practice for policing  (College of Policing, 2026). The publication of these guidelines has enabled the standardisation of policing practices and promoting consistency in the services delivered across the U.K. One of the main objectives of the APPs is to provide frontline officers with clear guidance when making decisions and ensuring that best practice is always adhered to where possible. By providing such guidance to frontline officers and staff alike, this promotes consistency across all forces, and transparency for the public, which will further build the publics trust and confidence in policing, 
	Another area that the College of Policing has been instrumental in developing is the promotion of evidence-led policing, this approach encourages U.K. police forces, and police officers alike to adopt a more scientific and strategic approach to their decision making (Fielding, et. al, 2019). It has been identified that the shift toward evidence-led policing has enhanced the effectiveness of policing strategies that are being developed and contribute to the main objectives of policing, such as crime detection and prevention. This method has supported in ensuring that decisions made by police are consistent, and follow the policing values, the evidence-led approach allows for officers to base their decisions more in scientific and strategic values, as opposed to their own personal values and beliefs. 
	Within the College of Policing Leadership Review (2020) it was recognised that there was previously a deficit identified in the progression routes within policing. The review also identified the importance of having leadership development apparent with professionalising policing. Within the Leadership Review, it identifies a number of objectives that are essential to obtain a holistic policing service. It states that in order to achieve goals such as improving the culture in policing, and the public’s perspective of policing, some changes were needed with the workforce and organisation, with a specific emphasis on enhancing leadership capacity and capability (College of Policing (2020). However, within the HMICFRS report (2021) it has been identified that some concerns still remain in relation to leadership in policing, and that more needs to be done in order to address the identified complexities within Policing leadership. 
	Despite the aforementioned advances in professionalising policing that the College of Policing have put forward, their approach has faced some criticism. According to research conducted by Newburn (2017) overly focused emphasis on compliance and risk management can at times stifle innovation and individual discretion from police officers that may come from significant experience in specific areas. Given the dynamic and at time uncertain nature of the role of policing, it can sometimes benefit from an experienced officers discretion when considering decision making. The paper suggests that the focus on the standardisation of tasks, which aims to improve and further professionalism in policing, may also lead to what is described as a “tick-box” approach, which significantly undermines the complexity of day-to-day policing and the risk that is posed. Within my personal experience although I can appreciate the drawbacks identified by other researchers, I have found the use of standardised models and processes to be useful in my initial learning journey, allowing me to become more familiar with the models as I used them more, and also how to apply them in different, adaptable scenarios. Although it was identified that the criticism that is identified states that it hinders officer’s ability to use their discretion, I have found that this is not necessarily always the case. On one occasion, whilst dealing with a vulnerable child that had been victim to a serious crime, I identified the requirement to obtain a Witness Interview Booklet (WIB) in order to get a full account of the circumstances for the child’s perspective. Due to the traumatic nature of the incident, and the young age and identified vulnerabilities of the child, the standardisation of the WIB, being a less intrusive method of obtaining an account was beneficial in this circumstance as it allowed minimal questions, that would not further negatively impact the child, however would provide enough information to determine the viability of a further Achieving Best Evidence (ABE) interview. I found during this scenario the process of having standard and best practice questions to ask within the WIB, made the victim feel at ease and reduced the negative impact of a full interview so soon following a traumatic incident. 
	The College of Policing’s has implemented a centralised approach to policing in order to improve the standards and performance in policing. Research conducted by Lloyd (2020) describes the use of a centralised approach as being disconnected from the realities of front-line policing, further undermining the effectiveness of the models and processes being implemented by the College of Policing. The disconnect between the College of Policing proposed centralised approach and front line officers could impact on the effectiveness and its ability to develop relevant policies and guidelines. 
	Although there are noted drawbacks to the professionalisation of policing, the College of Policing has acknowledged these limitations and are working to address them adequately, this can be seen within their Fundamental Review of the College of Policing (College of Policing, 2025). Within this review, they have addressed that the College of Policing will be prioritising a number of areas, including professionalisation leadership and community engagement. The College of Policing is continuing to work to create a culture of continuous improvements and progression within U.K policing which will enable to the further enhancement of professionalisation of policing.
	The College of Policing has also recently released a five-year National Policing Culture and Inclusion Strategy (College of Policing, 2025), in which their main focuses include culture change, to work toward improving the trust and confidence the members of public have, and building a more consistent trust in the service, similarly to the culture of policing aim, another objective is to build the public perception of policing, as it is significantly low, and requires further internal work to establish a stronger and more inclusive workforce in order to serve our communities better. Within these two identified areas by College of Policing, it has also been identified that in order to reach these goals there must be a focus on evolving the organisation and working with the public. 
	Throughout my three-year probation there have been significant changes in a number of areas that I have had to adapt myself to and also my policing style. The role of Police Officer is everchanging, and day-to-day policing duties are also dynamic, making the role itself one that has to be consistently adapted to. One of the ways in which I have noticed the role changing is through the focus on more specified policing priorities and emerging crime trends. In accordance with force delivery plans, there has been a rise in specific areas such as Violence Against Women and Girls (VAWG), within this identified rise, there is also an identified need for further training on the indicators that could be present in the community and when attending calls. A major change that I have seen is the development of new risk assessments, and improved question sets that encompass more specific risk indicators to more serious crimes. This change has supported in the proactive identification of crimes, and also improving reactive policing. A specific example of where I have observed changes to the Police Officer role is the new initiative of directive deployment. Directive deployment aims to address previous issues in which there were significant barriers between local areas, in that specific areas would not cross other areas borders to support in answering emergency calls. This meant that areas with insufficient resources would not be able to pull from better resourced areas to support, or those better resourced areas were reluctant to travel across to other areas within their force. The directive deployment initiative abolishes barriers between local areas, meaning that the closest unit to an emergency gets deployed by the Force Control Room if they are available. Although officers remain in their designated stations, it is no longer a case that specific local policing areas were bound by their own resourcing. This initiative aims to improve response time to emergency calls, and the service provided to the communities. 
	The College of Policing has and continues to play a vital role in the professionalisation of policing in the U.K. by setting standards and promoting best practices. The college have addressed the limitations to their approach to reach this goal, and although limitations are still present, they have set out a clear plan and objectives to manage the concerns and similarly expectations. Within my personal experience, professionalisation in policing is ongoing, and through continuous learning and development within this arena will support in professionalising the role, and will therefore improve public trust and confidence in the police service. 
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
**You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened. ** 


  
Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?


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

ANSWER:



The growth of social media platforms has revolutionised the way organisations, including police forces, communicate with the community. Police forces in the U.K. have developed a use for social media to inform, engage and promote the policing initiative, with the aim of transparency for the public and to enhance their understanding of policing and build public trust and confidence. 
	Within policing social media has now taken over the main form of communication with society. The digital expansion that is ever present and growing in recent years which has brought a unique set of challenges to modern day policing. The Gwent Police Social Media Policy (Gwent Police, 2026) is a vital piece of framework and guidance on the uses of social media, and is designed to balance the benefits of instant communication with the absolute necessity and values of policing of maintaining public trust, operational integrity and professional standards. 
	Gwent Police utilise social media as an operational tool. The social media police, alongside the Chief Constable’s Delivery Plan (2025 – 2029) (Gwent Police, 2025), emphasises the need for every professional post made must serve a clear policing purpose. A number of pillars have to be considered when making or requesting a professional social media post to be made. The operational effectiveness of the social media posts needs to be assessed, for example social media can be incredibly useful for making appeals for missing persons, or witness appeals. There is also a benefit to sharing “good news” stories about recent convictions and sentences received. Social media is also useful to humanise police officers and the service, a community having the knowledge of who is policing their communities and what they are doing supports in building the trust and confidence the public has which is essential for policing by consent. By being active on social media, police forces are also able to combat misinformation, the approved and verified police social media channels are able to provide factual and up to date information to the public that they know is true, and can prevent any widespread panic or rumours.	
	A critical aspect of the social media policy that has recently come under significant scrutiny is that of understanding the standards of professional behaviour and that they apply 24/7 across both professional and personal forums. The recent high-profile misconduct cases that have come to light from local police forces involving offensive WhatsApp groups demonstrates the previous lack of understanding or care in this regard. The social media policy and generally force wide there  has been a push on educating existing and new police officers and staff on the social media policy and the impact of not abiding by the standards of behaviour set out by the force. As within the Gwent Police social media policy it outlines the behaviours that are not tolerated within the use of social media by officers and staff in both professional or personal life. Some areas included is not to use language that could be reasonably perceived by the public or colleagues as abusive or derogatory in any way, ensure that any post made will not put the force into disrepute, including abuse of power such as using photos in police uniform on dating websites, and any breach of confidentiality. 
	As part of my day-to-day role as a police officer, I consistently consider operational security (OPSEC) when dealing with social media, or internet usage. As part of this guidance and policy it should always be considered as to whether identities or personal information is protected unless such information has been authorised to be released to the public. There should also be consideration as to whether what is being posted could have a potential impact on a jury or prejudice active criminal proceedings. Within Gwent Police, there is an approved platform whereby community information is passed in a secure and approved way to members that have subscribed to the service. This platform “Neighbourhood Matters” allows for clear and succinct information to be given to the community in their chosen way. This also allows an open forum of communication directly to local policing teams, further fostering a trusting relationship between local police and the community. 
	Within my professional experience of the utilisation of social media within day-to-day policing, an example of how I have used social media is in the case of a high risk missing person.  In this incident, a call was received within the Force Control Room (FCR) from a mother reporting her 14-year old daughter had not returned home for curfew. On further questioning, it was disclosed that the missing person had made threats to her mother to harm herself, these threats were received via WhatsApp. The threats that were disclosed were of a serious nature which raised immediate concerns for their welfare due to the missing persons identified vulnerabilities. The reporting person had already put her own appeal out on her personal social media, although had not received any response at that point. The reporting person, being the next of kin for the missing person provided authorisation for the missing person appeal to be circulated on the force’s social media platforms. As part of this, there are a number of considerations, such as the type of photo that can be used in a appeals, not to include personal information, such as school uniform, or other people with them. This is in order to protect their personal data, and to prevent a breach of data protection. It also needed to be explained to the next of kin what information would be provided to the public, and what would be omitted within the appeal to ensure that the information provided to the public was informative but also in line with the parent’s expectations and comfortability. Whilst the social media was being completed, response officers conducted initial enquiries in the local area and known associates. Following the social media appeal being released, there were a number of responses from members of the community, some of which provided reasonable lines of enquiry, one of which provided information that indicated the missing person was utilising social media platform – SnapChat – which provided a live location. Due to this information, the Digital Desk within the Force Control room, were able to identify the information given and make contact with individual that had provided the intelligence. Through this person, force control room were able to identify the URL of the missing persons SnapChat, and complete a charter application to gain most recent location data. During the completion of these steps, it was identified that the reporting person had the missing person on SnapChat and their live location was presently being shared. Due to this, response officers on scene were able to identify a possible location of the missing person and attend immediately. The missing person was located, they presented upset, but unharmed and not immediate danger. The missing person was returned to a place of safety, and was provided with the relevant mental health support and services to aid in their recovery. As a result of the media appeal, vital information and intelligence was received from a member of the public who otherwise may not have been identified and spoken to, and therefore the missing person was located quickly, and no harm coming to them. A further media post was published to force social media accounts to confirm that the missing person was located, and to provide reassurance to concerned members of the public. The utilisation of social media in this case was not only in relation to the information being received from the public, but also in locating the missing person themselves. Although there are some noted drawbacks to the usages of social media such as misinformation which could lead to misuse of resources,  in this specific case it was essential in the safe return of the vulnerable missing person. 
	Another incident in which I have dealt with and utilised social media to support in the management of the incident was during a major road traffic collision. Whilst in attendance to this incident, a part of my role was cordoning off the area and traffic management, as the road was a main highway and was during rush hour, I identified that the traffic was increasing significantly in the area, and causing risk to other road users and pedestrians to be higher. Due to identifying this, I deemed it necessary and proportionate to supply an update on the force social media pages, to inform the public that the road was currently closed due to an ongoing incident, with the view to reduce traffic onto the road, and for members of the public to find alternate routes. Within my previous experience as Police Community Support Officer, I had a lot of experience in creating social media posts that were informative to the public, this meant I had a good understanding of the policies and managing data protection that is required when posting on force social media. I believe the use of social media in this incident was beneficial to myself in my duties, my colleagues and the members of the public. Utilising social media to provide a “why” to the members of the public helped in reducing frustration amongst road users due to the delays, and also provided a safer environment for myself and my colleagues to work in, as ensuring that the information had a larger reach to the community meant that more road users were aware of the ongoing issues and were able to plan ahead to avoid the area. This method also supported in reducing the general traffic of public to the area, which supported in protecting those involved in the incident from onlookers and also allowed other emergency services to enter and exit the scene quickly to deliver life-saving care. 
	The use of social media is quickly becoming a necessity in every day life for the public, and police meeting this demand and expectation is extremely important to ensure that information can reach as many communities as possible. There are a number of benefits and limitations to the use of social media, and although the benefits can often outweigh the limitations, those limitations must always be considered when posting or dealing with social media, in a professional setting, or in a personal setting. As stated within the force policy, the expectation of officers using social media is to always maintain the core fundamental values and ethics of policing to ensure that the posts being made are reasonable and proportionate, and have a legitimate policing purpose. I have found social media can be and is used in a number of ways to support in the every day role of policing, and can massively help to engage communities and foster a positive relationship to the members of public we serve. By utilising these platforms, the modern day police officer ensures the force remains visible, accessible and most importantly accountable to the community it serves. 
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Task 3

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


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

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

ANSWER:


Leadership in policing is a complex and dynamic process, requiring leaders to navigate diverse operational situations and adapt their leadership styles accordingly. Effective leadership in policing requires flexibility and adaptability, as operational situations can change rapidly. Within my role as a police officer, I have developed a range of leadership strategies to manage different situations from high risk critical incidents to community engagement initiatives. I will aim to examine the commonly used leadership models in policing, and demonstrate how I utilise these models in practice through my day to day duties. I will also critically evaluate my leadership flexibility and adaptability and how I have applied this within my role as a police officer. 
	Leadership within the policing sector has traditionally been viewed through the lens of rank and formal authority. However, modern operational environments now require leadership to be apparent at all levels of policing, but particularly in relation to frontline police officers. Within the three year probation period of newly onboarded police constables, this is seen as the most formative time, whereby there is a learning phase to the management and navigation challenges that are socially complex and lack a clear solution or outcome (Rittel and Webber, 1973). Due to the ever developing nature of the role it is seen that there is now more of a necessity to move away from the rigid and command-based structures toward a more flexible and situational approach. 
	While I personally do not a hold a formal supervisory rank, my role as a police constable frequently requires “street-level leadership”. An example of this occurred during my first year as a police constable, when attending a complex concern for welfare call relating to an individual that was experiencing a mental health crisis, and was also within a crowded public space. On arrival to the scene, I noted that it was very overcrowded, and chaotic bringing forward a number of risks to myself, colleagues, members of the public, and also the individual that was experiencing the crisis. During the incident members of the public were filming the ongoing incident and the individual was demonstrating behaviour that indicated they were becoming more agitated by the presence of uniformed police officers. During initial contact with the individual I assessed that the use of a directive/transactional leadership style would be most beneficial to manage the scene, I gave clear and firm instructions to my colleague to manage the crowd and to establish a cordon around the area. These actions were essential to stabilise the environment (Adair, 1973). Once the scene was stabilised, I recognised that the individuals initial agitate response to our presence meant that the continued use of a high-authority persona could escalate the individuals distress further. I assessed that the use of a servant leadership approach would now be more beneficial (Greenleaf, 1977). In order to achieve this I lowered my physical stance, softened my tone, and put my entire focus onto the individual and their immediate needs, ensuring that I was actively listening to them throughout. In considering the Adair’s Action-Centred Leadership (ACL) model, I ensured I prioritised the “individual” over the “task” of the immediate detention of the individual. By utilising this, I was able to fain the individuals trust, and build a rapport, this lead to voluntary engagement with the individual, and I was able to convey them to a place of safety where they could access the support they required without any use of force. This change between leadership strategies demonstrates the necessity for flexibility when dealing with complex and dynamic scenarios. 
	In U.K. policing, the National Decision Model (NDM) (College of Policing, 2014) is often utilised and advertised as a risk assessment tool, however it is also a leadership framework. As a police officer within my probation I use the NDM to critically analyse my own leadership strategy in real-time. For instance, when deciding on the best course of action in relation to whether to arrest a suspect in a domestic violence case where children are present, the powers and policy stage of the NDM provides a legal basis but the options and contingencies stage requires leadership. A more rigid leader may arrest the individual irrespective of the presence of the children and the potential trauma this could cause, however a flexible leader would look to use the NDM to lead a multi-agency response, perhaps delaying the arrest until a social worker, or other appropriate adult could attend and mitigate the risk of impact on the family. This also demonstrates ethical policing, which is imbedded in the Code of Ethics (College of Policing, 2014).
	The push and pull between transactional and transformational leadership styles is constant within policing (Bass, 1990). I have taken upon a transformation approach with my team, as I feel this supports in the encouragement of a “professional curiosity” culture, as opposed to just “box ticking”. This involves challenging my colleagues and peers to look beyond the immediate circumstance presented to them, and to look to explore and identify potential root causes of local crime. However, I am also aware and consider that when responding to emergency grade calls, it is necessary to on times revert back to a transactional leadership style, where the “reward” is the successful and safe conclusion of an incident, and the “punishment” being to fail in following policies and procedures and potentially causing undue risk to myself, colleagues and the public. 
	Research conducted by Heifetz (1994) distinguishes between technical problems and adaptive challenges. As a student officer, I have come to realise that most policing duties are adaptive. For example, tackling youth anti-social behaviour in a housing estate is not an issue that arrest could necessarily fix, it is an adaptive challenge requiring a change in community habits, alongside police presence. One of the strategies I have used when managing such incidents and concerns is to utilise distributed leadership (Spillane, 2005). Instead of trying to “lead” the community as someone who would be seen as an outsider to the community, I work to identify natural leaders within the community, such as shopkeepers, youth workers, and work with them to empower their role in the community. The use of this strategy reflects a shift in policing to be a more present and engaging facilitator as opposed to a dictating authority figure.
	I found that I noticed a change in my leadership style during the transition to more independent work, and when engaging with newer cohorts of police constables. When dealing with newer student officers, I found that my leadership style was initially participative, where I sought constant support and confirmation from my Sergeant or more experience colleagues when dealing with unfamiliar scenarios. However, during a recent public disorder incident following a sports game, the circumstances during the incident changed rapidly. During the course of the incident, my supervisor was occupied elsewhere, and I found myself with a small group of newer officers. I recognised that my previous leadership style would not be beneficial with this group and managing the escalating scenario as it could cause hesitation in the group. I immediately identified a more suitable leadership style, being autocratic/directive leadership style (Simply Psychology, 2026). I undertook this by giving the group loud, clear and specific instructions to direct movements of the crowds. This change in leadership style reflected the “threat rigidity” theory presented by Staw, Sandelands and Dutton, 1981. This research suggests that in times of threat or unfamiliarity circumstances individuals will look to strong and centralised leadership. Once the risk and threat had been mitigated within the incident, I then adopted a coaching leadership style, and conducted an informal debrief with the officers, to encourage them to process the situation and to open up an open channel of communication to ensure they felt support during and following the incident. 
	In my third year of policing I was appointed as lead officer for a complex safeguarding case involving a victim of domestic abuse. The situation was very dynamic and volatile. As a key aspect of safeguarding the victim, I sought a multi-agency approach to support in removing the victim from the property and housing them in a place of safety, whereby the location was not disclosable or known by anyone other than authorised personnel. During the process of dealing with this case my leadership strategy was focused on transactional. Due to the high risk nature of the situation and the ongoing risk that was presented to the victim, the incident was governed by strict legal frameworks and internal force policies. My primary concern during this case was the safeguarding of the victim, and also the evidential integrity of the case, in which it was required to secure forensic evidential samples and detailed statements. In order to support in the completion of this, I gave my colleagues clear and direct instructs in regard to scene management and preservation. This was necessary in order to abide by the legal requirements of the investigation and “golden hour” enquiries were conducted thoroughly. Due to the nature of the incident, I identified that the continued use of a transactional leadership approach would not support the victim to provide the information needed within statements to progress the case. The victim was actively showing signs of withdrawing from police involvement, and was significantly impacted from this incident. Due to this I shifted my leadership style to that of a more collaborative approach. Where I invited the support workers and social workers to an informal meeting to discuss in person next stages, and how the victim needs to be supported. This helped to progress a more multi-agency approach for the professional parties, but also presented a united front for the victim which allowed the victim to feel coveted and supported in all arenas in the aftermath of such a traumatic incident. By doing this a rapport was built with the professionals involved, allowing for consistent and quick information sharing procedures, but also provided the victim with necessary support when engaging with police. 
	In conclusion, the first three years of a policing career are an intensive collection of opportunities to be exposed to a number of different leadership styles, and also to develop ones own leadership skills and strategies when dealing with the numerous dynamic incidents that can be presented within policing. This essay has demonstrated that flexibility is not an optional train within policing leadership but is a fundamental requirement for operational success. Through the application of models such as the NDM, and situational leadership, I have developed my leadership strategies and moved away from the one-size fits all approach that was historically used in policing, and have been working toward a more nuanced, strategic style of leadership that focuses on individual needs. The ability to quickly adapt from a more directive approach in a public disorder scenario, to a servant leader when dealing with an individual in a mental health crisis is what defines the steps towards professionalisation of modern day policing. As I continue to progress in my policing career, I will continue to progress in my learning journey to ensure that I continue to be flexible in my leadership styles and I maintain policing values at the core of this. Leadership in policing is ultimately about legitimacy, by adapting my style to reflect the changing circumstances of the incidents in response policing, I ensure that my leadership remains both effective and respected by the community I serve.
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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 three-year probationary period within Gwent Police serves as a critical phase, facilitating the transition from civilian to a police constable. Within the unique socio-economic background of the South Wales area that brings forward a number of complexities within the range of communities across the force area, the learning period is vital in dealing with incidents that arise. The probationary period is defined by in depth and rigorous integration of the Police Educational Qualifications Framework (PEQF) with the significant demands of frontline police service. During the early stages of the career, navigating the “wicked problems” (Rittel and Webber, 1973) that are inherently linked to modern day policing, requires a developmental framework that extends beyond the learning and development landscapes. Central to the professional development is the dual mechanism of mentoring and coaching. While these terms are often used interchangeably, these processes provide distinct support structures. The use of the term mentoring refers to a process that offers a holistic, long-term guidance necessary for identity construction and resilience, whilst coaching provides the task specific precision required in operational excellence (Parsole and Leedham, 2009). This essay critically reflects upon my three year probation, evaluating how these teaching methods and theories have been instrumental to me achieving my personal, professional and Gwent Police organisational objectives. By analysing specific operational encounters, I will explored how the guidance of experienced peers has fostered a commitment to justice and ethical leadership, which has ultimately shaped my capacity to perform and develop within Gwent Police and my career in policing. 
	Prior to analysing specific experiences, it is essential to distinguish between the two primary developmental pillars of Gwent Police’s probationer programme. Mentoring is typically a long term relationship focused on holistic growth, where a senior shares their knowledge and experience to better inform the mentee. Coaching, conversely, is often task specific and performance driven, focusing on the immediate skill development such as conducting stop searches or managing crime scenes, and the statistics that are garnered from completing these actions (Parsole and Leedham, 2009). 
	In Gwent these processes are formalised through the roles of Tutor Constable (TC) phase and the subsequent Independent Patrol Status (IPS) mentoring. Critically, these relationships between mentor and student officer are underpinned by the National Decision Model (NDM) and the Code of Ethics (College of Policing, 2014), ensuring that as a probationer, my development is consistency linked to the organisational legitimacy.
	The impact of mentoring was most apparent during my second year, following deployment to a high stress and high risk domestic disturbance in a remote area. The situation involved a violent offender and a high risk and highly traumatised victim. Despite my training, the sheer cognitive load of the incident that was presented to me led to a moment of hesitation when first being presented with the scene (Sweller, 1988). My mentor an experienced officer, with 10 years of experience within policing, did not intervene by taking over the incident, which would have incidentally undermined my confidence, but they utilised situational leadership methods (Hersey and Blanchard, 1969). They moved from a direct leadership style to that of a coaching style during the incident. Through subtle verbal cues and non-verbal positioning, my mentor allowed me to regain my composure and then continue in leading the arrest. Following the incident we engaged in a “hot debrief”. Which was not focused on criticising my failings or hesitations, but instead used as a coaching session using Gibbs’ Reflective Cycle (1988). My mentor did this by asking things such as “what were you feeling?” and “ “what else could you have done?”, my mentor supported me in bridging the gap in my understanding between classroom theory and the reality of every day policing. This specific intervention helped me to meet the professional goal of operational independence whilst also ensuring that the organisational goal of victim safety was also prioritised. 
	A further situational example focuses on a case that I was tasked to deal with in relation to a complex Section 18 – Grievous Bodily Harm, investigation, which involved a serious incident outside of a public house whereby a fight took place, leading to serious life changing injury to the victim, and the subject had made off prior to police attendance. Unlike my first year, where I acted as a more passive observer, I was now at the point that I was expected to and could demonstrate independent patrol status. Due to the high risk and high pressure nature of the incident, whereby there was an outstanding offender, my mentor maintained a supportive environment whereby I could use my own professional curiosity and my own discretion, which also coaching me through decision points that were more unfamiliar to me with this type of incident. Under my mentor’s subtle guidance, I engaged in a participative leadership style, and began delegating specific tasks to colleagues. This method allowed me to manage the scene effectively, completing golden hour enquiries, and ensuring that evidence was collected quick and efficiently. This experience helped me to achieve a professional goal of submitting a high quality prosecution file. Organisationally, it met Gwent Police’s goal of professional excellence. Critically, the mentoring relationship helped me understand the importance of leadership in policing is a reflective practice. During the post incident review with my mentor, we analysed my performance holistically, including how I felt I acted as a leader, and how this position felt. This helped me to build my experience and skills which would help me in the future when dealing with high pressure investigations in the future. It also evidence that the probation period is not only rooted in understanding and applying the law, but also about learning about my own style and reflecting on my own practice. 
	One of my primary personal goals was the development of emotional resilience. Gwent Police force area has significant deficits whereby some areas face significant poverty, substance misuse and trauma on a daily basis. Without effective mentoring, the risk of “compassion fatigue” or burnout from dealing with such incidents is high (Figley, 1995). My mentor also introduced me to the concept of authentic leadership (Walumbwa et al. 2008). This research indicates that by being transparent about their own personal struggles when dealing with difficult cases, they de-stigmatised the emotional impact of the job. A pillar of transformational leadership is individualised consideration which has allowed me to develop a healthy professional identity. I learned that being what is perceived by the public as a “good” police officer, isn’t about being an enforcer as such, but more rooted in maintaining empathy whilst also executing authority. 
The introduction of the degree level entry route within Gwent Police (PCDA/DHEP) has increased the academic focus of the probation period. A significant professional goal was successfully integrating my university studies with my frontline policing duties. Within this, coaching played a vital role. My sergeant acted as a “learning facilitator”, helping me to apply relevant criminological theories, such as the Broken Windows Theory (Wilson and Kelling, 1982), to my local policing area and community engagement work. By coaching me to see the “why” behind the “what”, they supported me evolving from a reactive officer into a proactive problem solver. This directly aided my performance in the workplace, as I was able to produce high quality evidence led policing plans that were both academically sound and operationally effective. 
	 Gwent Police’s organisational goals are centred on protecting and reassuring the public. Following the most significant reviews of recent times, the Macpherson and Casey review reports, the organisational mandate is to rebuild the public trust in policing, through policing by consent and procedural justice (Tyler, 2003). Mentoring has been crucial in teaching me how to exercise discretion fairly. In the Gwent area, where the communities tend to be smaller and tight-knit, a heavy handed approach can destroy significant progress in community work in minutes. My mentor coached me in the use of “tactical communication”. They demonstrated that the most powerful tool on my belt is not necessarily my PAVA spray or baton, but the ability to speak to people with respect and understanding. By observing my mentor engage with diverse communities I learned that active listening and fairness in the way communities are engaged with helped to increase public confidence in policing and also reducing the number of complaints that are being received. This also taught me that my performance is not merely measured by the number of arrests, or stop searches I conduct, but by the quality of the interactions that I engage in. 
	During my three years as a probationer I have developed a strategy of distributed leadership (Spillane, 2005). Even as a probationer, I have been coached to take leadership within specific scenes and scenarios. For example, during a multi-agency response to a flooding event in the Gwent valleys, I was mentored to co-ordinate with the fire service and other local authority representatives, which lead to a collaborative approach to the situation reducing the immediacy of risk presented to the public. My performance was enhanced because I had been coached to understand the capabilities of our partners. I was now building toward being a collaborative leader within a wider public safety network. 
	Within my initial years of my policing career I have developed my skills in a wide range of facets. From mastering the management of Niche RMS and case files to understanding and applying the technicalities of the Police and Crime Evidence Act (PACE) 1984, my task specific coaching has been constant throughout my career. My peers and colleagues have provided me with high levels of support during my initial stages of probation and have gradually withdrew it as my competence and confidence in dealing with matters has increased. This allowed me to reach independent patrol status with the confidence that the technical skills that I have gained throughout my time as a student officer were robust and could be applied across multiple policing areas. 
Reflecting on my three-year probation within Gwent Police, it is clear that mentoring and coaching are the connective tissue that binds together training and practice. Personally, it has fostered the resilience that is necessary for a long and fruitful career in policing. Professionally, mentoring and coaching has enable me to bridge the gap between academic theory that has been presented to me and operational excellence. Organisationally, it has ensured that I embody the values of Gwent Police in every interaction I have with internal, external stakeholders, service users and members of the public. The transition from a hesitant student officer to a confidence, independent constable is not a process that can be done alone. It is a social process of learning. As I move out of my probation period, I recognise that my ultimate success across these three years of my career is my readiness to now act as a coach for the next generation of Gwent Police officers. 
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