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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 plays a significant role in standardising training and the delivery of learning and development within the police forces throughout the UK. It is the primary body tasked with providing a structured approach to maintaining standards of professional workplace learning in various areas of policing, including investigations, public protection, and stop-search; as well as many other areas of policing (College of Policing, 2024). In this essay, I will critically evaluate the role of the College of Policing as the primary body concerned with the delivery of learning and development within the police. My primary objective is to establish whether the College of Policing has successfully professionalised the role through structured learning and the conception of various policies and procedures that are delivered across all forces in a uniformed manner. On the other hand, I intend to identify any contradictory areas within the College of Policing that would present a potential room for improvement. While critically evaluating the role of the College of Policing, I will refer to my own experiences as a response police officer with an ambition to evidence how I am working to fulfil my role whilst utilising the College of Policing strategy to professionalise Policing. In order to reflect upon and evidence my experiences as a response police officer, I will be utilising the Gibbs model of reflection (Main, P., 2023). This method of reflection is a structured approach to allowing individuals to think systematically about the experiences they had from a particular experience. The reflection method consists of six key stages; description, feelings, evaluation, analysis, conclusion, and action plan. By tracing the above structured framework, this method of analysis places human emotion and feelings at the forefront of reflecting on previous experiences. Lastly, by utilising the Gibbs model of reflection, I will critically reflect upon my final year of my probationary period and, more intrinsically, how the role of a response officer has changed. In order to do so, I will make reference to a policing incident that I have attended and dealt with, in addition to the actions taken at the scene while following any framework implemented by the College of Policing. Hopefully, this will also allow me to critically evaluate the role of the college of policing, establishing any areas of required improvement.

The College of Policing plays a significant role within modern policing. Establishing itself as the primary body concerned with the delivery of learning and development within policing, throughout several key areas of the role, including investigations, public order, and public protection (College of Policing, 2021), The college was established in 2012 and replaced the National Policing Improvement Agency (NPIA); with the sole ambition of professionalising policing within the UK, ensuring that all staff are up to date with modern training, skills, and expertise (ibid). The importance of the presence of the College of Policing, is referred to directly within the Policing Vision 2025; this philosophy highlights the expectations of modern policing delivered over a 10 year period to the year 2025. The College of Policing is described as having a key role in integration and improving data sharing amongst partners so they can work more effectively together to embed evidence-based practice (NPCC, 2016). Despite this, there are many debates lingering as to whether policing requires professionalising through the form of higher education. Over the years, there have been many discussions regarding the implementation of a higher educational framework, however, this has often died out (Roberg & Bonn, 2004). There seems to be a belief that, due to its practical nature and operational based role, whether this is necessary in the first place; presenting a further barrier to potential future candidates (ibid.). Considering this, the professionalisation of policing has been welcomed by a wide range of police officers. An investigation conducted by Lumsden, K (2017) involved the collation of qualitative evidence from 15 serving police officers. It was established that officers view professionalism as linked to top-down government reforms, education and recruitment, building of an evidence-base, and the ethics of policing (Peelian principles). From the evidence, it is clear that there have been regular debates concerning the need for professionalising the role through higher education and the College of Policing. On the other hand, the standardisation of the delivery of training and development through such educational bodies within policing has been welcomed by many officers; as it is a strongly held belief that the role needs to be professionalised. Additionally, the presence of the College of Policing plays a key role in the Policing Vision 2025 strategy, which appears to be a welcomed reform to policing within the UK.

Modern policing presents its own unique challenges, as according to the College of Policing’s 5 year strategy (College of Policing, 2014), despite the volume of most crime types steadily reducing; public confidence has remained stable. Additionally, despite the reduction in various crime types, there are new challenges such as cyber related crime; keeping victims of domestic abuse and child sexual exploitation is a key feature of modern policing, however, in order to be effective, officers must now safeguard victims within their homes and online (ibid). From my own experiences, fulfilling the role of a modern police officer has presented a significant challenge. As outlined by the College of Policing’s 5 year strategy, crime is dynamic in nature and is continuously evolving; it is the expectation of the public that officers evolve along with it. Criminals are constantly finding new ways of committing crime and exploiting individuals, in line with new technology, which presents a perfect avenue in order to do so. I recall a particularly challenging incident whilst working as a response police officer in Neath, whereby I attended an incident of “Sextortion”. In this incident, a vulnerable young male was exploited into sending explicit photographs of himself to an individual posing as a female. Upon receipt of these images, the perpetrator then attempted to blackmail the victim into sending large amounts of money to prevent the distribution of the images. The prevalence of this type of crime is rising, with over 26,718 incidents; with 90% of victims being young males (NCA, 2024). Reflecting upon this incident, I recall feeling sympathy for the victim, who had clearly been exploited and targeted due to these vulnerabilities. I recall the incident being particularly challenging, as it is incredibly difficult to identify perpetrators in these types of incidents. Additionally, there is an expectation from the public that the police should identify any suspects and achieve any form of justice, however, managing these expectations is difficult. Ultimately, the expectations of the victim and his guardians are managed correctly, with the priority remaining on the victim. By following an evidence based approach and prioritising the victims safety, a positive result was obtained, and the matter was successfully referred to Action Fraud. I was particularly happy with how I engaged with the victim and his guardians, and if faced with a similar situation in the future, I would follow the same protocol. While there are many challenges in fulfilling the modern role of a police officer, I have found this easier through the use of the College of Policing as an educational framework.

As outlined above, I have witnessed the role of a police officer change significantly within the last year of my probationary period. The prevalence of online and cyber crime has increased, in addition to particular areas of importance such as violence against women and girls (Home Office, 2023). The strategic policing requirement has placed an onus on the importance of effectively safeguarding women, which is an area of policing that I have seen change over the last year. From a response policing perspective, I have witnessed a significant increase in incidents of domestic violence, particularly against women and girls. While men and boys can be victims of domestic related abuse; this is a crime type that disproportionately affects women and girls; a woman is killed by a man every three days in the UK (NPCC, 2024). Reflecting on these incidents, I am able to deal with them effectively through following the national framework for delivery 2024–2027, published by the College of Policing. I recall a particular incident while working as a response police officer in Neath, whereby I attended a call of domestic related abuse. Upon attendance, the victim has multiple injuries consistent with a S.47 assault. The defendant was swiftly arrested and conveyed to custody. I recall that upon attending this incident, I felt shocked by the level of assault and the demeanour of the defendant. I swiftly identified the vulnerabilities of the victim and her need to be safeguarded, in line with the College of Policing national framework for delivery. Evaluating this experience, I believe this incident went particularly well, especially the swift response and apprehension of the suspect. I recall effectively engaging with the victim in order to establish the circumstances, in order to safeguard her. Overall, there is nothing that I would change about my response, and if faced with a DV incident again, I would deal with it in the same way. To summarise, whilst there are many aspects of policing that have remained constant, it is my belief that violence against women and girls has seen a significant spike in incidents; I have established that in order to deal with these incidents effectively, an evidence led approach as delivered by the College of Policing is most effective.

In conclusion, the College of Policing plays a significant role in professionalising the UK police; ensuring that all officers receive adequate training and development. This was previously highlighted as a deficiency within the police force, with standards and abilities below par. Despite this, there have been persistent debates regarding the need to professionalise policing through the use of higher education. It is the view of many that by professionalising policing, you run the inevitable risk of isolating particular applicants that may thrive in a practical based environment. Ultimately, it is clear that policing requires reform and structure, of which the College of Policing has provided. With the ever adapting nature of crime, the Policing Vision 2025 strategy places the College of Policing at the forefront of delivery and education in order to provide a uniform approach to development; this is key to policing remaining at its highest standard and successfully detecting and preventing crime. Reflecting on my own personal experiences, crime has become more complex, with the role of a response police officer changing in many ways. However, the role of the College of Policing is effective in ensuring that, despite the changing landscape; all staff are providing a professional service in line with standards and the code of ethics. With the formation of multiple strategies, such as the Police Vision 2025 and the College of Policing 5-year strategy, there are no identifiable areas that require improvement. The College of Policing has successfully reformed policing and has set out a clear philosophy for the policing landscape over the next few years.
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

In this essay, I will critically evaluate my experience with the use of social media as a means of informing and engaging with the community and promoting policy initiatives. In addition to this, I will be discussing what the benefits and risks of using social media are, the types of social media platforms used by the police, and the force policy on using social media for professional information and engagement purposes. Social media enables the police to engage better and build relationships, as well as gather information and intelligence (The Police Foundation, 2014).

Social media is a term used by individuals around the world. It is often a term used to describe platforms such as Facebook, Instagram, SnapChat, X and TikTok. They are web-based sites that allow people to interact with each other. If we break up the term ‘Social’ media’, the social aspect refers to interacting with people by sharing information and receiving information, such as when a person posts a post on Facebook for others to read and interact with. The media aspect refers to a form of communication such as the internet (Nations, 2021). As of 2023, there are more than 200 social media platforms, which grow each year. There are 57 million active users in the United Kingdom. Currently, the most popular in the United Kingdom is Facebook with roughly 46 million users, Instagram with 34 million users, Twitter with 23 million users, and many more. Statistics show that on average, people spend 2.36 hours a day on social media (Social Media (Policy & Procedure) ND).

Association of Chief Police Officers (ACPO) guidelines on the safe use of social media recognise that social media sites such as Facebook assist the police in engagement and help the police demonstrate greater accountability and transparency (ACPO, 2013).

Social media allows the police to reach a wide range of the public, including the younger generation, who don’t tend to subscribe to news channels but gain information through the means of social media (BBC, 2012). It is seen that younger people have expressed an interest in contacting the police online, which allows for more crime to be investigated and gives opportunity for younger people to report incidents without having to directly talk to a call taker in the first instance (London Assembly, 2013).

Police Forces within the UK began to experiment with social media in 2008; its use initially was to offer professional support. Since 2008, police social media platforms have grown excessively. Currently, the main use of social media for police forces consists of providing information that enables information such as road closures and missing person appeals to be shared quickly, easily, and cost-free. Another use of social media for police forces includes engagement, which provides the police with a way of connecting and building positive relationships with local communities and members of the public. This can include demonstrating what is happening in the community, such as ‘cuppa with a coffee’ days in the local community. Advertising this through social media allows for the wider community to interact and engage with the police through social media advertisements of events. Another use is to gather intelligence and investigation; this allows the police to listen to what the community is saying to build up evidence for investigations, such as persons commenting on missing persons appeals stating that they had seen that individual on a certain bus at a certain time, which is information the police may not have already had (The Police Foundation, 2014).

I have found social media particularly useful in my role as a police officer while dealing with a high-risk missing person call. Social media is used by the police to provide information that can be shared quickly, easily, and cost-free. It is also used to gather information, such as a person saying that they had seen a person matching the description of the missing person in a certain location, which allows for a new lead in an investigation (The Police Foundation, 2014). Police forces tend to use a range of social media platforms, such as Facebook and Twitter. These platforms are used to engage with the public and reach a wider audience. Wide reaching and instant engagement are the benefits of a post being placed on social media, as sharing an image of a missing person, for example, can prompt a sighting of the person and progress the case, as well as providing comfort to family members and close friends (The Police Foundation, 2014). While dealing with a missing person, I put a request in with my inspector if she could speak to the press office and put out a media appeal for the missing person. This was authorised, which allowed for the image of the missing person to be circulated on social media platforms. This resulted in members of the public ringing up the control room with sightings of the missing person as well as persons commenting on the post with sightings. The social media pages tend to sometimes be monitored as people tend to comment, although it is best to ring. Social media appeals are normally done after a few hours and after the initial inquiries are completed, such as searching the nearby area, frequently visited addresses, or favourable places such as pubs and parks. Putting out a media appeal allowed for the missing person to be found safe and well, with thanks to the community and further afield. The impact of any media appeal for an individual reported missing can be vital as part of an investigation. Social media appeals have an immediate reach, with the ability to share the post even further. Although the use of social media in policing can be useful, there is also a negative side, as repeated appeals for recurring incidents such as teenage missing persons reports can flag and enhance vulnerability and generate a negative public comment.  (The Police Foundation, 2014). An example of this is that there is a regular missing teenager who prompts a missing person appeal on social media; however, this seems to happen every other day. The public will remember the name and face and will notice that the teenager is a regular missing person, which will then prompt members of the public to be negative and give an opinion about the teenager and no longer offer useful support or useful knowledge. It also highlights the vulnerability of that person.
Although police forces use social media, the posts must fall in line with the force policy. Most police forces have the policy on their websites. An example of this is not oversharing information that can compromise a case or posting personal information as well as posting about politics. All posts placed by the force must be professional and for engagement purposes. It is an additional way to engage with the community. It allows the police to keep followers informed of what’s happening in the area or force-wide, as well as provide crime prevention advice (Social Media House rules ND). As well as police policy and what the media team is able to post, the force has the right to hide or delete comments that are illegal or inappropriate. The types of comments that would risk being deleted are those of an abusive nature, sexual nature, racial nature, and many more (Social Media House rules ND). Social media users who have no knowledge of policing or its geographics or departments are able to engage and learn about their local policing force, which allows users to get comfortable and understand what is happening in their area and who covers it, such as neighbourhood police engagement days. Police account holders should understand who is following them as well as their concerns, which increases the detection and prevention of crime. The use of social media is so popular in society that many police employees, such as chief inspectors and higher-ranking officers, will have their own individual social media pages. They must adhere to the force policy and code of ethics when posting posts. There are different types of social media pages, such as official-cooperation pages, which tend to be the forces main page, for example, the South Wales Police. There is only one official corporate page for each social media platform. This tends to be force-wide information. The other type is an official group; for example, South Wales Police Swansea and Neath Port Talbot. These types of accounts represent local policing teams and include information best catered to that specific area. Individual professional groups are persons like a chief inspector who has their own Facebook page; they clearly identify themselves as working or volunteering for the force. Another kind is individual personal, which is a social media user who does not identify themselves as working for a force but must still adhere to force policy and the code of ethics. This includes not posting images in police uniforms or in a police vehicle, as this can affect the officer’s safety as people would be able to find out personal information through looking through family photos that are posted (Social Media Policy & Procedure (ND). Each type of social media page is reliable for what is posted and is accountable for it.

A potential challenge that could be faced is that of journalists. Journalists will monitor police social media platforms to obtain news stories or use them as a form of ‘tip off’. Social media teams should always be mindful of the potential news value of the post that is to be posted; this could lead to community tension and people reading ‘half a story’. (Social media policy and procedure (ND). There are many advantages to the use of social media, such as reaching a wide audience, providing information, and updating individuals on incidents. For example, if there was an RTC closing off roads, social media viewers would be able to stay updated with the use of social media (The Knowledge Academy, 2024).

In conclusion, I believe the use of social media plays a vital part in modern-day policing because it allows for information to be shared widely, which assists with investigation. It aids in developing and maintaining public interest as well as solving crime. It aids in building trust and confidence in the community by allowing the community to have an insight into what is occurring in the ‘policing world’. Social media can assist in bringing offenders to justice with the help of the community. Social media plays a vital role in policing as it can obtain the attention of individuals with information and increase the number of crimes reported to police. It has been highlighted above the common use of social media appeals along with the advantages and possible disadvantages that may arise, such as journalists using posts to form half a story, which can often cause a public scare.
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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:


In this essay I will critically evaluate and evidence my flexibility in leadership style as well as critically analyse leadership strategies that I have developed to manage a range of different operational situations. I will be considering leadership models commonly used in policing and how I was able to apply a change in leadership style/ strategies to reflect changing circumstances. 

Leadership is the action of leading a group or taking a leading role in a situation such as taking lead at a call and making decisions suitable for that situation or call. It involves setting and achieving realistic goal and problem solving while dealing with current information and intelligence (McCauley, 2024). leadership allows a person to use their own actions and behaviours to influence and guide others around them, it also allows you to take ownership and responsibility for a situation. A leader sets the objectives, takes ownership and ensures appropriate resources for the task in hand, identifying the path and actions needed to accomplish said objective (McCauley, 2024). This is cruicial in policing as without leadership or someone taking the lead a situation can become stressful and out of hand very quickly.Ralph Stogdill stated that “leadership may be considered as the process or act of influencing the activities of an organised group in its efforts toward goal setting and goal achievement”  (Stogdill, 1950). In policing and my personal role as a police officer, goal setting is cruicial as prior to a call and with the infromation I have, I like to set goals for the best outcome and amend it while actually dealing with a situation.  leadership's main function is to produce movement and constructive or adaptive change through processes, such as establishing direction through visioning, aligning people, motivating, and inspiring (Kotter, 1990) Leadership is a process of influence on a group in a particular situation at a given point of time, and in a specific set of circumstances that stimulates people to strive willingly to attain organizational objectives and satisfaction with the type of leadership provided (Cribbin & Internet Archive, 1981), while dealing with a call, some officers often look for direction, especially at calls they may not have experienced before, providing a form of leadership allows other officers to feel influenced by that leader and carrying out actions with the support needed.

Leadership is an essential part of the management process. Where you have a group or team of people working towards a common objective leadership is vital (Cribbin & Internet Archive, 1981). Relating to my role as a police officer, I will be referring to a policing incident whereby I portrayed leadership strategies. I recall working a night shift whereby I was carrying out mobile patrols with my colleague, it was a busy Saturday evening and there were many parties in the vicinity of where I work. A call was passed over my personal airwave of a sexual assault that had occurred in a rugby club whereby the victims and suspect were both still present in the building. I have then attended the rugby club and identified 2 victims whom were under the age of 18. It was transpired that the girls had been severely sexually assaulted by a male who was present at the club. Further police units had arrived to prevent any cross contamination. At the time, I was the most experienced officer at the call and many officers relied on me for guidance due to my knowledge and understanding of how to deal with sexual assaults due to training and previous calls whereby I have dealt with such offence. Due to my knowledge, I was able to take leadership at this call and provide guidance to my colleagues. Bass' theory of leadership states that there are three basic ways of how people become leaders (Stogdill, 1989; Bass, 1990) which include, Trait Theory states that certain personality traits may lead a person naturally into a leadership role. The Great Events Theory states that a crisis or important event may cause a person to rise to the occasion, which brings out extraordinary leadership qualities in an ordinary person. Transformational or Process Leadership Theory states that people can choose to become leaders. People can learn leadership skills (Stogdill, 1989; Bass, 1990). Within this particular call, I believe that my prior knowledge and training allowed me to rise to the occasion as well as having the experience of previously dealing with such offence. Transformational or Process Leadership Theory is the most widely accepted theory to date, and this is certainly true in the context of policing.

Research identified two classifications of a leader, ‘Formal’ & ‘Informal’. A formal leader is one who is formally appointed or elected to direct and control the activities of the subordinates. He is a person created by the formal structure, enjoys organisational authority, and is accountable to those who have elected him in a formal way. The formal leader has a two-fold responsibility. On the one hand, he has to fulfil the demands of the organisation, while on the other, he is also supposed to help, guide, and direct his subordinates in satisfying their needs and aspirations.

Informal leaders are not formally recognised. They derive authority from the people who are under their influence. In any organisation, we can always find some people who command respect and who are approached to help, guide, and protect the informal leaders. They have only one task to perform, i.e., to help their followers achieve their individual and group goals. Informal leaders are created to satisfy those needs that are not satisfied by formal leaders. An organisation can make effective use of informal leaders to strengthen the formal leadership. (Editorial staff, 2020).

Again, in the context of policing, the two classifications of leaders can be evidenced. You have the command structure where the sergeant is the first managerial rank. To attain that and each subsequent rank, there is a formal assessment and promotion process. As well as formal, we have informal leaders within our organisation. You will often hear officers with greater policing experience, knowledge, and length of service being referred to as the ‘senior PC’ who guide the other members of the team. I played this role while dealing with the sexual assault stated above.

South Wales Police commitment to its staff is now documented in the Chief Constables Delivery Plan 2021-2025: “We will be clear about our responsibilities as supervisors and leaders, be equipped with the right skills, supporting and developing our teams with confidence.” (South Wales Police, n.d.) Everyone is different, and it follows that each person’s leadership style will be unique to them, but whatever the style or approach to leadership and leading people, it will be up to the individual to set the standard, identify the objective to be attained, direct clearly, and influence and motivate the team to achieve their goals. Good leaders will continue to reflect on decisions, actions, and results during the management process through observation and the views of each individual , identify areas of learning for themselves and others, identify areas for personal development and continued improvement of themselves and others, and also challenge and support those to achieve the set standard. This way, we ensure the best possible service for the people of South Wales from officers who are professional, proud, and positive. (South Wales Police, n.d.) The standards expected of leaders within the organisation are not only documented in the leadership charter but also reflect the College of Policing’s Code of Ethics. The Code was devised to support each member of the policing profession in delivering the highest professional standards in our service to the public. It makes clear the ethical principles that are expected of all officers when carrying out their duties and making decisions and the consequences if those expectations are not met. The Code identifies nine policing principles, one of which is leadership. It simply states, ‘You lead by example (College of Policing, 2024).

Numerous different leadership styles exist within South Wales Police, which allows for several leadership styles within the organisation, dependent upon the necessary tasks to complete and departmental / organisational needs. The type of style consists of, autocratic leadership, which is when a leader makes a decision alone. Democratic leadership encompasses discussion, debate, and the sharing of ideas. Laissez-faire Leadership (derived from the French meaning 'leave alone') is a loose leadership style. It allows employees to carry out activities freely within broad limits. Transactional Leadership The "transaction" usually involves an organisation paying team members in return for their effort and compliance. Transformational leadership is really the opposite of transactional leadership.  Transformational leadership aims to change and transform people. Situational leadership dictates that different situations demand different styles of leadership. Adaptive leadership “mobilises people to tackle tough problems” rather than relying on the leader trying to drive change from the top down. The Chief Constable promotes adaptive leadership in Point 6 of the Leadership Charter, in which he states, “You need to seek every opportunity to develop as informed, adaptive, and innovative leaders to maximise your potential and the potential of those around you.”. (South Wales Police, n.d.) I would say that most police constables who have the experience portray an adaptive leadership style as they tackle tough situations with what is in front of them instead of relying on others. While dealing with the sexual assault call, I previously mentioned, I would say the leadership style I mostly portrayed was a mix between democratic and adaptive leadership, as a wide discussion was taken place between myself and the other officers present in order for the best result possible. The decision was made while also checking in with the supervisor, however nothing new was relayed from my supervisor and the information was of my own. Democratic leadership values the thoughts and feelings of team members and peers, however, the responsibility of making the final decision rests with the leader. The benefits of a democratic leadership style is that it boosts team morale because the members make contributions to the decision-making process. It enables them to feel as if their opinions matter. While dealing with the call, I took ownership of and led the investigation for the best result. As such, I reviewed the information available at the time in order to understand what the situation or problem is and formulated a number of potential hypotheses, out of which I identified the lines of enquiry and subsequent actions that will support or negate the aforementioned hypotheses. Which included, ensuring a scene was held, appropriate swabs were taken from each victim, and ensuring that no cross contamination occurred. I ensured that all possible lines of enquires were done as part of the golden hour principles, which is effective early action to secure the best possible outcome (HMICFRS, 2023). I was able to apply a change in leadership style to reflect a change of circumstances by adapting my way in line with the current circumstance and allowing myself to be flexible around it, as many things are not straight forward, and many things can arise without prior knowledge.

In conclusion, to be an effective leader, you must inspire trust and confidence, act with integrity, consult and communicate with others around you, and address identified problems as they arise in order to eliminate or at least minimise any negative effects in a situation and achieve the best possible outcome for all involved. I believe that with time and experience, leadership comes naturally for some people, for example, the call I attended. If I had not dealt with a call similar to that previously or had prior knowledge, I do not believe I would portray great leadership skills.  Being flexible and providing lead can also benefit you as a police officer, as with the call I dealt with, I received excellent feedback from hierarchy which assists in building up my confidence as a police officer.
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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 probationary period of a police officer is the initial phase of learning and development that every student officer must undertake as part of their training framework, set out by the College of Policing. The onus is on the student officer to demonstrate competency across a range of areas, operational and academic. This is evidenced and documented throughout the officers probationary period, in order to monitor their development and ensure that they are progressing satisfactorily (NWP, 2020). In this essay, I will critically reflect on my three year probationary period. Initially, I will reflect upon mentoring and coaching within my probationary period, and how I have benefited from either. Upon doing so, I will make reference to coaching and mentoring definitions and models that are currently in use in policing. In order to do so, I will be making reference to the Gibbs model of reflection, 1988, in order to critically reflect with a structured and methodical approach. This is a framework that gives structure into the process of experiential learning through six key stages. These consist of; description, feelings, evaluation, analysis, conclusion, and plan of action (Main 2023). In addition to this, and utilising the same model, I intend to reflect upon how my probationary period has allowed me to meet personal, professional, and organisational goals that I have set for myself; through effective coaching and development. Lastly, I intend to reflect upon both the mentoring and coaching I have received, in addition to my own personal, professional, and organisational goals, to reflect upon how I have learned, developed, and performed in the workplace. As stated by the College of Policing (N.d.), a role of a coach/mentor is to work with an individual to help them define and achieve their career and personal objectives; improve performance, or resolve work based performance issues. In this critical reflection, I will make reference to policing models of coaching that are currently utilised, evaluating their effectiveness in development during a probationary period. I will utilise my own experiences to reflect upon which coaching and development models have befitted me the most, and which are not so effective. Additionally, I intend to make reference to theories of learning and in which coaching and development models tailor directly to each individual's needs. Lastly, I will reflect upon how feedback has been delivered to myself throughout the last years, and whether the delivery of this has been effective. Additionally, I will make reference to the means in which I deliver feedback in return, analysing the effectiveness of this and utilising the Gibbs model of reflection to establish any areas of improvement.

Reflecting upon my three year probationary period, I have greatly benefited from coaching and mentoring. The College of Policing defines coaching as when a more experienced or knowledgeable person offers their support, advice and guidance to a less experienced person (College of Policing, 2023). I recall beginning my career on a response shift whereby I was paired with a tutor who mentored me for three months. I found this incredibly helpful, which allowed for a smooth transition from classroom based to operational policing. As a result of my tutorship period, I recall becoming much more confident in myself and my abilities, in addition to being able to answer calls and work independently as part of a shift. This was a positive experience for me and I believe it put me in a good position to further develop as a police officer. I recall the focus of my tutorship being on my own personal development, however, having a more experienced officer to work alongside of allowed me to develop considerably. According to the College of Policing, the key to coaching and mentoring a new student is to possess patience and flexibility, having the ability to allow students to put what they have learned in the classroom into practice. College of Policing (n.d.) I recall that this was the case in my tutorship, as a patient and flexible mentoring style benefited me greatly. Reflecting upon my tutorship, there is nothing that I would have changed and nothing I would have done differently. I greatly benefited from receiving constructive feedback throughout, which, according to studies, clarifies expectations and identifies weaknesses and concerns (Boiser, 2019). I believe that constructive feedback as opposed to criticism is the most productive means in coaching and mentoring, and despite receiving constructive feedback throughout most of my time in the police, I have on occasion received criticism. Criticism, as opposed to constructive feedback, can have negative psychological effects on the recipient. We immediately begin to register criticism as a threat, additionally, humans perceive criticism as a reflection of our worth as a person and not just based of ideas or behaviours (Positivity Guides, 2023) It is due to this, and taking aboard the constructive tutorship that I received, that I now will always provide constructive feedback and not criticism to other colleagues. I believe that this is a way in which I have benefited from good mentoring and coaching. This is an incredibly important aspect of learning and development, of which the College of Policing currently provides a toolkit on coaching and mentoring, which is something I believe is key in laying down the foundations of the development of student police officers.

Upon leaving my tutorship period and beginning my career on a response shift, I recall having a very smooth transition due to the one-to-one coaching method utilised by the police. This coaching style is stated to increase levels of engagement and build personal awareness by identifying weaknesses (Blackbyrn, 2023) I found this to be particularly true, as I began my independent stage as a much more confident police officer as a result. Despite the one-to-one coaching method having many benefits, I also believe that it is important to utilise a “team-approach” to coaching and development. Upon leaving my tutorship, I greatly benefited from working within a team coaching environment implemented by my sergeant, which is a structured and systematic approach to support the development of teams (CCL, 2022). Additionally, this coaching approach involves a series of steps that support a team in achieving their goals, improving performance, and enhancing their overall effectiveness (Broening, J, 2023). This method of coaching, which is aimed at supporting and developing individuals within a team, is an incredibly effective means of increasing morale and inclusivity, in addition to encouraging a feeling and sense of belonging. I recall having these experiences upon joining a new shift as an independent officer, which further developed my abilities as a response officer. It was through one-to-one coaching that I was able to hit personal and organisational goals, such as positive feedback on my work and general performance from the management level. These experiences made me feel very proud and happy to be coached within a team environment. There is nothing that I would change about my experiences, and I believe that I benefit more-so from a team approach. In addition to organisational goals, this has also benefited myself in my personal life, as I have now become a much more confident and capable human being. I am more driven in my personal life, furthermore, I am now for more productive and see the value in teamwork. Team-oriented coaching has many benefits withing a policing environment, as it can improve officer safety, strengthen communication, and boost overall morale (Bergner, 1997). From my own experiences as a response Police officer, teamwork is vital in achieving organisational goals as a team and as individuals; this method of coaching encourages this goal and allows for better communication and development amongst shift members.

Through working within a team environment, with a single sergeant implementing a coaching and mentoring philosophy across the team, I have learned and developed significantly. I recall that on many occasions I have dealt with incidents and have not possessed certain knowledge or skills in order to achieve a positive outcome, However, as I work in a team that prioritises constructive feedback and communication; there are times that I have developed greatly from colleague’s constructive feedback. It is due to receiving positive coaching and mentoring that I now have ambitions of becoming a tutor myself, as I wish to implement the theories and coaching models that I have learned to other Police officers beginning their careers. I have now begun prioritising giving positive feedback which focusses upon developing individuals. In addition to this, as a result of team coaching, I am able to work more effectively as a part of a team I am now more confident at calls and utilising any knowledge that I have learned. I believe that in this sense, team coaching encourages individuality and confidence within police officers; this is an experience which is lacking when opposed to one-to-one coaching methods.

In conclusion, upon reflecting on my three year probationary period, I have benefited greatly from certain aspects of coaching and mentoring. I believe that the Police initial tutorship phase is a good example of the one-to-one method, which is effective in building initial confidence and encouraging development. This allows for closer monitoring and ensures that the individual is developing adequately and is not regressing. Participants of this are receiving constant feedback and are able to communicate effectively with their mentors. This will allow mentors to identify areas of weakness and potential room for improvement. The college of policing encourages the tutor constable method, which has been a tried and tested method for a long period of time. From my own experience, this allowed me to build up confidence prior to becoming an independent police officer. Despite this, I have on occasion received criticism within the role which I believe is a common theme within policeing. There is a culture of blame and ciriticism, with not much room for development or constructive feedback. I have taken this on board when developing individuals myself, as I will always provide positive feedback. As humans are emotionally driven, I have established that criticism can immediately lower productivity and morale. Through certain theories of learning, I have established that criticism is almost perceived as a personal attack and never results in a positive outcome. I have benefited most from team oriented coaching, which has been implemented by my sergeant. This style of coaching develops a team as a whole and encourages individuals to develop within that team. This allows for effective communication amongst the team and development within its members. This style of coaching creates a sense of belonging among individuals, and allows for symbiotic learning between its constituents. Through team-oriented learning, I believe that I have developed significantly throughout my three years, and can look back positively on the relationships I have built and would not change anything. I have learned a great deal of knowledge and am happy with my approach to learning. I believe that I have developed significantly through constructive feedback to the point where I now have ambitions of developing the next wave of police officers and believe strongly in proper coaching and mentoring.
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