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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.



2500 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

Using Driscoll’s reflective model (2007) I will reflect upon an incident which has taken place in my final year of probation. I feel that using the model to explore this incident will show how my role as a response officer has changed in my last year of probation compared to my first and how this fits the strategic role of the College of Policing in professionalising policing. 

What:

While out on mobile patrol during a night shift I was dispatched by the control room to an emergency graded call. This call requires a response time of 15 minutes under the National Call Handling Standards (APCO 2005).

Several members of the public had reported that a male and female were fighting on a busy road. On route, the control room informed me that a metal bar was being used as a weapon, but not whether it was the male or female using it. Due to that developing information an order was given by the control room that all attending officers were to wait while the Force Incident Manager (FIM) reviewed the log. The order given by the FIM was officers carrying Taser would attend in the first instance due to the increased threat, harm and risk. As a newly trained taser officer I was instructed to attend the scene and assess the initial situation. 
On attendance there were no persons fighting and no sign of any weapons. I activated my Body Worn Video (BWV).

I saw a male staggering towards a car. Approaching, I saw that he was covered in blood, which coming from his mouth and substantial swelling around the left side of his head which I thought looked consistent with being hit with a solid object such as a metal bar. The male stated he had been attacked, presenting himself as the victim. He pointed at the address which he stated his attackers had come from.

Using my radio, I updated the FIM and other units that no persons were fighting and asked for a PNC check on the male and the identified address, which came back with warning markers for weapons, drugs and violence.

In company I attended the address and spoke with several individuals. A female with bruising around her left eye stated she had been attacked by her ex-partner outside her address and described the male that I had been speaking with earlier. My colleagues confirmed that all the individuals at that address gave them the same account and denied the use of a metal bar.

I spoke with a neighbour and reviewed their ring doorbell footage. From the footage I was able to see the incident in full. This showed the male assaulting the female, then as he walked away, he is struck over the head with an item resembling a metal bar by the female’s brother.

I identified two assaults which required both males to be arrested. The brother was uninjured so placed into a marked van and conveyed to custody, however, the other male had sustained head injuries and needed medical attention so was escorted to the local accident and emergency unit for medical attention before taking to custody. 


So What:

The College of Policing five-year strategy (2014a) aims to promote policing that is underpinned by the ethical code, ensuring that policing across all forces can be held accountable for its actions by providing both officers and the public clear and consistent expectations of conduct. Through my probation period these principles are at the centre of my decisions and actions. The academic side of my training has continuously asked me to reflect how I have made decisions that are based on the Code of Ethics (College of Policing 2014b). I expected the academic training to be of a more factual nature and it has taken time to develop my thinking instead of citing facts. It is easy to learn fact and it can be argued that being a police officer relies on being able to gather facts as these are the basis of evidence. 

I have always thought myself a person with principles and personal ethics, however, having those ethics mapped out into a code that applies to me and all officers means that I am able to have the framework against which I and other officers are accountable. The Policing Vision 2025 (NPCC 2016) aims to make officers independent and accountable, changing from the older, rigid, manager-led style of policing. Supported by the College of Policing to deliver the vision, The Code of Ethics is at the centre of the National Decision Model (NDM) (College of Policing 2014c). The model is a framework to guide decision making and to evidence rationale behind decisions, therefore promoting accountable and transparent decision making.

After gaining all available information, risk assessment in the NDM is a crucial stage in the model. Early in my probationary period I feel I often jumped into danger with little or no consideration for my own wellbeing. Without some form of risk assessment this could endanger others or me which could then be difficult to justify later. With time I have become familiar with the model and naturally use it with all my decision making. Gathering all available information is necessary to risk assess a situation. Therefore, I have come to value the important role played by control room staff such as the FIM when attending incidents such as this as they were able to give me additional information about a potential weapon being used. 

With a military background taking risk was second nature to me, having served in active deployment. The College of Policing (2018) state taking risk is a key requirement of policing. However, unlike my previous role, as a responding officer who is usually single-crewed the responsibility for assessing that risk is mine, instead of an army senior officer. In this situation I was able to begin assessing the risk before arriving at the situation. I needed to identify which individual at the scene had a weapon, what that weapon was and who may have been or likely to be harmed, particularly if they were still fighting when I arrived.

This situation required assessing the risk in action, which potentially could change as the situation developed, meaning that risk assessment must be dynamic, and reviewed if the situation changed. This type of risk tends to be an imminent risk; however, I also try to see future risk and I have also developed my knowledge and skills to identify vulnerable persons while responding to incidents to ensure a person’s current and future safety such as victims of domestic violence. The forms and processes necessary and recognising the importance of my referral has also become a big part of my day-to-day job, this again falls in line with the College of Policing authorised professional practice guidance which states that police play a crucial role in identifying, supporting and safeguarding of vulnerable adults (College of Policing 2021). Although there appeared to be no immediate vulnerable person in this situation, it was something that I considered as I do now in all incidents that I attend to ensure that appropriate referrals are made if necessary.

Being first at the scene, I activated my BWV, which can accurately record evidence that may later be useful in criminal proceedings. The College of Policing five-year strategy (2014a) sets standards based on the best available evidence and the College of Policing (2021a) has an easily accessible evidence-based crime reduction toolkit, of which BWV is one aspect. Crime interventions in the toolkit look at the impact on crime, how and where it works, how to implement and the economic cost. The interventions are based on the best evidence available, and only included if there is a clear evidence base. The strength of implementing the evidence base lies in the Colleges ability to liaise effectively with stake holders, e.g., the Home Office, Chief Constables and Police and Crime Commissioners to influence forces policies. My day-to-day policing is working within my forces policies, and this is where the impact of the College of Policing will be at its greatest. Therefore, the simple act of just activating my BWV according to my force policy is based on the best available evidence and adheres to standards set. 

After assessing the situation, I could see there was no fighting or sign of a weapon anywhere, so my investigation turned to information gathering. My first line of enquiry was to review the accounts given by all people present. 

I felt the accounts given by the house occupants of the male assaulting the female were credible. However, I had doubts based upon the male’s injuries and the initial report of a weapon being used. Reflecting on how I may have dealt with this scenario in my first two years of probation I feel I would have been swayed to believe the majority. I can think of several similar incidents where I felt pressure to make quick decisions to portray the image of being a more experienced officer than I was. This pressure to look confident combined with inexperience and naivety to believe what first appears to be true can lead to missing vital evidential opportunities such as forensic evidence, which can affect investigations later. Therefore, with time I have come to recognise the importance of taking a step back and looking at all the available information following Golden hour principles which are 10 investigatory principles officers such look to exhaust to maximise evidential material immediately after an incident (College of Policing 2022b) such as viewing the neighbour’s doorbell footage, which then clearly documented what had happened and could be used as a strong source of evidence.

Considering powers available and having decided that 2 assaults had taken place, I had to make the decision that I was unable to arrest both males at that time. The second male needed medical attention due to his head injury. Learning from a previous incident whereby I was turned away from custody with a prisoner with a head injury I am aware of my obligation toward the welfare of those held in police custody and the accountability to their safety. This can also be to the detriment of an investigation I have also learned from another incident when I had to take a male car driver to hospital for assessment for a head injury. He was involved in road traffic accident and was over the legal alcohol limit at a roadside test. The hospital was very busy and after the 6- hour wait was no longer intoxicated. As the roadside test is only a preliminary test as the evidential test is completed in custody, I had no other choice than to de arrest the male taking no further action. While this was frustrating, I have since heard of a new initiative whereby Police will now be seen as a priority to prevent incidents such as this. Learning from incidents is an ongoing process that I use to enhance my decision making, so in this case I was aware of my responsibility for his safety in seeking medical care before I could proceed with the arrest.

Now What:
 
The Policing Vision 2025 (NPCC 2016) recognises that policing needs a workforce that is autonomous, knowledgeable and adaptable to cope with future policing challenges. To achieve this the College of Policing 5-year strategy has developed national evidence- based standards and developed the police educational qualifications framework. The Workforce Transformation (2018) is a combined strategy by the College of Policing and the National Police Chief Council to look at different entry routes into not just the police constable role, but others such as direct entry into senior ranks and establishing frameworks to ensure continued professional development. However, I feel there needs to be review of these routes and the support given. It has been difficult for me to work a pressured workload fulltime, study and spend time with my family, which is necessary to me to maintain my wellbeing and resilience. I have seen several officers on my training cohort leave as they cannot strike a balance. There is a drive to discourage negative culture which can be achieved by promoting organisational justice, yet I have seen the different routes being divisive. Examples include, a direct entry recruit, already holding a policing degree, working independently after 10 weeks of tutorship, struggling with the day-to-day policing and returning to tutorship, having spoken to him I felt this was lack of time and experience with little support available after tutorship. Another example being a department asking for 1 year post probation experience, therefore excluding an able officer from the Police Constable Degree Apprenticeship route who has served the same time as someone on the Degree Holder Entry Program, yet they may be the more suitable candidate. A recent review of the College of Policing (2022c) has emphasised that a culture of continued learning still needs to be achieved and that the College of Policing needs to be a stronger and increased presence to support this, as often engagement with them is only at the point of entry. I have recognised this with older officers and myself in our attitude to learning. However, given the workloads it is difficult to step back and examine learning and development needs. For me it is not an option, for them it is.

I have reflected on many incidents during this degree, examining my role and how that fits the vision of a flexible, independent officer. However, this reflection is mandatory and has been difficult to balance with the increasing workload and demands of the job. The challenges on officers negatively affecting their ability to have time to step back and reflect is recognised by the College of Policing (2022c). I feel there has been effort to recruit a workforce that are qualified to a national standard with consistent standards of policing in order to push professionalism to the forefront. However, I am aware that without opportunity to step back and reflect then I may slip into just ‘doing the job’. I would like to think that the policing standards and ethics are naturally at the centre of everything I do, however, I will have to look at how I continue to step back to ensure I maintain this attitude.

I have found myself to be taking more of a leading role when attending incidents instead of stepping back and observing my peers. I now feel more confident in my ability to make the right decisions, developing the skill of discretion and being able to justify actions in a transparent manner using the standards set by the College of Policing. I can support other probationary officers as I have been through the process of balancing the academic and practical side of my probation. I am already finding I am beginning to support less experienced officers in the same way I often discuss situations with more experienced officers than me, which allows me to talk through my decision process. Using this type of support and discussion ensures a level of reflection and thought that will help me to continue to explore situations and maintain my ethical thinking.
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Task 2

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


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

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


 
2500 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:

Using Driscoll’s reflective model (2007) I will reflect on an Incident in which I played a significant role in locating and preventing significant harm coming to a vulnerable missing person. I will discuss how social media was key to finding the individual and explore the benefit and drawbacks of the police using social media.

What: 

I was dispatched by the control room to an emergency graded call due to a report of a male fleeing their home address after stating they were going to take their life. 

Sadly, this is a typical call myself and other colleagues attend nearly every other day and generally I have found it is the same individuals who often have a long history of mental illness and are well known to Police and mental health services. However, on this occasion the family stated this was out of character which was also supported by the control room who stated the male had no trace on the Police National Computer and Niche computer systems.

Eventually the individual was located by tracing a social media platform he was using. 
[bookmark: _Hlk107374615]
So What:

While on route using the National Decision Model (NDM), a six-stage framework used by police to assess risk and aid decision making (College of Policing 2014) I started to consider my options and how I may approach the situation on arrival with stage one of the NDM is “Gather Information”. 

After conducting an initial area search without success, the whereabout of the male was now unknown and by definition now considered as a missing person until found (College of Policing 2022). A person is reported missing every 90 seconds in the UK totalling 353,000 each year (Missing people 2022). Identifying risk and providing safeguarding for a missing person is paramount as they are vulnerable and at risk of harm and this can be achieved in the form of a missing person report (College of Policing 2022).

I attended the home address and started to populate the missing person report with the caller who was the male’s wife. The report obtains key information such as a description of the missing person, medical history, known address’s, places of interest along with an attached photograph which is then shared with other forces after a 48-hour period if not located (Home Office 2022). One question during the report is asking consent to a media appeal. Using social media platforms such as Twitter and Facebook an appeal can be posted to attract attention and raise awareness. Gathering information was essential to locating this individual and social media platforms provide an easily accessible and quick route to asking for information and creating a 2-way dialogue. The benefits of these platforms in a time critical situation such as this are that it allows a photograph with vital information such as location and links to be posted immediately with responses in the form of comments on the post giving real-time information that can be responded to and may also prompt others to comment that might not have picked up the telephone if they felt their information was irrelevant. I have seen success finding people using these platforms, for example whilst spending weeks looking for a particular individual who was living rough and suspected of small pet and wildlife mutilation, we were able to gather information from comments on posts asking for information from residents local to the area who had sighted him and an area where it turned out he was camping. 

On the completion of a missing person report a grading of risk will be identified by the attending officer, from Low being no visible signs of threat, harm and risk to Medium where there is a possibly of risk to the missing person or others through to High which is an immediate threat to themselves and other members of the public (Norfolk Constabulary 2022). Grading this incident, I considered that this behaviour was out of character, had recently lost their father and been made redundant so graded it as high risk as I felt there was an immediate threat to life. I contacted my Sergeant who agreed with the grading and allocated others to assist with the search, so I had greater powers at my disposal. One such tool was using the males’ cellular data via their mobile network location also known as Global System for Mobile Communications (GSM) Similar to Global Positioning System (GPS) however not as precise. GSM is requested by the persons network provider but can only work when the mobile device is switched on and transmitting data to a local mast (Privacy International 2021). A controversial option, GSM infringes Article 8 of the Human Rights Act (1998) whereby it states “everyone has the right to respect for his private and family life, his home and his correspondence” though exceptions are made in the interest of national security, prevention of crime and public safety just to name a few. Therefore, as this was a life-threatening situation the individuals’ privacy was over-ridden.

Sometimes, checking the persons own social media accounts can give clues as to what may be happening in their lives and a useful source of information. Biers (2017) suggests the natural tendency of people to talk can often provide information online, whether victims, suspects or witnesses and that even if they are not talking themselves about it, that often someone else is and that social media can provide information, photos and videos. In this circumstance the male had not posted anything that indicated his intent or where he might flee to in this emotional state.

I had tried to call the male via their mobile phone, but he had switched it off, so I asked the control room to run their vehicle number plate through Automatic Number Plate Recognition (ANPR), which is a technology that uses cameras in undisclosed fixed locations to capture vehicle registration plates storing it on a database with the location and time sighted. This is recognised as a tool in locating missing persons (Police UK 2022). The control room informed me the vehicle had activated a camera giving me the time and direction of travel which offered a general area to start searching but not precise enough to locate the male immediately. It was possible, however, to use this information to update social media which may also spark the interest of those in that local area who may become more observant and increase the likelihood of a sighting.

While searching the area of the ANPR activation I received a phone call from the wife who stated her husband had sent a photo of themselves sat on the edge of a quarry via the social media platform Snapchat. Having used the platform and dealt with it on several occasions during other incidents I was aware the app had built into it a live tracker that updates and shares the devices location when the app is in use (Snapchat 2022).The app as default will have the location feature disabled but fortunately on this occasion the male had activated the feature meaning we were able to get an exact location, speeding up the process dramatically.

I relayed the information using my radio and with the help of a helicopter from the National Police Air Service using its thermal image capabilities we were able to locate the male and using Section 136 of the Mental Health Act (1983) take them to a place of safety to receive the help they needed.

The benefits of using social media are proving to be successful as a communication tool between the police and public. Engaging with the community is often not just engaging to discuss criminality, it is building public relationships, and this can be seen in small initiatives such as Gwent’s resources for children, with downloadable colouring packs that encourage people to repost when coloured tagging in Gwent Police. Gwent Force like many other Forces use Facebook, Twitter, Instagram and YouTube. Gwent Police have recently introduced a 24/7 social media desk for reporting non-urgent crime or get on-line advice (News-Wales 2022). After a successful 6- week pilot there was an increasing use through the messaging service of Facebook and Twitter. People surveyed said that 88% of their queries were answered by the social media desk operator and more than 96% would use the service again. However, my personal worry is that while this may decrease the direct calls and ensure that those are more easily prioritised that these platforms may also generate increased work as I see an increase in my own workload whereby people are using social profiles to cyber-bully as the normal social face-to-face boundaries do not exist. It is essential that posts are monitored effectively, to enable an appropriate response when needed in order to maintain public trust and legitimacy. I feel that this may also provide a platform for a small minority of the public to use inappropriately and easily multiple times, that face to face or phone contact might have deterred. However, the benefits of the ease of use and encouraging people who may have not felt that their report was insignificant to report will outweigh this issue. My concern is shared by MacGillivray (2018) who suggests that to overcome the negative aspects of social media that information posted needs to be current, relevant and that a specialist team to monitor accounts is necessary to achieve this and prevent circumstance such as false information and rumours being generated. My own Forces internal social media policy manages this by moderating such comments, and those may be hidden, deleted, inappropriate content reported to the platform provider and individuals blocked. A forces social media management platform through which to access the Forces social media acts as gatekeeper so that there are specific accountable individuals that monitor posts so that information is appropriately communicated and consistent. If any officer were able to post, then information may be portrayed differently and messages muddled. 

On this occasion I was able to use social media for good by preventing harm to the male. However, social media can be used by anyone maliciously. One example whereby an individual had activated the Snapchat location feature on their ex-partners phone while they were together without her knowing. This then stayed active when separated and was used to actively stalk and harass their ex-partner who was unaware of feature. Policing today requires an up-to-date knowledge of these types of functions. Without knowing this I would have been unable to safeguard this individual as my usual advice to anyone who is being targeted on social media is to check their settings and disable some functions. In situations such as stalking it is key to be aware of every way that an individual may be tracked.

An analysis of UK police use of social media concluded that social media is used in policing for a wide range of purposes such as requesting help in investigations, alerts of danger and information sharing so to ensure engagement with the public the purpose of the post, the key audience and a clear message are necessary (Fernandez et al 2017). The many faces of policing in social media can be seen in the European Study by Composite (2021): They include as a source for criminal information, giving the police a social media voice, interacting with the public, sharing and pushing information, efficient policing and showing the human side of policing. Therefore, given the many ways that social media is used requires an in depth and up to date knowledge of platforms and the population that use that platform to ensure the right platforms are selected dependant on the goal and the audience to be targeted. Some platforms such as Facebook and Twitter allow a 2-way interaction so are ideal for gathering information, whilst platforms such as Instagram and tik-tok have a comment function but do not tend to generate discussion, others such as snapchat allow a predominantly one-off view of a picture or video, so have no monitoring or response capability. Unfortunately, qualitative research by Bullock (2017) suggests that British policing is struggling to use social media as a tool to engage participation and is often one-way communication. While acknowledging that social media has changed communication, it has not transformed communication in the ways thought that the role it should play and that its priority at organisational level is unclear with little planning to put in the necessary infrastructure to support this. I have found the social media survey by Bailey and York (2018) useful while looking at information on this topic. It is very clearly set out, looking at the 3 platforms Facebook, Twitter and Instagram and response comments such as “It comes across as a faceless corporate tool that is only updated on weekdays 9-5” from the public support that Police are not really achieving that interaction. While its findings are out of my control as a front-line officer, such as half of people using Facebook to communicate with the Police not receiving a response having a knowledge of these findings is necessary as it can affect the trust and legitimacy in me being the personal face of Policing, especially when I need the support of those that were not responded to on Facebook.

On a work level, my shift uses the encrypted WhatsApp to convey information and messages. While I find this useful and is a platform I also use in my personal life, it is a balance between being in work physically and always being there through the 24-hour platform. 


Now what: 

The Policing Vision 2025 (NPCC 2015) recognises that with changing technologies and communication that policing needs to adapt to engage with communities using technology and social platforms as communication channels whilst still recognising that some people do not live in a digital world, so there still needs to be an easily accessible public face. Becoming reliant on technologies could alienate and exclude individuals, so a balance needs to be maintained. 

Whilst it is recognised that the two main platforms used are Facebook and Twitter, there are many other platforms that target different groups in society. Looking at the benefits of their wide use of platforms, Denner (2014) recognises the benefit of targeting your audience using different platforms, with the example of Snapchat being a younger person’s platform whereas Facebook and Twitter are older and used predominantly by a more mature age group. Policing needs investment to stay up to date with social media functionality and monitoring which platforms are used by which groups so that appeals or information shared reaches the right audience. For example, Facebook is not commonly used by younger people so targeting them with a campaign on recognising themselves as victims of child abuse would be pointless, it would be better posted on more recent platforms such as Instagram and Snapchat. Likewise using platforms such as Facebook would be more appropriate to target older people who may be at risk of being targeted by financial scammers looking to exploit their vulnerabilities.

Often change can come at a financial cost, however it is necessary to give value for money. Using social media is an additional communication channel, however Composite (2014) use Greater Manchester Police as an example whereby investment in social media as being no more costly and within the same budget as it has been offset by the cost of printing and distributing written literature. This does still lend itself to criticism and a focus on reaching those in the population that would have been dependant on written leaflets not being excluded. There needs to be public engagement to ensure that these people have channels to receive their information, perhaps using community policing who know their areas and have local links to form ways in which everyone is kept informed. 

As an individual officer I need to take all opportunities to ensure I am aware of to stay up to date with the ever-changing platforms and functions. My day-to-day policing is seeing more reports of crimes and abuse being reported on social media. I have become more aware of the specific policy guidance issued by my own Force that guides how I should use social media, such as not posting work related posts, however, I am acutely aware of how I use my own social media accounts so as not to put myself at risk or damage my professional reputation. 
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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?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

Using Driscoll’s reflective model (2007) I will reflect upon a Road Traffic Collision (RTC) that I recently attended. I have chosen this incident as it required me to quickly take the lead, good teamwork and good communication in order to effectively and safely deal with the incident. I feel it is a strong example as is it required me to adapt my leadership style based upon the changing circumstances. 

What:
I was dispatched to a two-vehicle road RTC on a busy single road cross junction. The weather conditions were extremely poor due to very heavy rainfall resulting in poor visibility and a large amount of surface water. Usually these are attended by the roads policing unit however they were already committed to another incident. I took the lead in the initial response and ensured that ambulance and fire service were able to be quickly updated of the situation to ensure good management of the situation.

So What:
The Policing Vision 2025 (NPCC 2015) recognises that effective leadership is key to delivering the 10-year policing plan by creating transformation within the service to ensure officers are accountable and autonomous. The College of Policing (2015) Leadership review recognises leadership at all levels, identifying 4 dimensions: individual, operational, senior and organisational. At the individual level it suggests that leadership qualities are essential to all officers to perform their job and suggests many traits such as someone who upholds the core values of policing, adaptable to change, supportive of others, resilient and accountable for actions make a good police leader. National and local Force goals apply to all officers and teams require strong, focused leadership to achieve them, however depending on your role and seniority you will work towards these at different levels. 
 
There have only been two or three occasions where I have been dispatched to an RTC. In the area I police RTCs are usually attended by the specialist roads policing department. 

Arriving at the scene I could see that two local Police Community Support Officers (PCSO’s) were already on scene and looking at me for direction. Although young in-service, having to take on leadership during a crisis is not anything I am unfamiliar with. I previously served 9 years in the Armed Forces where my role required me to lead small teams on operations where good teamwork and strong leadership was required to achieve mission objectives, which has provided me with good foundations now as a serving Police officer. So, my instinct kicked in and a sense of duty and to want to help a situation. Kolditz (2009) states some individuals are born to be natural leaders and others as a result of constant nurture. He suggests nurturing leadership is often seen in the Armed Forces with education and constant training creating leaders. Furthermore, that leadership in the Armed Forces is based upon the concept of duty, service and self-sacrifice, which I feel are values that were embedded in my previous role in the armed forces and now at the core of my role as Police officer. There are many definitions of leadership but simply it is the act of influencing a group of individuals to achieve a common goal (Giblin 2017, p. 144). Leadership is often key to the success or failure of a task (Khajeh 2018) and is essential in emergency management especially during a time of crisis (Boin et al 2016). My ability to stand out as the leader at this point, to be able to clearly identify goals and gain the cooperation of the PCSOs to achieve these were the key to ensuring the situation was managed well. In line with the National Decision Model (NDM) (College of Policing 2014), I needed to gather as much information quickly, risk assess the situation and form a plan. 

While police culture can be seen in a negative light, College of Policing (2015) suggest some aspects such as decisiveness in difficult situations, compassion and a ‘can-do’ attitude are positive aspects. Decisiveness was essential in a situation such as this where critical time could be lost trying to reach a decision which could result in harm to someone involved in the incident. At this point I had to take an autocratic style of leadership as the situation presented and immediate threat and needed direct and quick-thinking decisions to reduce risk to the public, fellow colleagues and myself. Van Wart (2013) who also uses the interchangeable term, directional leadership, supports the practicality of this style and necessity when time is critical. This meant that I did not waste time debating the situation with the PCSO’s rather that I could see that I had to take charge and instruct the PCSOs who were now part of my immediate team, with me as the leader and I needed to risk assess the situation quickly and act.
   
I could see that there were two vehicles involved, both were situated in the centre of a busy crossroad junction. Other factors I considered were the late hour, wet weather conditions, poor lighting and other road users still navigating around them. So, with safety in mind, to protect all other road users and bystanders that had gathered, I instantly tasked the PCSO’s with moving the public back to a safe distance. Using our marked Police vehicles, I began to close off all the junctions which give us a safe place to work in. Updating the control room, I requested for further assistance to close the remaining junctions. I had determined that there would need to be a clear route in for the other emergency services required and would need further backup. Taking command is an essential element of leadership, however commanding unnecessarily can disempower those commanded (College of Policing 2015). The Policing Vision 2025 (NPCC 2016) aims to empower officers and nurture future leaders, and I felt I was able to take charge of the situation and take command.

I then informed the PCSO’s to maintain the cordon while I assessed the casualties. The NDM is a continuous cycle of reassessment after implementing actions, and none more so than in a dynamic situation such as this where new information and a changing situation may need new approaches. Approaching the vehicles with caution I could see the occupants of vehicle one had managed to free themselves from their vehicle however the driver of vehicle two was still situated in the driver’s seat, unable to move due to severe back pain after being hit head on from vehicle one.

While reassuring the trapped driver and assessing the level of their injuries one of my colleagues arrived who had only recently joined the shift.  Looking up at them I could see they were overwhelmed with the situation, and I could see that they needed my support. However, at that point the casualties were my priority, drawing on learnt experiences while in the military I instantly tasked my colleague with seeing to the driver as it gave them a purpose and direction and afforded me the ability to maintained overall supervision of the incident.   

As response officers we are only trained in basic first aid, I knew we did not have the training, skills and equipment needed to effectively deal with the trapped driver alone. A seven-year study by psychologist Dr. Meredith Belbin in 1981 into team dynamics identified nine common behaviours, each of which influenced the performance of a team depending on their behaviours and correlation with each other. Based upon the makeup of behaviours within a team it was possible to predict how effective it might be. The team did not need all nine roles to be successful, it was getting the right combination of roles dependant on the task or objective that made it effective. There were, however, some roles that were more important than others. These were productive individuals, good communicators, experts/specialists and a leader/co-ordinator. (Belbin 2022). This theory is new to me, I can see now how different people are needed to achieve a team objective, although there are other theories too, they all demonstrate that different ‘types’ are needed in a team. I knew I did not have the skills needed to manage the situation on my own.

I knew I required an “expert/specialist”. As a police officer I am used to working as part of a bigger team such as social services in domestic situations I frequently attend or other emergency services in situations such as this. So, recognising I needed a job specific team role, I requested the assistance of Ambulance and Fire services, partner agencies who are equipped with tools and skills needed when dealing with incidents such as this. 

On the arrival of the Fire and Ambulance I identified myself to the watch commander of the Fire service and senior paramedic, giving them a brief report of the current situation. Nearly identical to the NDM the Joint Decision Model (JDM) (JESIP 2022) has at its centre working together to save lives and reduce harm. Leadership during an emergency can be challenging, especially combined agency working where expertise’s are spread, with no clear person in charge, working in the public eye where the outcome could be catastrophic and failure can have huge consequences for senior management and government (Waugh 2018). The Joint Emergency Services Interoperability Principles (JESIP) were established in response to many different national major emergencies and disasters where it could be argued lack of clear leadership and joint working had negative consequences. One such disaster highlighted in the POLLOCK report (2013) is the Hillsborough football disaster resulting in 97 deaths and hundreds of injuries in 1989. The lack of police leadership was heavily criticised both for its lack of direction and communication at the time of the incident and acceptance of accountability after the incident. The JESIP principles (JESIP 2021) for joint working (co-locate with other responders, clear communication, co-ordination, joint understanding of risk and shared situational awareness) are most likely applicable to major incidents, however they do support multi agency working in an incident of any scale. I was called out to what could be argued to be a minor RTA, however a situation could easily change and evolve into something bigger, so those principles are a good guide and require good leadership skills of those involved to ensure that they are applied. 

With a change in circumstances and working as part of a bigger team I took a step back, and no longer needed to be autocratic. In some way my team role changed. My leadership style was flexible, allowing others to take control in their subject areas in order to achieve our overall objective of preserving life and protecting the public. I was able to shift my focus from the immediate care of the casualties to reassess my role in the incident, which was then to look at how I could keep the working environment safe for the fest of the teams to work in.

While the fire service and ambulance worked on the trapped driver, it gave me the capacity to start organising vehicle recovery and council clear up as well as maintaining constant stream of updates to the Police control room. Working together as a multi-agency team utilising varied skill sets, we were able to successfully and safely remove the driver from their vehicle and onto an ambulance where they were conveyed to hospital to receive treatment. 

Reflecting on other incidents where I have taken a leadership role, I can see how my style varies dependant on what incident I am faced with. For example, when dealing with a recent domestic incident where there was no immediate threat, harm and risk I was able to take step back and consider all my options, seeking the opinion of other officers before making my decision. The style I take adapts to the situation and depends on my risk assessment of the situation.

Policing leadership is complex, and approaches vary dependant on the situation, such as this example of myself in a critical situation at the frontline to senior management at strategic levels whose leadership is used in a more controlled way. An independent thinktank suggests police leaders need business acumen and an ability to work with others and to engage with the community while maintaining trust and legitimacy (Police Foundation 2015).
The College of Policing (2017) recognise that leaders need to be good role models displaying the standards and behaviours expected. Similarly, the HMICFRS (2017) suggest that police leaders who embed the code of ethics in their practice are role models that encourage police legitimacy from the public and promotes a sense of procedural and organisational justice. They recognise that frontline leaders influence a large proportion of the police workforce. Compared to the autocratic leadership style I have been used to while serving in the armed forces I feel more valued by the style of leadership of my sergeant and inspectors who have been approachable and flexible. I think they are a good role models for me and this has helped me to develop my skills and I feel I can always ask for advice or challenge something I feel uncomfortable about. This has a knock-on effect as I build up service and now see more junior recruits who I try to demonstrate the same qualities showing fairness and ethical decision making. 

Change and innovation is necessary and as policing continues to build an evidence base on practice, I must be adaptable to change and able to take the lead when required. Evidence reviewed in a Home Office report suggests that engaging officers at the front line rather than forcing changes from the top down is more accepted and likely to succeed (Ordan et al 2019). This can only be supported by good leadership and even as a police constable I am still a leader, even if that is at a different level to a more senior officer working at a strategic level. We all work with the same goals and vision using the same ethical code, our roles in achieving that are just different.

Traditionally policing has been a ‘command and control’ style of leadership, however evidence suggests that a more inclusive style has become necessary (Walsh and Vito 2018, pp.65).  Leadership tends to take 2 styles: Transactional whereby decisions are made by a superior and little involvement of others in decision making and transformational whereby a superior empowers others to make decisions. A systematic review of evidence suggests whilst transformational leadership is regarded as the most effective style of leadership, that police leadership requires an ability to change style, including transactional depending on the circumstance (Neyroud, 2011). Furthermore, that frontline leadership cannot be exclusively transformational, as given the nature of policing there needs to be a command style. I agree with this and feel that I have senior officers that support me to make decisions yet there are situations that they take command. The strength is that I think I have been able to develop to recognise and understand why they change their approach. I am lucky that I have senior officers that I have not had to doubt when they take a command style. However, I can see that difficult situations could arise without this trust in their decisions and would like to think that if I was in a position that I felt strongly enough that a decision was wrong or unethical that I could use my own knowledge to give a balanced argument.

Now what:
As I leave my probationary period and become more experienced, there are likely to be more occasions whereby I will naturally take on a leadership role. I enjoy taking the lead at incidents I attend, and I think this situation demonstrates my flexibility as a leader, although I had not really looked at myself as a leader, thinking more of a seniority hierarchy providing leadership. Developing myself as a leader and taking advantage of courses and mentorship to develop these skills will be key to progressing through my career once I have achieved a position in the specialist team that I would like to work in and progress. Progression is not just about promotion through the ranks; it is developing skills and being a knowledgeable professional in my own right. I recognise moving forwards how crucial good role models have been to myself and will support more junior officers by being a good role model myself. 
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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?

2500 words (+/- 10%: include your actual word count at the end of each section) 
 



ANSWER:

Using Driscoll’s reflective model (2007) I will reflect upon the influence that mentoring and coaching during my three-year probationary period has helped me to learn and develop.

What:

It can be argued that policing is and always has been, a profession which is reliant on work-based learning and that learning is based on reflection of personal experiences and guidance from a mentor or coach. Mentoring and coaching are equally as important however are different. Mentoring can be regarded as a form of support whereas coaching is a more formal form of instruction (Zust, 2017).

During my three-year probationary period I have had three mentors in the form of tutor constables which have been allocated specifically to progress my development. I have also had multiple coaches, ranging from my response sergeant to training staff on job specific training courses who have provided more formal coaching. All the support from these have helped me to develop into the constable I am today. 

So What: 

The Policing Vision 2025 (NPCC 2016) aims to have a workforce of confident professionals who can be autonomous and accountable. To achieve this officers, need to be supported in their decision making, ensuring that it reflects the Code of Ethics (College of Policing 2014). I found that decision making was the hardest part of my job, even now being more experienced the ethical nature of decision making can be complex and there is no black and white clear-cut answer as every call has different risk factors and circumstances to take into consideration. I needed to be able to talk through a situation and the reasons and options available with someone who knew the job very well. I think even just not having the knowledge of the wide range of powers and knowledge of the many laws was daunting. I felt excited but under pressure to learn and achieve my objectives. Mentoring was going to be my support during this initial phase on my on-the-job training.

Mentoring is the association of a more knowledgeable and experienced individual offering advice, support and guidance to an individual with less experience and knowledge to progress their development. That individual is often referred to as a mentee with the other mentoring a mentor. (College of Policing, 2022). A mentor, often the more senior, is responsible for guiding a more junior colleague by providing constant support and constructive feedback where the schedule is based on mentee’s needs. The relationship between a mentor and mentee is often long term and open to constant change with less focus on measurable results and changed behaviours but more focus on the overall development of the mentee who is inspired to learn by the experience of the mentor (Zust, 2017).

Since leaving training school I have been under the constant supervision of a mentor in the form of a tutor constable. This mentoring started whilst in my initial 12 weeks while attached to the Police Development Unit (PDU) where constables are provided with one-to-one, on the job mentoring prior to arriving at their operational stations. During this time, I had several professional objectives which needed to be achieved to reach independent patrol status which ranged from making an arrest, dealing with conflict to the interviewing of a suspect and victim. These objectives are national objectives which had been set by the College of Policing and are the standard that must be achieved by all training constables in order to be operationally compliant. The Policing education qualifications framework (College of Policing 2020) is focused on all new joiners to meet the expectation of the policing vision 2025 standardising standards of operational working that is underpinned by a knowledge base.

The first time I met my tutor was when arriving at the PDU for the first time. This was different to others in my training school class whose tutors had attended training school, introducing themselves and having one to one meetings prior to leaving for the PDU. From the beginning it felt as if my tutor had no real interest in me or a want to be tutoring. During my initial first day on the PDU I recall spending most of the day sat in the office filling in paperwork which others had been given during their one to ones and had already completed. This seemed to be a common theme as I found myself spending a large proportion of my time sat in the station, watching others leave to attend calls. I would often ask if we could go also, only to get the reply, “We’ll wait for one you need” referring to the professional objective’s portfolio. On the rare occasion we did attend a call I would often be left alone in the office to write up the incident report with no guidance or direction from my tutor. Belur et al (2019) systematic review of police recruit training programmes identified a strong link between a positive ’in-field tutor’ to link theoretical knowledge and practice, exposing the recruit to the job and engagement into the organisational culture. Therefore, the experience I had with my mentor could have a real effect on not only my learning, but my attitude and buy in the Force.

Although I was conscious we were not attending as many incidents as others I respected that he been specially selected and trusted to tutor which would have been based on his experience and knowledge. It was not until my 5 week review I became aware of the external concerns surrounding my tutor. Unlike others whose review had taken place in the station with the Sergeant, my review took place in police headquarters with the inspector of training who raised concerns over how I had been managed. This put me in a difficult situation as I felt I should have a loyalty to my tutor yet should be very honest in voicing my experience. I didn’t know how this would affect my relationship with my tutor, especially as I was reliant on him to help me achieve my objectives. As a result of this meeting my tutor was removed from the PDU and I was handed over to another tutor.

Meeting my new tutor was a complete contrast to my last, before deploying we sat introducing ourselves and immediately, I found we both had many common interests. We also discussed what I believed were my strengths and weaknesses as well as my preferred learning style which gave me the opportunity to inform him I had been diagnosed with dyslexia whilst in school and that I was a visual learner, learning best by being shown how to perform a task. 

The 7 weeks which followed were a complete contrast to the previous 5. We spent our time proactively looking for crimes as well as attending a multitude of Incidents on a daily basis from Road Traffic Collisions to Domestic Assaults. Each incident was different and required different skillsets which my tutor would first demonstrate. I was able to observe how my tutor and other response officers conducted themselves and I was able to select the different qualities I had observed, using them in the next incident where I would then take the lead. At the end of every incident, we would have an informal discussion about what went right, what went wrong and what could be done to improve performance. I was excited doing the job I had always wanted to do. After the initial feelings of being a spare part I was finally feeling I was learning.

Tyler and McKenzie (2011) qualitative study looking at mentorship in first year police officers found mentors felt they had to earn the respect of the mentee and build up a trusting relationship so that the mentee would engage more easily with them and take their advice on board more easily and that being more experienced in their knowledge and job was key to being a successful mentor. This is a view upheld by a review of police leadership and training by Neyroud (2011) who feels that to mentors to new recruits must be competent and experienced in their roles, and that a mentorship role should be essential to those looking for promotion. Tyler and McKenzies (2011) study also suggest that mentees found that mentors who were approachable and honest, who did not get stressed out easily and with ways of explaining things well were key qualities of a good mentor. Good communication that encourages the mentee to ask questions and acknowledges that they make mistakes was essential. This is something I can completely relate to, especially when I compare my 2 different experiences of being mentored up until that time. 

Having a mentor during this time was invaluable! I was able to watch in person, what had been taught in the training school classroom. I was able to learn from this and felt we had a good rapport which meant I could easily ask questions without feeling stupid. I believe it is the quality of my second tutorship which aided me in achieving independent patrol status 2 weeks prior to schedule.

Although I had successfully achieved independent patrol status leaving my tutor and the PDU, I have continued to receive support and guidance from a shift tutor who although does not work with me daily, regularly meets with me to discuss wellbeing, workload and worries and has always been there at the end of a phone or email. This was a nice step away from the constant support, but still easily available.

In conjunction with the police tutor’s, I have also been assigned a university tutor. I have been fortunate as my assigned tutor was in fact my instructor from police training school who had left Gwent Police to join the university team. Knowing them on a personal level I feel has been beneficial to my academic studies. Although for most of this time I have been unable to have face to face meeting such as I had been having with my police tutor due to the Covid-19 pandemic, they have always been at the end of an email. They have been able to guide me through each assignment and each workbook answering all my questions and providing me with recommendations. I feel that having been a constable they truly understood what I meant when asking for guidance. 


Coaching Is the develop of an individual or group by progressing their growth and managing them to meet a target or complete an objective (TalentLyft 2022). Coaches are performance driven and often short-lived dependant on the goal. Using their expertise’s, leadership and communication abilities they aim to improve the performance of an individual or team by provoking positive change through making the right decisions (Zust, 2017).

Over my 3-year probationary period I have also had several coaches, each working to achieve both personal and organisational objectives.

This has predominantly come from my shift Sergeant who is responsible for the management of my shift and daily decision making. At the beginning of each shift my Sergeant holds a briefing where important information is shared such as changes to policy or legislation which is often followed with scenario-based discussions. This period is also used delegate tasks which are based on targeting key problem areas to ensure organisational objectives are achieved, for example in the festive period I was delegated with proactively looking for drink and drug drivers as part of the Force objectives during that period. On some occasions the briefing period has been used to hold formal discusses as a group where areas of development have been highlighted to increase the performance of the shift. 

I have found these briefings to be beneficial. Response policing is fast paced by nature and combined with the academic studies which I have had to manage I have found little time to read through changes in policy and legislation which are often pushed out through email or posted on to the Forces homepage. 

My Sergeant also holds one to one meetings with each member of the shift. For junior members such as myself  it is on a fortnightly basis, for the more experienced members, a monthly basis but both can vary dependant on the demand of work at that time. I have found a mixture of both coaching and mentoring at these meetings. The main purpose is to discuss individual workloads, where each investigation is checked to ensure its being correctly managed and investigated. My Sergeant will use this time to write an action plan onto each investigation which provides me with a clear direction to work too. They also provide me with their expectations on where I should be with my personal development and what level I should be aiming to work to. 

These meetings have also doubled as wellbeing checks, where conversations are often based around the external pressures of academic studies and family commitments. These conversations have provided me with an opportunity to ask questions and voice my concerns and at times have resulted in immediate change such as providing additional time to fit academic studies in around working commitments which are changes that my Tutor constable would not have been able to facilitate. 

My sergeant has helped me to identify specific learning objectives to develop myself and benefit the workplace by my additional skills and competence. I have been fortunate to have attended specialist training courses whilst in my probation such as, Emergency Response Driver Training (ERDT) and Taser training where I have been coached by course trainers to meet the required level to successfully complete these courses. Whilst in attendance I have found them to be challenging due to the amount of information which is needed to be absorbed over such small-time frame with a tight deadline and a high pressure to succeed. I felt a fear of not wanting to disappoint my management and peers if unsuccessful, disappointing their trust and confidence in my abilities and wasting time and investment. Most of this training was in a group environment, making it difficult at time to ask questions. However, I did find on both courses the trainers to be very accommodating and supportive and would find time when asked for additional support, whether that was during breaks or at the end of a day. They ensured that each person in attendance was given the upmost support and provided with every opportunity to be successful while in attendance. I think they had a sense of purpose and it was clear that they were just as keen to make sure that myself and colleagues succeeded in achieving the objectives of the course and able to demonstrate the competencies required to pass.

Now What:

Although I will soon lose the support of my tutor, I have already noticed within myself how I have been supporting the junior members who have arrived on my shift. The positive role models I have had to support me have made me appreciate how necessary it is for learning and development. This also ensures that discussion and culture is open and transparent by creating relationships that are constructive and 2-way instead of a ‘manager/ employee’ situation. Learning from experienced officers has been the best way of linking theory to the operational situation. I want to be able to support other staff, especially as I can easily connect with them having been in their boat so recently in a period where training and support is changing to develop police professionalism by creating standardised criteria to training and the degree program.

From Police training school to the Police Development Unit (PDU) through to arriving on shift, at each stage I’ve been constantly mentored and coached from classroom-based learning to practicable on job training whilst actively deployed. I believe it’s this constant mentoring and coaching which has given me the knowledge and experience to perform with confidence. Looking forwards this is the beginning of my career, however, being mentored and coached is something that will support me in my ongoing development. It will be possible for me to step into a mentorship role, even if it is not the formal role as those of my tutors. I will still be able to use my experience to support another constable. 
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