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Task 1

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

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


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

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

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


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



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



ANSWER:

In this question the I will critically evaluate the strategic tole of the college of policing in professionalising policing in the UK. Furthermore, I will evidence how they are working to fulfil the role of a modern professional police officer having reached their third and final year of probation. I will then finally reflect on how my final year in probation has seen my role as a police officer change. My answer will be based on my experience, applying what I have studied and wider reading to my experience. 

To begin it is important that we know what the college of policing offer us. According to the research (College of Policing, 2024) The College of Policing is the national professional institution responsible for maintaining consistency and standardisation in police training and education. Strong (2019) claims that the Police Education Qualification Framework (PEQF), a new national framework for the professional training and qualifications of police officers by rank from constable to chief officer, was developed by the College in order to help standardise this and reassure the public of the calibre of police abilities across all forces. The College of Policing (2024) also refers to The Policing Vision 2025, which aims to advance the field in order to assist in addressing the intricate and ever-evolving nature of modern policing. The College of Policing recognise that the standardisation of national qualifications helps to achieve this vision. This PEQF approach links policing to higher education, thus reflecting a shift towards evidence-based practices, whilst also boasting 

I am currently in the process of the PEQF, currently on the Police Constable Degree Apprenticeship (PCDA) route, this is a three-year programme and is funded primarily through the apprenticeship tax (College of Policing, 2020c). By entering through this pathway, it has enabled me to specialise in a specific world of policing and really take an insight into that specific area by completing a dissertation on this topic. This entry route has many benefits in a gateway to policing, from my experience this entry route has allowed me to study for a degree along a full-time job. It is a fully paid for degree and therefore I don’t acquire student debts, I don’t have the stress of moving away to university and I get paid a good wage to complete it. Not to say this degree has been easy, because it has definitely been difficult, through balancing a very tough job where no two days are the same, battling with the tough shifts whilst also maintaining a personal life. However, I am extremely glad I opted for this route, given that the benefits way outweighs the negatives as stated above. This PCDA route forms the wider park of the Work Force chapter of the National Police Chief' Council (2016) Policing Vision 2025, as I am part of that statistic working towards professionalising the workforce supporting significant aspects of police training and development by granting academic accreditation that acknowledges our workforce's abilities and expertise.

The College of Policing strategic role is also to create Evidence-based Policing. According to the Society of Evidence based policing (2024) the use of the best available data and research to guide decisions in every aspect of police work is the main objective of evidence-based policing. By basing policing tactics, regulations, and procedures on actual research rather than just custom, gut feeling, or anecdotal evidence, it seeks to increase the effectiveness of these measures. According to Pepper, Rogers and Martin (2020) the creation of the evidence base for the profession of policing and the discovery of creative solutions by practitioner-researchers with knowledge of workplace needs that can be disseminated throughout the service are just two of the many and diverse advantages of embracing an Evidence-based Policing philosophy. By immediately exposing the knowledge inside academic higher education partnerships to the reality of modern policing, the development of individual practitioner-researcher abilities enables self-actualizing police officers. Evidence-based Policing also forms part of how I am working to fulfil the role of a modern professional police officer, College of Policing (2024) tells us that Evidence-based Policing does not offer conclusive solutions and that officers, staff and volunteers must evaluate their work, think about how the best available evidence fits into their daily tasks, and take lessons from both their achievements and shortcomings. The College of Policing (2024) encourages that everyone challenges practices and innovate in the public interest. Selby-Fell and Newton (2022) states that in addition to addressing more focused knowledge gaps on new dangers like cybercrime, academic research will support an evidence-based approach to the police service. It will assist people in developing a range of abilities, including critical thinking, analysis, evaluation, and research skills. This linking into the question of the evaluation of how the College of Policing plays a strategic role in professionalising the service.

There are multiple aspects of which the author is working to fulfil the role of a modern professional police officer, according to BONDARENKO et al. (2020) future police officers' professional training is a social and pedagogical process that indirectly manifests a social order for a law enforcement specialist who is capable of carrying out the duties and responsibilities assigned to them as a representative of the law. This is a complex pedagogical issue, particularly an educational one.
According to Oscar Kilo (2023) They disclosed that even with a high degree of dedication to their jobs, police officers face several difficulties, including exposure to traumatic events, verbal threats, and violence at work. Burnout is a result of the deteriorating mental health of the police force, which is further influenced by shift work, workload, and obstacles. A startling 69 percent of police officers said they were extremely tired, and 28.9 percent said they were really tired. The results of the study also showed a concerning pattern of low morale, rising financial concerns, and unhappiness with pay among police personnel, with the highest degree of intention to resign being noted.

According to the research (Home Office, 2010) one particular statement that stands out to the author as to how and why the author is fulfilling the role of a modern police officers is a statement that goes back to what Sir Robert Peel’s first principle of policing stated, “The basic mission for which the police exist is to prevent crime and disorder”. Although this is still the case, the difficulties that communities and the police have faced have evolved throughout time. Since the 1960s, police have been able to keep up with changes in criminal activity because to new technologies. 

According to the research made by Revision World (2020) shows that the role of a modern police officer has changed, and the way the author is working to fulfil that role over time, the role of the police force has evolved from simply apprehending criminals to a broader, more preventative function. These days, police officers are in charge of dealing with a variety of non-criminal concerns. For example, they are frequently asked to handle cases of disorderly conduct and public nuisance in connection with anti-social behaviour. In collaboration with social services and other groups, police play a role in protecting children from abuse and neglect. The goal of today's police is to combat people-trafficking organisations that take advantage of vulnerable members of society. Police officers are used to control crowds, keep the peace, and protect the public during sporting events, protests, and big gatherings.

According to Home Office (2010) the modern police service has taken strides to make better connections with its community and its partners. In particular at a local level, they are important partners in local Community Safety Partnerships (CSPs) and the service has rolled out dedicated Neighbourhood Policing Teams (NPTs) which are valued by their communities. These are all worthy reforms, spurred by the right ambition. They have gone some way to decentralise the service.

However, maintaining this “old fashioned” policing approach is difficult within the current climate, in relation to the demand that is put on the police, along with the area a response team cover, thus taking into account the numbers that response teams have on shift (Home Office, 2024).
As a student police officer in my final year of probation, it was key to the author that divulged into many aspects of policing early on. Being a response police officer it was key that you had knowledge in multiple fields, you could find yourself dealing with many aspects of policing within a space of a couple of hours. Vulnerabilities involving concern for people at one end the spectrum, to road traffic collisions the next hour. It was important to the author that Continuous Professional Development was at the forefront of wanting to learn, and better themselves as they progress through their probation, along with being able to show competence in their Operational Competence Portfolio. According to College of Policing (2020) Continuous Professional Development is ongoing; it enables the individual, in collaboration with their organisation, to maintain, develop and gain recognition for existing and new professional skills, knowledge and competence. The College of Policing do this to ensure that their officers continue to provide high quality policing to keep the public safe and help to drive career aspirations. As a police officer in their third year of policing and almost at the end of their probation, utilising Continuous Professional Development sees the author use 4 key factors, College of Policing (2020) tells us that these are, Plan and asses, Learn, Reflect, Record, apply and share. These factors link back to the part of the question as evidence that the author is working to fulfil the role of a modern police officer this shows that the author is always wanting to learn and develop as a police officer, acting as a sponge of information as they head towards the end of their probationary period. 
As we approach the end of the authors probationary period, we look to critically reflect upon how the authors final year of probation has seen their role as a police officer change. If we look at when the author first began as a police officer, this began with 6 months training, with no background in the criminal justice system, having to learn legislation within 6 months of training and having to apply that practically on the streets (HM Government, 2024). Having progressed into tutorship period shadowing a tutor constable who is confirmed in rank with experience applying what the author learnt in training making sure the author executes these appropriately. The author’s role has changed from coming out of training having only the very basic training, to now being trained in varied fields, such as Taser, Standard Response Driving, Sexual Offence First Responder, Protest Removal Team, Police National Computer, Station Breath Test Procedure, to name a few. This showing that the authors role during their probationary period change drastically as they change to match the organisational needs. According to Wiggett (2020) he states that a “quarter of all police officers in England & Wales now have less than five years’ service, and one in 10 is in their first year in the job”, being part of this statistic, myself just shows how young the service is compared to what it used to be some 20 years ago. Having now completed over two and a half years of service it is clear that the younger in-service officers coming into force now look at you for advice, having still finding my own feet in the organisation. There is an increased in responsibility within your final year of probation, the pressure to meet a higher expectation have felt daunting and balancing with continuous learning is very challenging. Constant adjustment is required by fully applying theoretical knowledge from training into real life scenarios (Kirby, 2013). The more experienced you become as a constable the less supervision you receive as you become in a position of trust from your line managers and therefore maintaining the same level of vigilance and adherence to protocol without that direct supervision becomes crucial. For the author, the final year of probation has become a pivotal point in their journey so far. It has become a time of transformation where technical skills translate to practical competence, the author has become to find their feet in the departments they enjoy about the job. The experience during the authors probation period has shaped and laid foundation for continued professional development (Lindner, 1994). 
This workbook question has seen the author critically evaluate the strategic role of the College of Policing in professionalising policing in the UK. The author evidenced how they work to fulfil the role of a modern professional police officer within their final year of probation. The author has then reflected on how their role has changed from since they first began to the standard and alcalde they hold now.
Word Count: 2138
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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:


[bookmark: _Hlk188303426]This question I will be critically evaluate their experience of the use of social media as a means of informing and engaging with the community and promoting initiatives. I will form their answer based on force policy on the use of social media for professional information and engagement purposes, I  will look into the social media platforms used by policing, and also exploring the benefits and risks of using social media. 

According to Henton (2013) people's lifestyles have changed as a result of the rise in interactive social media use during the past five years. People publish pictures, provide their location, and share their activities via smartphones. The department and the community gain from improved investigation capabilities and increased collaboration when law enforcement organisations use social media to fully engage the public. Social media use can have an impact on local issues and, with careful planning, police agencies and residents can collaborate to solve crimes. 

According to College of Policing (2020a) we can determine the use of social media through Approved Professional Practice Service delivery is shaped by effective communication to meet the needs of the general public. Police should communicate in a variety of ways that are appropriate for the needs and demands of the various communities they serve. Face-to-face encounters are only one aspect of communication. It involves disseminating knowledge on the duties and methods of policing. 

The author has had multiple experiences with the use of social media at incidents. It has widely become part of day-to-day policing (The Police Foundation, 2014). There is one incident that sticks out massively whereby I used social media was used. This being a missing person episode whereby the author was first on scene to the obtain the initial details, all we had to go off was a description of the missing person, the last place seen and the place that the missing person went out walking up the mountain earlier that morning and had not returned. Further investigation was carried out to establish the exact last known location for the missing person, this was on CCTV at the top of the hill before entering the mountain range. By clipping the CCTV into a picture this was able to be disseminated to online forums, and social media by the force, making people in the locality that this person was missing. I had to seek permissions by the Next of Kin of the missing person, this was by simply getting a signature from the Next of Kin agreeing to a media appeal to partner agencies and charities, this was taken in my electronic pocket notebook, and therefore auditable. Members of the public commenting on the post the I was able to create a bigger picture of what type of person the missing person was, where the missing person might frequent. It transpired that the missing person was a well-respected member of the community and is seen walking the same route regularly. Identifying these lines of enquiry all through social media, I was able to visit these persons and gain an accurate understanding of the missing persons movement. Through the use of social media this missing person investigation hit the news and was on television for Wales to see, this gaining more interactions on the social media post. The missing person investigation was progressing well however still no signs of the missing person, the local community were greatly affected and concerned by this incident. Through the use of social media, the local community set up a page in order to coordinate a search for the missing person, at this point a Police Search Adviser was assigned to the incident who co-ordinated the search for the members of the public through the use of social media. Evaluating this incident, I believe it had a very positive impact on the community throughout this missing person investigation, albeit it didn’t have the outcome that we had hoped for, the missing person was found deceased within the mountain range. But I firmly believe that the engagement and transparency held between the police and the public during this investigation held a belief that the police were doing everything within their power to locate this missing person.

According to the research Bullock (2017) has found that the use of social media within policing has become widely adopted within near enough all police forces in the UK. However, the increase in participation with social media has brough the need for policies to be brought in by police forces (Ralph and Robinson, 2023). According to South Wales Police (2024) state that They interact with their communities via social media as an extra tool. In addition to giving followers tips on preventing crime, they wish to keep the public and their followers updated on events inside the force area. They are also aware of how helpful you may be in supporting them with information requests, like the author's description of the missing person investigation. South Wales Police (2024) state that they reserve the right to disable comments and hide/delete these comments from posts and reminds the public that social media accounts are public and that the public are responsible for what they say on the pages, South Wales Police (2024) also advise that those comments/users which may cross the criminal threshold, they will also seek to prosecute if necessary. 

According to research on force policy released by South Wales Police (2024(, they use social media to accomplish a variety of goals, including rapidly reaching a huge number of individuals. Develop connections with online groups and boost trust in the services we offer. Because social media makes it possible to spread campaign messages with little to no financial investment, it can help with crime prevention and detection, service and policing operations promotion, public concern response, and reassurance. Additionally, this relieves call handlers of some of their workload, providing the public with an additional channel for contacting the police with questions or to report crimes.

According to South Wales Police (2024) the Communications and Media Department oversees the force's main corporate accounts, which are used for daily public engagement as well as all force-level campaigns and activities. To adhere to the Welsh Language Standards, a set of legally enforceable guidelines established by the Welsh Language Commission, all content on these accounts must be bilingual. While South Wales Police maintains distinct, bilingual accounts on Instagram, TikTok, YouTube, and LinkedIn, the force has chosen to have distinct Welsh-language Facebook and Twitter pages that reflect the English-language corporate account.

According to College of Policing (2020a) social media platforms are being used by forces to reach a wider audience and interact with individuals via their chosen communication channel. New and emerging channels like Instagram, TikTok, and Snapchat are also being leveraged to reach specific audience segments as social media usage rises. In this missing person case that I have outlined above there was multiple advantages in relation to my use of social media, this was able to reach a wide case can be advanced and family and loved ones of a missing person can find great solace in immediate community interaction and the posting of a picture to trigger a sighting, this is backed up by Met Police (2022) missing person media and online publicity. 

According to Walsh and O’Connor (2018) their research, social media presents new avenues for risk communication, impression management, and monitoring. Emergent technologies also help the police maintain control over their public image and the social environment. However, they also provide hitherto unheard-of capabilities for police monitoring and for exposing, disseminating, and organising around perceived injustice, including racial profiling, brutality, and other types of indiscretion. Examining these topics should advance our understanding of current trends in collective action, inequality, organisational communication, and social control. 

Suggestions for future research are also explored. This shows what benefits social media has for the police service, it opens wider avenues in a scope of investigation, it is open source and publicly accessible leaving social media users open to be monitored by law enforcements. Research conducted by Ruddell and Jones (2013) showed that regardless of whether they have used these services or not, younger respondents said that computer-based communication methods were helpful. In contrast, older non-users thought social media would not be useful in the future. According to chi-square analysis, social media users were more satisfied with the police generally and had more faith in them. This has its benefits and downsides, such as, social media only reaching an age-related target audience for example Ruddell and Jones (2013) states that those over the age of sixty-five rarely accessed these tools.

The Ministry of Defence Police (2013) have described how using social media and the Internet safely necessitates being aware of the risks in five different areas: 
a) Breach of trust or confidence - disclosure of information obtained by the police service, about the police service, or about colleagues
b) Unauthorised disclosure of personal data - breach of the Data Protection Act 1998 
c) Bringing discredit on the police service - on or off duty conduct which affects public confidence 
d) Revealing personal information - increased vulnerability to harassment, corruption or blackmail, and 
e) Revealing operational material or tactics - prejudicial to investigations
These risks account for all users of social media within law enforcement, these corporate the code of ethics as set out by the College of Policing. 

According to Crump (2011) research shows that an The Association of Chief Police Officers' ambitious national police agenda has encouraged the use of social media to integrate previously uninvolved individuals in local policing discussions and has envisioned its usage as a foundation for prioritisation deliberations. This has led to a drive in the use of social media by police forces. These positive outlooks are also on looked by the downsides of the police utilising social media, Openr (2022) explains that social media can have a negative effect on police officers and organisations, such as when officers are harassed or when false information is spread about the police. Ablison (2023) looks into the cons of law enforcement being on social media these are challenges that are social media platforms are not immune to hacking. Confidential information or strategies could be leaked, posing threats to ongoing investigations or undercover officers. According to Ablison (2023) Social media use may cause cops to become overly reliant on it, which could reduce their reliance on still-essential traditional policing techniques. As a result, abilities like community patrolling and in-person contacts may suffer, therefore it's critical that businesses have explicit policies and processes in place for using social media, and example of this is having a specific department which deals with social media posts, applications for posts are made with them and they handle the rest, this keeps a clear gap between patrol officers and the use of social media. In my experience any appeals or requests are made with a team of people within office hours and they then form the social media posts confining to organisational standards, and then outside of office hours a team in the Force Control Room deal with urgent requests. 

This question has seen the author critically evaluate their experience of the use of social media as a means of informing and engaging with the community and promoting initiatives. The author has formed their answer based on force policy on the use of social media for professional information and engagement purposes, the author has also looked into the social media platforms used by policing, and also exploring the benefits and risks of using social media. 

Word Count: 1924



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:


[bookmark: _Hlk188303547]This question sees the author critically evaluate their flexibility in leadership style. The author will critically analyse the leadership strategies that they have developed to manage a range of different operational situations. The author will consider the leadership models commonly used in policing, and then look at how they are able to apply change in leadership style/strategy to reflect the changing circumstances. 

The author has chosen a policing incident in which they played a significant role with an offender/ service user/ victim. It is common in policing nowadays that you attend incidents single or double crewed (Elliott-Davies, 2020). On this particular evening, I was double crewed with an experienced colleague who has 17 years’ service. We were assigned to an incident where a female reported that her boyfriend was in possession of a knife within his address, threatening to self-harm in front of her. Further information came through that the male was intoxicated through drink/drugs and would not put this knife down nor engage with his partner. Both of us were assigned to this incident due to us being Specially Trained Officers in carrying Taser. Being a Specially Trained Officer comes with its training in high pressured high conflict situations and naturally that Taser carrier will always be looked at in upfronting that conflict due to their option in a larger distance tool for a tactical resolution. 

According to the research made by Toxigon (2024) shows that it's about being a beacon in the storm, guiding the team through the chaos and ensuring everyone stays afloat. It's about quick decision-making, clear communication, effective coordination, and adaptability. Due to this, I wanted to prove to myself and my more experienced colleague that I could take primary at this incident. 

Having arrived at this incident, I went forward first, ensuring that I activated my Body Worn Video, due to the potential threat that we were about to front up to. I opened the door and the female was stood the other side, with the subject just stood three metres behind at the bottom of the stairs, the female told me straight away that the male had a knife, due to safeguarding being at the forefront of what we do (CPD online, 2023), I took hold of the female and escorted her out of the property to safety. With that I began to engage with the subject who did indeed listen and put the knife to the floor. According to Amell (2024) In the context of crisis response, rapport-building transcends traditional communication techniques. It requires responders to be fully present, demonstrating empathy, patience, and genuine concern for the individual’s well-being. Therefore, I began to engage with the subject trying to introduce myself, trying to calm him down and find out exactly what was going on. However, a sudden change in events showed the subject displaying a firearm towards myself and colleague. Immediately training kicked in, and we withdrew from the house, safeguarding ourselves and the female, as per College of Policing (2022) Approved Professional Practice we utilised the abbreviation BUGEE, which stands for:
· Be prepared to back off
· Use of effective cover
· Give space and time if possible
· Early negotiation
· Evacuate immediate area
Maintaining my professionalism and sticking to what I was tough throughout my advanced training as a Specially Trained Officer in the use of Taser I was able to withdraw from this situation which endangered the lives of myself, colleague, the reporting female and the subject. Through withdrawing and not engaging with the subject we were able to buy time and invest in early negotiations. As a leader of this incident, I was able to progress through the National Decision Model (College Of Policing, 2013), and then make decisions on what we do going forward. On review of this incident, I have looked into what models cover this type of leadership and have found that the National Decision Model is closely translated into this type of leadership by working around the model and coming to taking action and reviewing the situation, whether that be slow time decision making as we work to achieve an outcome, or in this case, fast pace, on the spot thinking, being able to “spin the wheel” on the everchanging environment with such a high-risk scenario. The national decision model (NDM) is suitable for all decisions and should be used by everyone in policing. It can be applied: to spontaneous incidents or planned operations, by an individual or team of people, to both operational and non-operational situations (College Of Policing, 2013).

Taking charge at this point displayed true character in what was a stressful situation, reverting back to training and displaying what high class training officers received meant that this situation was resolved without anyone being injured and the appropriate person landing himself in custody. We backed off, utilised effective cover behind the police van and immediately I pressed my red button, which alerts the control room and officers on channel that we are in danger and require immediate assistance. Whilst taking cover, as primary in this incident it was my job to report back to the control room, what exactly has happened, where this has happened, who is involved, what I can see, and the recommended contingency to bring this to a safe conclusion. According to the research, Dohmen (2008) suggests that professionals maintain their calmness whilst under pressure and revert back to their training, which is what I displayed throughout this incident by co ordinating attending units. Whilst also safeguarding the closer community in the infancy of this incident. As I assumed lead at this incident this posed great responsibility, I was responsible for maintaining the safety of the female who reported the incident, ensuring members of the public remained in their houses, not only does this safeguard them it offers reassurance to us that the perception of the public being exposed to a firearm is minimised and the community impact is kept low. I instructed the female reporting person who was the girlfriend of the subject to make her way to her neighbours property around 5 houses up from the subjects address, this ensuring that she has a familiar face to be with but also allows further attending officers to go and fully debrief the female on any viable firearms that can be used within the address, this was a balance that I had to keep lead on, keeping the female close enough to the scene in order to communicate but also keeping her a safe distance away so that she was able to keep safe. This displayed a change in leadership from engaging with the subject in such a high tense situation to commanding orders towards him, to then having to change tone of voice in order to comfort the female in an attempts to safeguard her, Cannon (2024) supports this by saying the method of altering your voice while speaking in terms of pitch, tone, speed, and volume. Gaining proficiency in these areas can greatly enhance your capacity to inspire, motivate, and engage those involved. 

This incident was eventually handed over to Authorised Firearms Officers, however I played a pivotal part in this incident as if it weren’t for the information I was relaying over my airwave, the Authorised Firearms Officers would not be able to receive a full comprehensive briefing from the Force Incident Manager.
Analysing this incident and receiving feedback showed how much I have come on as an officer in my final year of probation, having led an incident as high pressured as this, with an officer with seventeen years’ service behind me, normally it would be that experienced officer leading such a high pressured incident. I would describe my leadership during this incident as Servant Leadership, whereby I put the needs of others before mine, whilst also being bureaucratic and maintaining that “by the book” leadership, after all if conducting my duty outside of my powers, policies and training could potentially lead to someone getting seriously hurt, especially in this incident (Boogaard, 2024).

Post incident has seen me fully debrief with chief officers within the force this being the Chief Constable, given the fact that this involved a threat of a firearm this incident went fully up the chain of command. Following this incident the Chief Constable commended us as officers with the way we dealt with the incident and awarded us with a medal for our exceptional bravery and quick thinking when faced with a dynamic incident involving the discharge of a firearm. 

This incident has reflected on how I have been able to able to apply a change in leadership style/strategy to reflect changing circumstances. The author has demonstrated reviews and de briefs into the incident and reflected. This incident has displayed a wide range of service users, from officers that were involved, to the safeguarding of the female who reported her boyfriend and to the subject himself. All these persons being managed and safeguarded, along with relaying information to the control room. A huge amount of team work that required leadership from the front. 
There are multiple leadership roles within policing, according to Willis (2011) we can determine that developing into an effective law enforcement leader is a continuous, personal learning process. Leadership is a career-long journey of self-discovery and learning from others. It involves subjugating personal interests to the greater good of others through self giving and mentoring, developing and promoting those who work for us. It is a process of steadfastly working to fulfil the purpose of our organizations to develop effective law enforcement leaders capable of combating crime and protecting the innocent.

Leaders do not merely hold a position but possess a distinct responsibility requiring persistent efforts to proactively develop themselves and motivate, inspire, train, and develop others. Through personal self analysis and self discipline, managers can develop those principles that have proven effective and influential with others.

There are multiple leadership models in which I have recognised being used throughout my probationary period. And having work on response the turnaround in teams and leaders is everchanging, with different supervisors bringing different accolades to the team and the way in which we work. At this time I would describe my current supervisors leadership theory to be under the Ethical Leadership Model, according to Kirk (2024) we can determine that ethical leadership involves leaders and managers making decisions based on the right thing to do for the common good, not just based on what is best for themselves or for the bottom line. Ethical leaders encourage their team members to model this behaviour, too. They help to build a workplace culture that values transparency, collaboration and inclusion, and where everyone feels safe to share their voice. Analysing my current teams’ values, culture and inclusion, it is clear that my supervisor has worked incredibly hard to encompass this model into what we do. This has been passed down to the values that I now work by, being transparent to one another, being honest is a huge guarantee that the team works better together and work out differences, especially in the role that we conduct. 

I have answered this question by critically evaluating my leadership style. I have then critically analysed my leadership strategies that I have developed in order to manage a range of different operational situations. I have considered leadership models commonly used in policing and also looked at how it has been able to apply change in leadership style and strategy to reflect changing circumstances.
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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:

This question I will critically reflect upon my three-year probation, throughout this question I will show how I have benefited from mentoring and coaching and show how it has helped me meet my personal, professional and organisational goals. I will also critically reflect on how it has aided me to learn, develop and perform in the workplace. Considerations will be made to relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing. And finally demonstrating how I provide and receive feedback.

In order to answer the question fully I will utilise the Gibbs model of reflection. According to McLeod (2024) Gibbs model of reflection sets clear and structured framework for experienced learning through a structured six-stage process of reflection. This beginning with description, feeling, evaluation, analysis, conclusion, and ending with an action plan. 

To begin it is important that we understand what the definition of coaching and mentoring is, what the differences are, CIPD (2024) tells us that the goal of coaching is to increase productivity and performance at work. It emphasises particular abilities and objectives and may also affect a person's personal qualities like confidence or social skills. Usually, the procedure lasts for a predetermined amount of time or serves as the foundation for an ongoing management approach. CIPD (2024) also tells us that in the workplace, mentoring refers to a partnership where a more seasoned colleague offers their knowledge to help an inexperienced person grow. It makes use of the coaching-related abilities of questioning, listening, clarifying, and reframing. The fact that mentoring partnerships are typically longer-term than coaching arrangements is one important difference. And therefore, understanding the difference in these roles has identified continuous professional development throughout my probationary period. 

Linking this definition back to the question I can clearly establish from day one on response I received three months’ worth of mentoring, this seen me begin at a fresh new team within an area I didn’t know. Having achieved a common ground by breaking the ice with my new mentor, by bringing in cakes for the team and getting to know my mentor on a personal level I was able to build a rapport with my mentor for the as he was the person who was going to guide me through my three months and build my benchmark and fundamentals in being a police officer (Horoszowski, 2020). Having worked with my mentor for three months and passing my probationary period I was able to proceed onto my new team again in a new area. According to Strong (2019) all officers will need to achieve Independent Patrol Status and Full Operational Competence during their period of probation, in which I did, meaning I could move on to the next phase of my probationary period which is completing and demonstrating two years work of operational competence, logging incidents within my operational competence portfolio, this being monitored by myself and my area training officer.

Moving into year two of my Policing Degree Apprenticeship according to IS Developments (2025) I was deployed to varied police incidents and therefore experienced a wide variety of complex and demanding incidents which called for the use of a wide range of adherence to procedures, information sources and techniques. Having passed my mentoring stage of my three year probationary period I was now into my coaching phase, I was lucky enough to have a constables with on my team with approximately 17 years of service, 8 years of service and a great supervisor, combining these attributes made my experience coming out of my probationary period a lot easier and there was a lot less pressure on myself. Compared to other constables having to join a team where none of them were out of their 3/2-year probationary period it was really challenging for them to step up and being under constant pressure to perform. By teaming up with the officers who were more experienced in the role than I was, I was able to receive coaching tips from them and they were able to guide me through incidents where I was struggling, not only guiding me through incidents and helping when required, I was able to debrief the incidents that we attended. Setting out clear objectives to work on by utilising the Gibbs model. 

An example of where I utilised this was after an incident of a domestic nature, resulting in the perpetrator being arrested and protecting a vulnerable female from further violence. After all the operational actions were completed, I was able to discuss post incident with a colleague. By describing the incident and going through the information in what we had going to the incident I was able to put my feelings across about how I felt with the information and intelligence that we had, this was that the female was a high-risk domestic abuse victim from her partner. My evaluation of this incident was that we completed the fundamentals correctly and safe guarded the victim by making an arrest of the subject, however due to the sheer lack of resources that we had to deal with we could not remain with the victim and had to convey the subject to custody, I feel that possibly obtaining another unit to convey the subject would have built that rapport a lot better with the victim and would have a positive outcome on the investigation, as the victim was not on board with a police investigation. According to College of Policing (2020c) It has been demonstrated that establishing a rapport with victims and witnesses is crucial to increasing the quantity and quality of information they provide. According to practitioners, rapport is the process by which they connect with the witness and build a relationship that makes them "feel comfortable in your company". This also encompasses the conclusion element of the Gibbs model, whereby we identified what we could have done better the next time. Thus, transitioning into the Action Plan of next time attending to a domestic incident, potentially asking for another unit to attend in order to safely remove the subject however keep another unit at scene engaging and building a rapport with the victim with hope that they engage with a police investigation. Linking back to the question of how I have benefited from mentoring/ coaching, I have structurally looked at my first couple of months on response being under a mentorship having worked to the fundamentals of policing and then transitioning into my second year of policing where I have worked under a coaching type of development, hitting occupational competencies. 

Throughout my three-year probationary period I have hit a number of organisational goals, becoming an asset to the operational side of policing. This is due to the number of operational courses I have been able to go on as I build and progress as an officer. These courses include, standard response (blue light) course, Taser, Stinger, Protest Removal to name a few. According to South Wales Police (2021) the Chief Constables Delivery plan sets out clear performance and priority objectives that officers especially in their probationary period aim to work towards, these include missions, visons and values, encompassing organisational, people, operational and partnerships. As a constable working under these missions and values it sees clear priorities in which I work towards. Our first and main priority is the reduction and prevention of crime and anti-social behaviour, to keep people safe and confident in their homes and communities, South Wales Police (2021). I have worked towards fulfilling this priority by working as a response officer and responding to the most dangerous, most vulnerable members of society, by receiving feedback upon training days from other departments such as Public Protection Unit, Criminal Investigations Department, Case Progression Unit, all these departments supporting response teams on the front line enabling me to provide a better service. 

Part of the three year probationary period I must complete various attachments with these departments such as Public Protection Unit, Criminal Investigations Department, and Domestic Violence Investigations Hub, encompassing all these attachments this improves the skill set having to learn from these other departments and gaining an insight into what goes on after response triage and deal with live incidents. I believe this has made me a better officer in understanding from an investigation’s perspective attending as a first responder to calls. According to the research by Moore (2018) she supports this by saying that moving to a different role laterally can give you a positive outlook on the work that you do, it creates a larger skill set and improves your knowledge into the organisation. Being on these attachments has made for good discussion on feedback and expectations of what gold model is expected from first responders, the submission of safeguarding form being of standard was a hot topic of conversation within the public protection unit attachment and why it was paramount that the information recorded within the forms to be accurate. 

As a person, I have grown into a mature young man having achieved this job at such a young age, being 19 joining the police. This is a job that I have always wanted to obtain however never would I imagine it would be at such a young age. Upon writing this question and reflecting upon the last three years, going from where I began in the first part of this question to where I am now. As we look deep into the third year of my probationary period, I have seen my role change drastically within the team. According to Hales (2017) the degree route will take action to lessen that could rely on whether a significant percentage of recruitment are apprentices and whether the programs appeal to younger applicants. However, this contradicts to the research conducted by ranksuccess (2023) the police officer age profile of officers of 50% between the ages of 26 to 40, but the variables involved are much more intricate. Lively, motivated young officers who want to learn and do the right thing including those with only a few years of service are too easily dismissed or ignored. Of course, there are also cynical "old sweats" who long for the good old days but have their sights set on something else, such as a smooth transition to retirement and the next phase of their own lives (ranksuccess, 2023). I would agree with this having a diverse workforce where I am now, with a varied skillset in relation to experience on shift, there are 3 of us with less than 3 years’ experience on response and then another two on the team with an extensive amount of experience on response. Having those “old sweats” on the team definitely keeps you grounded in the core policing themes however having the new recruits on board also keeps people keen to proactively police, keep the experience officers thinking, and even now I feel as if I am one of the old sweats on the team having many recruits being tutored on the team, I have been offered a tutors course, this just puts into perspective that those still within their 3 year probation are considered to have a lot of experience in policing now. 

I have critically reflected upon my three year probationary period, I have shown how I have benefited from mentoring and having help close by to being coached through the remaining two years of my probation. I have then shown how this has helped me meet personal, professional and organisational goals. I have critically reflected on how it has aided me to learn, develop and perform in the workplace. I have made reference to relevant mentoring and coaching definitions along with current theories used by myself in policing. And finally showing how I give and received feedback through other departments.
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