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Task 1

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

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


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

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

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


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



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


ANSWER:


The College of Policing’s five-year strategy (2024) outlines their strategic ambitions namely: building trust and a fair culture, transforming police leadership, supporting career-long professional development and wellbeing, boosting core skills and strengthening innovation and implementing what works. The strategic points highlight the current issues in policing, and they outline how they strive to combat them. This plan is insightful because they also focus on how they are going to use resources to achieve these goals as well as how this plan would professionalise policing.
The first aim of this plan is to build trust and a fair culture within policing. The strategic plan explains that want to ensure policing becomes ‘…a trusted profession

with a representative workforce that demonstrates the highest levels of integrity, fairness and respect towards others’ (College of Policing, 2024). They explain the importance of tackling this issue based on the notion of ‘policing by consent’ which means that public support and trust is integral for successful policing. Currently due to recent controversies of disrespect, abuse, misogyny, racism, homophobia and criminal exploitation of powers across forces, public confidence has been severely affected. They also describe the current disproportionality within recruitment in the police and they argue that forces do not adequately represent the communities that they serve which have diversified massively in recent years.
The notion that public trust and confidence within policing has decreased is insightful and an accurate representation of current affairs and headlines. The ‘policing by consent’ concept is magnified in the report ‘Legitimacy and Confidence on Policing’ (2022). This report agrees with the College of Policing’s interpretation of the effect of recent policing controversies. Farrow (2022) adds that consent for policing relies heavily on public confidence, but they explain that public support can be difficult for forces to maintain as it is reliant on many factors. These include how the officers interact with the public, diverse communities, how they behave both personally and professionally and how they behave outside of work. Mass immigration has also changed societies and made communities more diverse, echoing the points made by the College of Policing’s five-year plan (2024). This diversity has meant a change in the expectations for police officers and difficulty in engagement with historically non-supportive communities or individuals (Farrow, 2022).
This strategy includes a plan to transform police leadership (College of Policing, 2024). They emphasise the importance of leadership and they state

persons in policing will be leaders at some point in their careers. This part of the plan outlines how current leadership programmes are geared toward senior ranks and a lack of leadership development courses for police constables or those of lower rank. This plan outlines measures to tackle this because they argue that all persons within policing must be leaders at some point and there is little guidance for front line officers. The result of this targeted plan this will create a more motivated, highly trained and well-led workforce. Despite outlining several programmes that will be delivered to senior management teams, the plan does not provide specifics about what will be taught. I believe this plan could expand further on how exactly leadership skills will be developed. 
Secondly, this part of the strategic plan does not include how difficult these programmes will be to implement. Policing as a career is incredibly busy and challenging, front-line officers can be overwhelmed about the number of skills required of them. Therefore, implementing this leadership programme could be extremely difficult to implement. Moreover, front-line officers may struggle to engage and participate in such programme. Front-line officers may argue that developing leadership skills would not be a priority and the plan’s aim to develop the more efficient workforce could be affected. Additionally, trainers may argue that limited resources may impact the deliverance of this training. They emphasise the difference of frequency, duration and efficiency of police training across forces – impacting on the overall effectiveness (Kleygrewe et al., 2022).
This strategic plan also highlights the need support professional development and wellbeing. Positively, they state that everyone in policing should have ambition

and realise their potential. They are also realistic and state that professional development is often seen as a hinderance and an abstraction from duty, they outline the need for policing to invest in learning and therefore professional standards will be increased. They aim to produce a framework to allow opportunities at all levels in policing. Despite these positive aims, it should be noted that these promotion or learning opportunities are subjective, depending on each police force and how much value they place on professional development.
Similarly, the College of Policing outlines the need to boost core skills in policing. They believe that everyone in policing should be equipped with the skills to tackle crime and keep the public safe. Interestingly, they expose the need to adapt to ever-changing criminality and crime as well as increasing demand. They emphasise the need for police officers to learn more about key areas such as vulnerability and cyber-crime. By increasing these skills, this will allow officers to protect and better serve the public. Increasing core skills will improve de- escalation techniques, communication and problem-solving skills. The College of Policing (2024) aims to focus on digital investigations due to increased demand in this area and shows the need for focus on inter-personal skills for a more effective workforce. This is needed as we have seen the increase in demand and changes to modus operandi used by criminals. 
Modern day policing is based on the competency and values framework (College of Policing, 2024). One key value is courage, despite difficult circumstances. One example of this is when I attended an incident involving a drunk and aggressive male who had been abusive towards ambulance paramedics. On attendance, I was made aware by witnesses that this male was being racist toward one of the paramedics who is a black male. They explained that he had been

shouting these remarks in the street, causing alarm and distress to the victim and other members of the public. My colleague and I conducted an area search for this male and he was found a few metres down the road. I approached him and attempted to communicate with him, asking him to enter the marked police van however he continued to shout obscenities. He became incredibly abusive towards police and spat at my colleague and me. The male was hepatitis C positive and despite this, intended to harm police by spitting saliva in our direction. The male was taken to the ground and restrained, handcuffed and arrested for racially aggravated public order, assault police and being drunk and disorderly in a public place.
Being courageous means challenging behaviour, language and attitudes that may undermine our profession. It also means standing up to discrimination, prejudice and hate in all forms throughout the execution of our duty. This incident challenged my professionalism, I had to execute decisions and act based on the actions of the subject – despite his challenging behaviour.
One key competency for being a modern-day police officer is to be emotionally aware. This means officers can recognise emotions and how they may impact on others, they are also able to understand when to seek support and they promote wellbeing, creating a supportive and compassionate work environment. I attended an incident last month where this competency was tested. A call came from the ambulance service for assistance at a sudden death of a 38-year-old female. She had passed away due to her alcoholism and subsequent medical issues that arose from this. Upon attending the address, it became apparent from the paramedics at scene that there were issues surrounding an existing family feud. Persons had arrived at the address and tensions were high, so we were asked to attend.

It was imperative that I was aware of the many different emotions at scene, the obvious distress, anger, shock and sadness. I needed to prevent any further escalation and to act as an impartial body to ensure incidents can be dealt with effectively. With all of this in mind, I also had to ensure that my own emotions were stable and despite the upsetting incident. The incident was upsetting, I had to witness family members being told that the female had passed away and goodbye to her. After the incident, my colleagues and I had a de-brief to check on everyone. I also recognised that I would benefit from a trauma response incident management intervention. I reached out for support and engaged in the TRIM assessment which benefitted me. Advocating for mental health is imperative, it presents an example to others and demonstrates emotional awareness.
In this essay, I will be using Gibbs’ Reflective Model (1998) to critically reflect on a domestic assault incident that I encountered, and which also shows how my role has changed in my final year of study. The Gibbs’ Reflective Model (1998) is made up of six stages namely: description, feelings, evaluation, analysis, conclusion, and action plan. This is an effective tool to reflect on incidents I have attended and critically evaluate them.
Referring to the first stage of the Gibbs’ Reflective model (1998), the description phase, an emergency call was made to South Wales Police from a male perpetrator, which was unusual. Concerningly, he stated that he needed to be arrested because he was going to murder his girlfriend. When officers arrived, the perpetrator and the victim were visibly intoxicated however, the female was also visibly distressed. I spoke with the victim after both parties were separated and she

disclosed an horrific assault. She stated that following a verbal argument about her boyfriend’s excessive alcohol intake, he lashed out and grabbed her around her throat. He had also dragged her from the sofa in the living room, threw her to the floor and punched her several times to the face and head. He had also stamped on her head and threatened to kill her. My main concern was to provide medical assistance and safeguard her, I also wanted to arrest the perpetrator following these disclosures.
Referring to the feelings stage of Gibb’s Reflective Model (1998), there was a remarkable difference in my confidence compared to how I believe I would have managed the same situation as a first-year police constable. I felt capable leading the call despite my other colleagues also being in attendance. I also noticed the difference in my policing knowledge, I was able to speak with the victim, obtain the disclosure via my body worn video and arrest the perpetrator immediately. After the arrest, I re-visited the female to console her but also to explain the next steps of the investigation. I obtained images of her visible injuries, and an initial statement of complaint from her, all whilst being single crewed. Despite these positives, upon reflection I do feel as though I would have taken more time to comfort the victim and create a further rapport if I were in my first year of study. It is important to recognise the risk of complacency when attending domestic incidents and I do feel upon reflection that I ought to be more mindful of this.
The next stage of Gibbs’ Reflection Model (1998) is to evaluate and analyse the decisions made at the incident. I believe that my leadership skills during the incident went well, I was able to assess the situation, make prompt decisions and safeguard the victim. I believe my approach to the 
victim was also a positive, I was able to make her feel comfortable disclosing the assaults and she thanked me for listening and caring. However, as previously stated, in hindsight I would have wanted to create more rapport with her and spent more time consoling her. It is important to recognise the extreme demand placed on police officers, especially on response. This often impacts victim care and support because of the pressure to answer other emergency calls and high workloads.
The reason these positives went well were because I have a passion and care for victims of domestic abuse. I always try and be meticulous in my approach and my main concern is the safety of the victim. On the other hand, things did not go so well due to the influx of work demand on police officers and complacency in our approach to domestic incidents.
To conclude my reflection in accordance with Gibbs’ Reflective Model (1998) I will be examining what I learned from this incident. The key things I have learned is not to become complacent when attending incidents, no matter how regularly we attend them. This should be a reminder that every incident is subjective and different so my approach should be too. For future incidents, there needs to be emphasis on not allowing work demand to impact on how I deal with live incidents. Perhaps consulting with my line manager to analyse and prioritise my workload would be beneficial. Moreover, there were many positives, I am a more capable, confident officer in relation to competencies and policing knowledge. Despite this, I need to be mindful of the impact of operational demand and the consequential impact of my approach at incidences.

2183 words. 




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?



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


ANSWER:



In recent years, police forces have been using social media as a way of engaging with communities. The increase in the use of social media platforms was a direct response to the reported lack of inclusion, engagement and trust from young people within force areas. Importantly, social media has been utilized to inform, guide and bring awareness to present risks to communities. By doing so, in theory this would increase confidence and engagement between citizens and police enforcement (College of Policing, 2024). However, some researchers have argued that the increased use of social media in policing has fragmented the relationship between officers and communities. Fernandez et al., (2017) states that social media can act as a way of delivering messages, but it is not effective as a way of deeper engagement with the public; my own experience corroborates this.
	 Within this essay I will be critically evaluating the use of social media within policing as well as integrating my experiences. 
	During my time as a police officer, I have been involved in drug warrants whereby officers have forced entry to an address following significant drug intelligence being gathered. After the successful apprehension of either persons or illegal drugs, social media posts would often be published of the positive find. This would allow authorities to inform members of the public, some of whom may have provided the intelligence, that the production of cannabis for example will not be tolerated in communities and persons will be brought to justice. This sends out a positive message and you could argue builds trust between constabularies and members of the public. 
	Similarly, researchers argue that the use of social media allows police forces to reach a larger group of people because of the integral part that these platforms play in modern life. They state that using these platforms allows authorities new opportunities for gathering intelligence, utilizing surveillance techniques, risk communication, impression management and another way for victims or witnesses to report crimes. Moreover, they argue that these factors allow police forces to better control their public visibility and a more open-ended conversation or criticism from the public (Walsh and O’Connor, 2018). 
	In addition to my experiences of the benefits of posting on social media, during my time as a police officer, posts have also been published when a violent offender has been apprehended and remanded into custody. An appeal for the whereabouts of these individuals is normally published and with the public’s help, I have assisted in finding these suspects and arresting them for serious high risk domestic incidents. These posts can act as a deterrent to other persons, advocating the zero-tolerance policy initiated by South Wales Police about domestic incidents (Berry et al., 2014).
	One other positive of utilizing social media within policing is the ability to track and find high risk missing persons. I have been involved with countless searches for high risk missing people and all of which have had appeals published on SWP Facebook, Twitter or Instagram pages to try and aid the search. The usefulness of this appeal is its ability to reach a far greater population via electronic means, which is more effective that traditional means namely: leaflets posts, going door-to-door, word of mouth, press conferences or community meetings (Holmes, 2016). Research also suggests that such traditional means present bias into which missing person receives more media attention (Jeanis and Powers, 2016). Most of these appeals have been successful as it allows the message to be spread amongst communities quickly and therefore allows a quicker response. By publishing these appeals, members of the public can comment intelligence of their whereabouts that would otherwise be unknown, and it also enables the appeals to be shared amongst other areas with ease, improving communication with neighbouring forces. 
	This is corroborated through research undertaken which states that due to the recent influx of missing persons in the United Kingdom, the use of social media appeals in policing are becoming more popular. These appeals are useful to disseminate a description of the missing person, an image of their last known whereabouts, their name, age, the location they were last seen and if there are any known areas they frequent. All this information is integral to locating and safeguarding the missing person as efficiently as possible (Solymosi et al., 2020). 
	However, despite these positives, there are some critiques surrounding the use of social media platforms to share missing person appeals. The main conclusion is that the effectiveness of the social media appeal is often based on the composition of the post, when these differ so does the collective response. Several factors can impact the dissemination of the appeal such as: time/date the post was published, wording used, and key phrases or terminology all affect the algorithm on social media platforms – influencing the popularity of the post. For example, research has found that appeals that use hyperlinks to webpages or videos may be detrimental to the exposure and engagement on the post (Jeanis et al., 2021). 
	Social media is also a key tool used by Neighbourhood Policing Teams to promote the conversations needed between law enforcement and members of the public. During my time as a Police Community Support Officer (PCSO), part of my daily tasks was to conduct foot patrols around my designated area and obtain images or compile social media posts relating to anti-social behaviour patrols, parking issues, obstructions, community feedback and any neighbourhood issues that were identified. I was encouraged to publish these posts on Twitter to advocate the proactive aspect of policing with neighbourhood policing teams. These issues may appear minute however, these were the issues that were affecting members of the community and by using social media we were showing that the police listen and respond to complaints. This has an impact on public trust and engagement as well as promoting proactive police work. 
	Williams et al., (2018) suggested that utilizing these platforms and publishing positive posts, helps with the overall community policing goals and objectives. Moreover, social media can make more of a difference to public perception and community policing efforts than could ever be replicated by one individual. Using social media allows for a low-cost, efficient, and low-labour way of engaging with communities, reducing overall costs for police organisations. 
	In contrast, social media use in policing does have its disadvantages. Cultural challenges and differences may limit the effectiveness of the social media post. Researchers found that the unpredictability of social media, its popularity and type of audience means that it was difficult for police forces to adapt their style of communication on the different social media platforms. Moreover, it is difficult for police forces to change their style of language for specific target groups (Dai et al., 2017). This can be corroborated by my own experiences, SWP published a social media post relating to online fraudulent scams and the vulnerability of the elderly population; however, the language used in this post contained a lot of technological language which elderly people may struggle to understand. Additionally, a lot of elderly people do not have social media accounts so this post may not be the most appropriate response to the influx of fraudulent scams because it would not reach the target group. 
	Research also suggests that the effectiveness of utilising social media within policing is dependant on the leadership style of senior management teams within police forces. Bullock (2017) stated that failure to provide leadership or strategic guidance means social media use within police authorities is not clear and the degree of which it is used can be subjective and dependant on the police force or management team. They concluded that implementing social media. 
	Another downfall of utilising social media in policing is the unreliability of consistent communication between police forces and citizens. Research has found that this communication was infrequent and limits deeper engagement from authorities and members of the public (Fernandez et al., 2017). 
	The lack of legislation and regulations surrounding the use of social media meant that authorities have insufficient information regarding its use. Authorities do not have anything to refer to when considering the ethical or legal use of social media within policing. Similarly, police authorities can often be overwhelmed by the amount of information available on social media as they do not have the required manpower to handle this information and analyse it (Reuter et al., 2020). 
	Even though the use of social media may strengthen communication and public trust between the public and police authorities, the composition of the social media posts can have the opposite effect. Research shows that there are several risks to police reputation because of the increased exposure of police work and investigations. In addition, they state that police forces do not have full control over their public image and their actions in investigations that are posted online can expose police to public criticism and their authority can be subsequently challenged (Trottier and Fuchs, 2015). 
	Another barrier could be a decrease in public privacy when using social media to locate missing persons, find offenders or locate witnesses to help solve crime. Mayer-Schönberger (2009) states that since the introduction of social media in policing “we have witnessed a continuous erosion of an individual’s control over their personal information”. Moreover, information posted online is so readily available and easy to access that you could conclude that the original post does not belong to the police force after it has been shared by others. Members of the public have free will to interact with these posts, so misinformation is easily spread. Further restrictions are needed to improve privacy regulations and to limit false information which could cause further issues and offences, increasing demand for officers (Howlings and Solymosi, 2023).  
	South Wales Police (2024) uses several social media platforms, the most popular being Facebook due to its ability to spread information quickly and easily amongst a large age range group in communities. This is corroborated by Cartwright and Shaw (2020) which shows that most police forces use Facebook as its default social media platform, to post information and communicate with members of the public. Other popular social media platforms are Twitter, Instagram, YouTube and more recently, due to an increase in popularity, TikTok. Importantly, South Wales Police (2024) do include restrictions and the right to disable comments on their posts if necessary. They remind users not to comment things of an abusive, offensive or personal nature otherwise comments will be deleted, reported and users may be blocked – imposing the necessary restrictions to reduce hate and obscenities and maintain privacy. 
	To conclude, there are many benefits and barriers when using social media in policing. One of key benefits is being able to share and communicate with communities easily and effectively. Social media allows police forces to appeal for information, inform and share vital messages to the public without much expense or labour. These posts also reach a large range of people from many communities that otherwise might be difficult to engage with. However, one of the main disadvantages of the use of social media in policing is the lack of monitorisation and restrictions on posts. People can share, comment and spread misinformation about persons of interest, crimes that have occurred in their area or spread information that may bring the police force into disrepute, damaging their reputation and public image. 
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Task 3

Relevant areas of the National Policing Curriculum:
Leadership and Teamworking

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


Critically evaluate and evidence your flexibility in leadership style.

Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?


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


ANSWER:

Leadership is a difficult word to define, scholars have disagreed for centuries about its true definition. Stogdill (1950) defined leadership as “the process (act) of influencing the activities of an organized group in its efforts toward goal setting and goal achievement”. Whereas a more recent scholar defined it as “the capacity to create a compelling vision and to translate vision into organizational realities” (Bennis and Townsend, 1995). Both definitions include the need for individual vision and direction which influences subordinates. 
In policing, leadership is an integral competency which should be possessed by all persons, despite rank or years of service. The College of Policing (2023) published the standards of leadership that range from what is required from constables to Superintendents, or ‘executive leaders’. The foundation level of leadership includes acting in the public interest, upholding the code of ethics and standards of professional behaviour, challenging unprofessional actions, attitudes or behaviours, promoting an inclusive workplace and managing wellbeing and resilience. Throughout this essay, I will be demonstrating my flexibility in leadership style and critically analysing leadership strategies used in operational policing. 
	Leadership styles have evolved over the years, these styles include transformational, transactional, laissez-faire, democratic, autocratic, bureaucratic and servant leadership. Transformational leadership describes a leader who is effective at communication and someone who is loyal to the team. These leaders encourage their subordinates to believe they are capable of more than they thought. By doing so, individual team members become successful, and morale is boosted, allowing shared goals to be achieved. 
	Transactional leadership is a ‘give and take’ approach of which employees are rewarded for the tasks they complete. This approach means individuals work independently and there is no teamwork, stunting morale and therefore reducing success within organisations. Similarly, the laissez-faire approach to leadership is a sub-group of the transactional style. This is known as the ‘absence of leadership’ as it allows employees the freedom and ability to make decisions in the absence of the leader. This is proven to be ineffective because it reduces trust in supervisors and organisations, this is often regarded as the most passive style (Specchia et al., 2021). 
	Dong (2023) found that implementing the transactional leadership style can positively influence organisational performance and boost employee productivity. However, they did comment that transactional leaders may be limited and hinder innovation or long-term growth of business. Leaders can be influenced by personal and environmental factors, and they suggest that further training could improve transactional leadership skills. Interestingly, researchers state that findings about the transactional leadership approach are limited compared to other leadership styles. 
	Democratic leadership is the most common and popular approach to leadership because it allows the leader to make decisions following an input from employees. It is a collaborative style where subordinates can voice their opinions and feel included in decisions. However, the leader can make the final decision. Employees can be provided with new roles or promoted based on skill sets. This style encourages creativity and engagement of team members which can lead to an increase in job satisfaction. However, delegating roles to individual employees based on experience and skill can be time consuming and costly (Hilton et al., 2021). 
	The democratic leadership approach has been proven to be effective. A study produced by Meydita et al (2021) examined the effect of democratic leadership style on employee productivity. They concluded that there is a unidirectional relationship between the variables of democratic leadership and productivity. They found that when democratic leadership increases so does employee productivity. They also found that employees respond positively to leaders who strive to achieve organisational aims. This research concluded that employees would feel encouraged to work and this boosts productivity. Interestingly, researchers suggest that perhaps a combination of democratic and transactional leadership would be more effective and increase productivity further. 
	Autocratic leadership describes the opposite of democratic leadership. This style means the leader makes all decisions without any input from their team. The leader holds all authority and responsibility. All subordinates are expected to follow the decisions made by the leader and respect them. This style may fuel resentment toward the leader and reduce job satisfaction. Without consulting the team, subordinates may feel over-looked and disrespected, leading to high employee turnover. Despite these negatives, this approach could be effective if the leader is experienced and highly knowledgeable, and decisions need to be made quickly (Oh et al., 2023).
	Autocratic leadership has been proven to be effective in Ogunode (2023) research of how leadership approaches affect student learning at school. Conversely, Krasniqi (2024) found that autocratic leadership lowers productivity and the effectiveness of decision making. 
	The bureaucratic leadership approach is led by policy and theory. This style follows regulations with no room for flexibility. Rules are set for how tasks should be completed, and leaders make sure these are followed rigidly. This approach means leaders do ask for employee input and consider different perspectives or opinions however, it would be rejected if it does not conform to organisational policy (Lesmana et al., 2022). 
	Abun (2021) found during their study that the effectiveness of bureaucratic leadership is poor overall. They criticized this approach for being too impersonal and the focus on rules and procedures have caused delays in decision making and responsiveness to tasks. Ritzer (2004) corroborated this and stated bureaucratic leadership treats human beings like machines which are subjected to manipulation or control, limiting freedom and autonomy. 
	Lastly, the servant leadership approach means the leader puts the needs of their employees above their own therefore, leading by example. These leaders find ways to develop and inspire others to achieve the best results. This approach requires leaders to act with integrity and it promotes a positive organisational culture and encourages a positive mindset in the workplace. Some argue that this approach could cause servant leaders to fall behind more ambitious ones. Additionally, others state that this approach is not agile enough to achieve deadlines and results (Hai and Van, 2021). 
	Bilal (2021) conducted a study into the impact of servant leadership of project managers on their team’s effectiveness. Team members rated their project managers on servant leadership style, team goal clarity and team process clarity whilst the project managers rated the team effectiveness. The study concluded that servant leadership had a positive and significant impact on team effectiveness via the team goal clarity and team process clarity. Additionally, another study conducted by Kainde and Mandagi (2023) found that the introduction of servant leadership in education had mostly positive outcomes. However, they did highlight the issues with the practical implication of this approach, and they concluded that further qualitative research was needed into this style and the effects. 
One example of when I showed dynamic leadership was during a grade one emergency domestic call. I attended a call of a male being aggressive in an address and reportedly assaulting his girlfriend and their oldest child. Upon attendance, the male was walking out of the address, and I immediately detained him and placed him in handcuffs to the rear. I attended this incident with other colleagues who were of younger service than myself, I was aware that they were looking to me for direction. I initially tried to take a democratic approach of leadership, but it soon became apparent that my colleagues were not confident in their approach. To detain the suspect, preserve evidence at scene and conduct initial enquiries, I had to adopt an autocratic leadership style. I dictated tasks and enquiries for my colleagues to complete, I assigned the most competent individuals to obtain victim and witness statements whilst simultaneously taking control of providing updates to our control room. Adopting this leadership approach was not ideal however, due to lack of experience and the severity of the domestic related assaults, I knew that I had to take control of the situation to allow for the best results. 
A positive result of using this leadership style was all enquiries were conducted; each officer had a role and task to complete and conclusively the suspect was remanded into custody. Due to lack of experience, I feel that each officer being assigned a task was helpful and the incident was dealt with effectively. However, you could argue that other colleagues did not feel as though they could take initiative and learn from their mistakes. They may have also felt resentment towards myself because I was assigning them roles and the situation did not allow for much input from them, due to the urgency to preserve life and limb, detain the perpetrator and to prevent further injury. 
Another example of when I adapted my leadership approach was when I attended the sudden death of a young female. I was on operational patrol, and I was asked to attend a grade one emergency call nearby that was rung in by ambulance. They had attended a cardiac arrest of a young female in her thirties and asked for assistance because the family of the deceased were becoming aggressive with each other. It became apparent that there was tension and family conflict. I attended the incident with my colleague who has fewer years’ service than me but whom is a very competent officer. I believe I am a natural leader, and I take on this role with confidence and ease. This incident was of a particularly sensitive nature, I wanted to ensure it was treated with dignity and professionalism. Initially, I opted to use the democratic leadership approach, considering my colleagues’ opinions however, it became clear that this incident had to be handled strictly according to policy and procedure. 
	Based on this, I changed my leadership approach from democratic to bureaucratic. This style is based on policy and procedure and this approach does not allow for any flexibility. Rules are set based on these policies and both leader and subordinates are required to follow them. Any suggestions from my colleague would be rejected if they did not comply with the strict procedures surrounding suspicious sudden deaths. The family members that kept arriving at scene were asking my colleague if they could enter the address and see the deceased female. My colleague asked me if this was possible and I refused because this would mean wavering from procedure which states that if the death is deemed potentially suspicious, detectives must attend the scene, and it must be cordoned off to preserve forensics. Therefore, family members were told they cannot enter the address until the criminal investigation department had attended and reviewed the scene. 
In conclusion, there are a multitude of leadership approaches, and they all have their strengths and weaknesses. I have exhibited the different leadership styles operationally and shown how I was able to dynamically adapt them following the ever-changing incidents. Policing is dependent on teamwork so the most applicable leadership approach would be the democratic style (Wood et al., 2024). This allows police officers to confer with one another at incidents and make unified decisions based on perspectives of the individuals at scene. This approach also allows officers with varied expertise and experiences to collaborate and solve problems. 
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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:



During my three-year probation period, I have witnessed several eye-opening incidents and stressful situations that have shaped the officer I am today. The experiences have taught me how to be resilient, remain professional and how to problem solve a variety of situations. My tutor in my initial few months as a police officer offered support, guidance and patience whilst I navigated the profession. I had an extremely positive tutorship experience, and my tutor remains a close friend today. She showed me the type of officer that I wanted to become, and this partnership and mentoring has allowed me to flourish and learn from mistakes. Throughout this essay I will be reflecting upon these three years and demonstrating how I have benefitted from mentoring and how this has allowed me to reach personal and professional goals. 
	I had to complete an initial six-month training programme before becoming an operational police officer. I had to pass two examinations during this period to progress and secure a place operationally. After training, I was assigned a tutor constable for three-months who would teach me the necessary skills and knowledge to be a functional and independent constable.  My tutor was required to ensure I met all relevant competencies and was able to deal with a variety of incidents. This tutorship period was essential and extremely beneficial. Ganser (2006) corroborated this and described mentoring as a tool which remains significant in improving managements skills and staff development. 
I will be examining coaching and mentoring theories used in policing, these include the zone of proximal development (ZPD), Biggs’ presage-process-product (3P’s) model and the GROW model. I will also be explaining how these theories have been implemented into my experiences. 
The zone of proximal development (ZPD) theory was founded by a Soviet psychologist Lee Vygotsky (1978) which is used to measure an individual’s potential for development and not just current abilities. He believed that when a person is in the ZPD for a particular task, with additional assistance and coaching they will be able to achieve the task. He adds that as the person’s competence grows, their ZPD also expands to attempt new challenges. Every ZPD is different and shaped by previous experiences, prior knowledge and learning styles and tasks can be achieved with guidance and help from others. This can be applied to policing as the tutorship stage is based on this theory and new constables are guided by more senior colleagues or supervisors. 
The second mentoring and coaching theory that could be applied to policing is Biggs’ presage-process-product (3P’s) model (1987). This model is based on presage, process, product of the learning environment. Biggs (1987) explained that the first stage, presage describes the learner’s prior knowledge, abilities, learning techniques, values and expectations. These include variables prior to classroom learning. The next stage, the process refers to new learning whilst in the classroom. This stage is based on the learner’s expectations and task values. Lastly, the final stage refers to the product and the learning outcome. He surmised that learner’s who showed optimism and positivity before entering the classroom (presage), was an effective team player, was motivated and hard-working (process) will achieve the best product. This applies to the classroom teaching environment involved in the initial six-month training block. 
Lastly, the GROW model (1992) is a coaching theory founded by three business coaches Graham Alexander, Alan Fine and Sir John Whitmore – who published the theory. GROW (2009) stands for: goal, reality, options/obstacles, will (way forward). This theory was designed to make the learner plan what they wish to achieve (goal), assess where they currently are (reality), explore various options and establishing that you have the willpower to complete the task. This theory is used in policing after each academic year. At the end of each year, the ATO constable asks student constables to reflect upon the previous year and plan for improvements. This plan includes what needs to be achieved or improved, how it can be achieved, what options are there to achieve it and if the student has the correct mindset to complete the next tasks or academic work. 
I will be using Gibbs’ Reflective Model (1998) to reflect upon incidences that I have encountered throughout the three-year period. These will include situations where I have learned from mentoring and the advice from my more senior colleagues. The Gibbs’ Reflective Model (1998) is made up of six stages namely: description, feelings, evaluation, analysis, conclusion, and action plan. This method will allow me to analyse and reflect upon what went well during these incidents and what could be improved. 
One example was during my first month of tutorship as a police constable. I recall attending a grade one incident of a suicidal male using a knife to self-harm and cut his arms. This call came through late at night and I was already apprehensive listening to the summary of the call, on our way to the address. Just before we arrived, my tutor was asking me what my thoughts were and how I would approach this situation, she was trying to encourage me to think independently. I wanted to arrive there, deal with any person who may be injured by administering first aid and ascertain if any offences had been committed. 
	I was incredibly nervous on our way to the call; my mind was racing with thoughts of what was happening and how I should deal with the incident. Once we arrived, we opened the door of the flat and I was immediately confronted with the male who was stood in the kitchen, his arms covered with blood. I looked around the flat and the entire floor and furniture was covered in blood. My tutor took control of the situation and placed a tea towel around the male’s injuries whilst she ascertained what had happened. I recall freezing in shock at what I was witnessing, I had never dealt with extreme injury or blood, and I had put a lot of pressure on myself to react correctly and promptly.
To make the situation more chaotic, a witness and friend was screaming and incoherent from shock. The level of noise and unpredictability made me nervous, and I was didn’t know what to do. Another factor that made the situation even more unpredictable was all persons present were incredibly intoxicated and erratic. I think my tutor was also shocked at the gruesome scene but due to her levels of service, confidence and competence she was able to control the persons there, administer first aid and convey the male to hospital. 
	Evaluating the situation, I remember being able to fulfil the basics that I had been shown by my tutor, to ascertain details of persons present, to pass updates over the airwaves and ensure that no person was in possession of any weapon. However, this incident was a huge learning curve for me. I recall thinking that I never wanted to feel so out of my depth again. I was unable to completely enter the flat for a few minutes, the shock of the scene caused me to freeze, and I allowed my tutor to enter the address alone for a brief time. In hindsight, this was careless and dangerous, I should not have allowed her to alone and out of my sight. The male subject could have still been in possession of a weapon, and she could have been seriously injured. 
	Analysing the situation, I believe I was able to fulfil the basics because I had chance to practice this a few times beforehand. I believe that I froze at scene due to my inexperience. I had never seen such a chaotic and gruesome scene; I was unsure how to deal with the situation. This was the first time that I had been shocked at what I was witnessing, I had to admit that I was frightened and out of my depth. I have a sense of compassion for myself now and this incident taught me a lot.  
To conclude, I learned the importance of admitting when I was unsure about a task or situation and the importance of explaining to my tutor that I felt frightened and shocked by what I was witnessing. This allowed reassurance and a de-brief between us that meant I felt more at ease. Sometimes I am reluctant to admit that I am not confident in my approach to an incident however by doing so, you gain advice and reassurance from your colleagues. The skills that I need to develop for me to handle a similar situation better would be my first aid skills and my ability to be a confident leader in stressful situations. Since this incident, I am a more experienced officer, and I believe that this factor alone would allow me to take charge and act similarly to how my tutor did. 
If I had to handle a similar situation again, I would not leave my tutor alone in the address and I would have helped her to try and manage the chaos of other persons present. I have since completed a few first aid training sessions, as per the mandatory training schedule. This has allowed me to become more confident administering this training operationally and if I am ever unsure about my actions again, I would not hesitate to ask my colleagues at scene for assistance. 
Another example where I have benefitted from coaching and mentoring from my senior colleagues was at the start of last year. I attended a complex incident which followed a high-risk domestic assault and strangulation. My colleagues had attended the initial call, and the male suspect had left the address prior to police arrival. The female victim had disclosed that she had been punched and kicked to the head, thrown down the stairs and the male had placed his hands around her neck to strangle her. Officers obtained a statement from the victim and efforts were made to locate the suspect as promptly as possible. 
The male suspect had left a suicide note and there were concerns about his wellbeing, so he was now regarded as a high-risk missing person due to the risk to his life. I was asked to ring any of his family or friends to ascertain if they had seen or heard from him. I recall ringing his brother and asking if he knew where he was. The brother was very emotional and irate on the phone and my responses were quite direct due to the male now being a suspect for a serious domestic assault. My intention was to ascertain where the suspect was but in hindsight, I was too direct and unsensitive about the now missing male. His brother was not happy with my tone or the questions I was asking so he demanded my collar number, which I provided. 
I then attended the missing person/suspect’s address, and his brother was present. As soon as we entered, he demanded to know who spoke with him on the phone and I explained it was me. He was incredibly aggressive, calling me obscenities. My attempts to calm the situation down were unsuccessful, and he was shouting at me to leave the address. I assessed the situation and agreed it was best to conduct other enquiries, I did not want to escalate the incident further. My other colleagues stayed and spoke with him. 
During the phone call, I felt frustrated because we were unable to locate the male following the serious assault. My intention was to find where he was and to arrest him following the victim’s concerning disclosure. Whilst at the address, during and after the confrontation with his brother I did feel embarrassed because in hindsight I should have been more empathetic and sensitive. I believe my colleagues were frustrated with me and my conduct because this confrontation could have been prevented. 
The next stage is evaluation, I think my passion to ascertain where the offender was and my curiosity to make enquiries was good. However, my tone and the way I spoke with his brother was a mistake. I should have shown more professionalism, but I allowed my feelings about the suspect to be at the forefront. My passion to apprehend offenders has always been present and this is often a good thing. But, during this situation I learned that my emotions do not matter and our main concern as police officer’s should be to preserve life (Wood et al, 2024).
In conclusion, I learned the importance of being empathetic and to adjust my tone when speaking with different individuals. This adaptability is imperative for effective communication. Since this incident, I have gained experience and learned further skills about communication and its effects. Overall, my three-year probation period was dependant and positively influenced by those around me, who offered tutorship, mentoring and coaching. This has been integral for my development as a police constable. 
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