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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:

During my probationary period as a police officer, I feel the crucial function of the College of Policing in improving the professionalism of the police service, has influenced my own job as an officer. In this essay, I will evaluate the strategic role of the College of Police in professionalising policing in the U.K. I will also reflect on the changes that I have seen during my probationary period and how, as a modern professional police officer, it has influenced my approach to police incidents that I attend. Furthermore, I'll examine the influence of the Policing Vision 2025 and the College of Policing's 5-year strategy on my work, considering issues such as academic participation, collaboration with multi-agency collaborations and adherence to the code of ethics.
The College of Policing was established in December 2012 with the goal of improving the knowledge, conduct, leadership and professionalism of police officers and personnel in England and Wales. The College was established as part of the Coalition Government's aim to reform the structure of police forces. The College took over responsibilities from the old National Policing Improvement Agency and the Association of Chief Police Officers, including training and policy formulation (House of Commons Home Affairs Committee, 2016).
The Policing Vision 2025 established long-term initiatives for ensuring uniformity and accreditation among people entering policing positions throughout England and Wales, as well as standardising the qualifications gained by all new recruits. The Police Educational Qualifications Framework has now been developed to complement this ambition, providing three new entry points into the police, one of which is the Police Constable Degree Apprenticeship. As a result, policing became a degree profession in 2020, which is believed to be a major development for policing (Watkinson-Miley et al., 2022). However, while there is a path towards reaching a heightened level of professionalism within the police, it is vital to recognise that the achievement of professional status does not guarantee authority and power (Holdaway, 2017). 
The role of a modern professional police officer requires officers to engage in the prevention and detection of crime and antisocial behaviour in order to bring offenders to justice. In addition, this proactive approach should reduce crime and the public's fear of crime. As a result, South Wales Police can be proud of the service it provides to the public and individuals it serves. However, this can only be built by engaging with and talking with the community it serves, allowing for proactive collaboration among the parties concerned (College of Policing 2023). Officers acquire this skill set through rigorous training that attempts to guarantee that all officers conduct themselves professionally and are held accountable for their behaviour and actions. This is consistent with the professional standards expected of officers by ensuring officers always follow the code of ethical principles (College of Policing, 2024). Undoubtedly, should officers equip themselves with the skills set above, it should allow them to engage with the communities they serve. Furthermore, should police provide the communities in which they serve adequate status information via fair procedures, it is likely that the community will be more inclined to comply with their ethical and moral norms. Thus, the community will be more likely to believe that police officers are legitimate. Therefore, without the public's cooperation, modern-day policing would become basically impossible. In addition, promoting collaboration can assist in strengthening the relationship between officers and the public and reinforce the notion that tackling crime is a collaborative effort, rather than officers simply providing a service (Hough, 2012). 
According to the Crime Survey for England and Wales, 5.0% of individuals aged 16 and up (6.9% women and 3.0% men) reported experiencing domestic violence in March 2022. This translates to around 2.4 million adults (1.7 million women and 699,000 men). The study also found that one-fifth of individuals aged 16 and above (10.4 million) have been a victim of domestic violence since they were 16 (Elkin, M., 2022). Undoubtedly, these statistics illustrate the importance of UK police forces to provide a professional and competent strategy that is consistent in-service delivery to all victims during domestic crises. Especially given the frequency of these incidents. The Home Secretary commissioned His Majesty's Inspectorate of Constabulary and Fire & Rescue Services in September 2013 to investigate the police response to domestic violence and abuse. It found that police forces across the United Kingdom were failing to give enough assistance to women who were victims of domestic abuse. The study proposed a radical revamp of training and issued eleven recommendations, which were endorsed by the College of Policing (Britain, 2014).
A colleague and I attended a call where it was reported that a male would not leave the premises and a female could be heard in distress. On route, we conducted relevant searches on both parties, allowing us to understand and prepare for who we may be interacting with. On attendance, a male and a female were inside the property, the female was clearly distressed. My colleague and I separated them into different rooms to establish the circumstances. This approach gives a victim the opportunity to speak to officers freely which they may not do in front of the aggressor. Our body-worn cameras were activated. While I was talking to the victim, I was building a rapport so that she knew we were there to help and support her, allow her time to feel comfortable with me and build confidence in me. The victim began to speak and disclosed an assault and a long history of abuse by her partner. Due to this disclosure, the male was subsequently arrested. The decision to arrest was in line with the training I received and guidance from South Wales Police, that officers must take positive action at domestic violent incidents. South Wales Police prioritises public safety, especially in domestic abuse cases. Officers must take positive action to protect victims and children, which may involve making arrests or arranging safe or refuge accommodations. Officers have a duty to use their powers to safeguard victims and vulnerable individuals from harm, including making necessary and proportionate arrests (College of Policing, 2015). Additionally, to ensure this approach is taken, officers must ensure they have an evidence-based approach to policing, which entails utilising the best available evidence to guide and challenge policing policies, procedures and choices (Mitchell and Huey, 2018). Furthermore, all the steps I followed from the time I received the call, were steps that I was taught during my initial training and which the college of policing highlights in their guidance to the first response when attending a domestic abuse incident. These steps include obtaining the history of each party, preparing for attendance and the separation of parties, activating body-worn cameras, taking positive action and safeguarding the victim, which in turn provides officers with an evidence-led approach to the investigation (College of Policing, 2015). As a result, it is evident how evidence-based policing and the College of Policing evolved policies, procedures and training concerning domestic incidents, influences my thoughts and actions, as a modern police officer.
Once I had dealt with the initial call, I completed all relevant paperwork, which included a public protection notice. A public protection notice is a document that shares information and documents surrounding safeguarding concerns about an adult or child. Public protection notices are shared with partner agencies to help guide a multi-agency response (College of Policing 2015). Whilst officers investigate matters of domestic abuse, officers are expected to engage in partnership working. Cooperation across agencies is critical in lowering the likelihood of cases slipping through the safeguarding system and ending domestic abuse at an early stage or preventing it from occurring in the first place. Officers must always complete a public protection notice for every domestic incident they attend. This reflects the College of Policing's 5-year strategy that promotes multi-agency collaboration. Moreover, reflecting on my career so far, it is apparent that South Wales Police have embraced collaborative multi-agency working and are aligning with the College of Policing's 5-year strategy for procedures and policies. I've seen how the introduced rules and procedures for multi-agency coordination have ensured that victims receive the same quality of support and assistance. 
My duty as a modern professional police officer is safeguarding and protecting vulnerable individuals of the community. The capacity to refer victims to competent authorities, who then advance the victim's protection and safeguarding, is a critical tool that allows me to carry out this position successfully. It builds on a police officer's first response and enables the implementation of a long-term safeguarding strategy for the vulnerable service user.
Reflecting on my participation in the Police Education Qualifications Framework course, I feel I have a better understanding of the reasoning behind my actions, as well as the development of critical thinking skills in the context of professional decisions. Recognising the importance of proactive intervention, I have realised the significance of positive action, realising that its absence could potentially result in harm to the female in the near future, based on statistical probability. Previous research found that, while perceived as professional, the police force lacked the characteristics of a genuine profession and lacked the resources to educate officers to think systematically about police practices. According to study findings, it did not demand or foster continued professional development. Arguably, making policing a profession would increase the 'appetite' or 'demand' for proof. Evidence and knowledge are intrinsically tied with the notion of professionalism (Knutsson and Tompson 2017). Ensuring police officers obtain a degree, emphasises the importance of understanding research, evidence-based practices and using evidence in decision-making, fostering a culture in which officers regularly reflect on their daily roles and identify areas for research to improve problem-solving regarding specific police issues within their role as a modern professional police officer (Williams et al, 2019).
In conclusion, my role as a modern professional police officer continues to be influenced by the College of Policing's strategic aims, as well as further developments in the policing environment, along with the Policing Vision 2025 and the Police College's five-year strategy. These standards have helped to improve the professionalism of the UK police force as discussed by Williams et al (2019). Additionally, through self-reflection and research, it is clear the formation of the College of Policing in 2012 was a positive step forward for the police service, with the goal of raising standards of knowledge, behaviour, leadership and professionalism among officers and staff. 
Through training and supervision from South Wales Police and the College of Police, I've learned how to approach police situations holistically, prioritising victim assistance, evidence-based decision-making and multi-agency collaboration to successfully manage complex issues, such as domestic abuse. Furthermore, my participation in the Police Education Qualifications Framework course has allowed me to fully comprehend the reason behind my actions and develop my critical thinking skills. This teaching approach, which highlights the importance of evidence-based approaches and continuous reflection on professional tasks, is consistent with wider programmes aimed at improving police professionalism and fostering an excellence culture. The ongoing transformation of policing in the United Kingdom, guided by the strategic vision of the College of Policing, has not only elevated professional standards, but also empowered officers like myself to navigate the complexities of modern policing with integrity, competence, and compassion.
(Wordcount 1867)
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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:



Social media, broadly defined, refers to any interactive communication method that allows for two-way engagement and feedback. However, in contemporary times, modern platforms are characterised by several distinguishing features, such as real-time interaction, the reduction of anonymity, fostering a sense of closeness among users, providing rapid response times and granting users the flexibility to engage at their convenience (Carr and Hayes 2015). In today's world, social media has evolved as a powerful tool for police forces to communicate with communities and support public safety operations. With billions of active users across several platforms, these digital spaces operate as hubs for communication, information exchange and community participation. Recognising the importance of these platforms, police forces are increasingly using social media to provide essential information, give crime prevention advice and develop positive connections with residents (Beshears 2017). Effective use of social media platforms allows police forces to obtain a better understanding of their target audiences, improve their response to community needs and encourage meaningful engagement with the public. Social media, when used correctly, provides authentic two-way interaction, allowing police organisations to develop genuine ties with people desiring to interact with police forces (Hu and Lovrich 2020). South Wales police use social media platforms like Facebook, X/twitter, Instagram and YouTube, as a way of monitoring trending topics, emerging concerns and allows them to identify platforms with the most positive and negative feedback. This helps identify the most involved populations in discussions about police concerns and gauges their sentiments. As a result, this information helps shape a more effective social media strategy adapted to the particular dynamics and communication styles of different communities (College of Policing 2024). 
Police forces must adhere to standards whilst using social media platforms that the Ministry of Defence (2013) social media policy highlights these. The policy was first developed by the Association of Chief Police Officers (ACPO), which authorised and distributed recommendations to all police forces in England, Wales and Northern Ireland, addressing the safe use of the internet and social media. The purpose of this publication is to assist the MDP officers and the Force in making sound judgements and conducting themselves appropriately. This includes allowing people to use the Internet and social media efficiently and safely, both in a working capacity and in their personal life. The policy establishes standards for the use of social media within police forces. It underscores the beneficial outcomes stemming from such platforms, highlighting that through transparency and accountability, positive communication with the served communities, will achieve heightened engagement rates. Nonetheless, the policy recognises the risks connected with digital contact and addresses officers' usage of social media platforms both on and off duty. Officers are required to uphold the same standards of behaviour and conduct online as they do offline. Furthermore, the policy emphasises the risks of information leakage, emphasising the need for officers to be aware of the Data Protection Act, which, in turn, could reduce the risk of their inadvertent involvement in illegal activities, by ensuring they do not share unauthorised information.
Research conducted by Kershaw, (2023) discusses how police forces benefit from embracing social media because of its global reach, with an estimated 4.76 billion users and an increasing tendency of organisations and individuals engaging through these channels. As a result, police forces must keep up with the changing dynamics of the communities they serve in order to keep communication current and relevant. Failure to do so may provide issues in reestablishing effective communication channels in the future. Furthermore, the presence of police forces on social media platforms provides substantial advantages in terms of information dissemination management. By using these channels, police forces may regulate the dissemination of material before it is distorted by the media. This proactive approach helps to guarantee that accurate and relevant information reaches the public, resulting in increased community participation. Particularly in criminal investigations, fast and accurate information can enhance public collaboration and support, eventually assisting in the arrest of perpetrators. Furthermore, by aggressively correcting disinformation, police forces can preserve confidence and credibility in the communities they serve. This proactive strategy not only improves openness but also deepens the connection between police forces and the public, providing a more collaborative atmosphere for tackling crime (Colbran 2020).
During my role as a response police officer, I have experienced firsthand how beneficial the police forces use of social media can be. Part of a response officer's role can include attending to calls of someone who has been reported as a missing person. The College of Policing (2023) defines a missing person as “Anyone whose whereabouts cannot be established will be considered as missing until located and their wellbeing otherwise confirmed”. It is estimated that around 300,000 people are reported missing in the United Kingdom a year, implying that a person in the UK is recorded missing by the police every two minutes. This figure highlights the demand on police resources (Fyfe et al 2015). 
Whilst in attendance to the report of a missing person, officers obtain as much information surrounding the disappearance and any factors that led to the person going missing or any information that may have an impact on the person's wellbeing, whilst going missing. During my attendance to obtain information of a missing person I discovered that the persons mental health had deteriorated in the days leading to them being reported as missing and the information relayed highlighted that the person had made a threat to harm themselves before they had left the property that day. This information is passed back to the inspector on shift, who completes a risk assessment with the information obtained from attending officers. In this matter it was deemed that the missing person was classed as a high-risk missing person. Due to this high-risk status, it is important for officers to gain as much further information as they can, including a description of what the missing person was last wearing, what forms of money they have on them, where they may seek to go as a favourite place or a tendency to go along with forms of travel they use. Another aspect is asking the family member for consent for a social media appeal. With this, officers gain a most up to date picture of the person and with information that can highlight a possible area of focus. A very recent picture was provided by the family. It was established that the missing person travels by bus, as their means of transport; and they had a bank card on them. It was established that they like to travel to a particular area and it was thought that they may be there. When dealing with missing person situations, it's crucial to conduct risk assessments to determine the amount of risk and potential need for appeals (Holmes 2016).
With all the information gained above, a social media post was consented too and the recent picture of the person, along with a description of what they were wearing, the information of travelling on buses and the area in which they may possibly go, was posted. Facebook posts regarding a missing person can be crucial in gaining information. A Facebook post about a missing individual helps the police to reach a large audience. These posts can also be engaged with by being 'liked' or ‘shared’ and allow for comments on the Facebook post which could lead to crucial information being gained (Ferguson and Soave 2021). However, although Facebook posts are beneficial, it cannot solely rely upon and officers still need to continue to conduct effective enquiries, which will be different for each missing person. Furthermore, supporting the family emotionally, will also be managed by attending officers. However, once the posts are shared, friends and family of the family, will reach out to offer support, once they have seen the posts (Hattingh & Matthee 2016).
The Facebook post was released by South Wales Police and the concern surrounding the wellbeing of the individual was highlighted, to ensure users knew it was important to report any sightings. In this incident, due to the social media appeal, there were several reports of possible sightings, which enabled officers to act quickly and efficiently to locate the missing person. Through acting on the reports, it was established that one was a false sighting. However, the second report received, led to officers being able to confirm it was the missing person and led to further lines of enquiries and gave officers an opportunity of exploring CCTV enquiries, due to the area the person was sighted. Within a short space of time, officers were able to locate the missing person and ensure their safety. This would not have been possible, had it not been for the reports received from individuals seeing the Facebook posts. 
Research conducted by Ciobotaru (2022), discusses the findings on factors that can influence the share worthiness of such social media posts, by Police Forces. It is found that a person's age and gender can have an impact on the interaction of such posts and the willingness of the public to engage with the posts and share them. In the case of the missing person discussed, this person was well known within the community and highly thought of. Therefore, it could be suggested that this made the community want to engage and help. Whereas if a person was not of this stature in the community, possibly the community’s willingness to engage, maybe less likely. 
Furthermore, a negative impact may affect the missing person, after they are found. The missing person was found safe and well. However, the missing person was faced with people knowing they were missing and there was a concern surrounding their wellbeing. Consequently, this could further impact their wellbeing, if they feel overwhelmed by the general public having knowledge of them having gone missing. With this in mind, Article 17 of the General Data Protection Regulation (GDPR) legislation in the U.K., grants people the 'right to erasure' of personal data held by organisations in the European Union. Initially presented on September 24th, 2019. Social media pleas, including photographs and information on missing individuals, are shared daily by parties in the process (Globocnik 2020). While certified authorities like the Missing People Charity and U.K. police forces, delete such posts from social media, the right to be forgotten may nonetheless be disregarded in various ways. When an organic post is edited, cropped, or screenshotted, identifying the original information becomes difficult (Gerlitz 2016).
To summarise, the pervasiveness of social media has altered the landscape of police-community involvement, providing both possibilities and problems for law enforcement authorities. Police forces may use platforms like Facebook, Twitter and Instagram to efficiently convey critical information, improve public safety and develop meaningful connections with the communities they serve (Kershaw 2023). However, this digital involvement requires adherence to established norms and procedures, such as those described by the Ministry of Defence's social media policy and the General Data Protection Regulation (GDPR), to ensure the responsible use of personal data and retain public trust (Globocnik 2020). Research emphasises the importance of social media in aiding rapid and accurate information distribution, particularly in situations involving missing individuals. Police forces and the general public have collaborated on social media platforms to locate persons and resolve crimes more effectively. Nonetheless, ethical concerns must take precedence, particularly the possible impact on the privacy and well-being of those involved (Gerlitz 2016). In order to successfully negotiate the ever-changing environment of social media and law enforcement, police forces must stay attentive in balancing the benefits of digital participation with the ethical duties that come with managing sensitive information. Police agencies may fully utilise social media as a tool for improving community safety and developing confidence if they maintain openness, accountability, and respect for privacy rights (Ministry of Defence 2013).
(Word count 1960)












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:
All leaders share a crucial component, the presence of one or more followers. After all, without those eager to follow, the notion of leadership is rendered worthless. Followership is what validates and defines leadership, without it, no one can rightly claim to lead (Messick 2004).
Research conducted by (Nawaz and Khan 2016) discusses how leadership is a fluid and dynamic idea that is continually influenced by a variety of variables. From the ever-changing environment of regulations and laws, to the complicated web of organisational structures, from the intricacies of cultural variety to the quick intake of information, the ground on which leadership functions is anything from static. Each circumstance brings distinct obstacles that need a leader's adaptation and forethought. The interaction of these aspects has a considerable impact on how leadership is seen and performed within an organisation. What worked yesterday may not be successful today and what drives success in one setting may fall short in others. Furthermore, the socio-psychological dynamics within teams and workplaces must be considered. Human behaviour, motivations and goals add levels of complexity to leadership endeavours. A leader must negotiate these delicate interactions, building a culture of trust, cooperation and creativity. Furthermore, Bhatti et al (2012) also refers to Leadership as a dynamic social process whereby a leader seeks to elicit the willing engagement of their team members, in order to accomplish organisational goals. It entails one person who asserts oneself on others in a group, in order to direct their behaviour towards the achievement of common goals. Leadership is fundamentally about influencing the behaviours and decisions of individuals or groups within specific circumstances, with an emphasis on the interaction between the influencer and those being influenced, in order to develop meaningful connections and drive collective advancement. Bhatti et al (2012) further discusses that effective leadership may be judged by how consistently a leader guides and directs their followers towards an outcome that is agreed upon by all parties involved. 
Furthermore, research conducted by Jaafar et al (2021) highlights that there are three types of leadership styles. The first being autocratic leadership, this entails a scenario where a sole individual assumes command, making decisions and directing others according to their preferred course of action. The second is a democratic leadership style, this style involves a person taking on leadership while being open to feedback from the group, typically allowing joint decision-making and work assignment. This leader provides direction rather than dictation. The third is the laissez-faire method, in this style the person in charge refrains from direct engagement, preferring to assume a passive position and give no direction or assistance. Sarros and Santora (2001) discuss how there are two further types of styles, these being transformational leaders and transactional leaders. Sarros and Santora discuss that through inspiring people with high goals and values like liberty, justice, peace and equality, transformational leaders raise the consciousness of their followers. Their goal is to cultivate a sense of purpose and dedication that goes beyond simple self-interest. On the other hand, transactional leaders emphasise a practical, transactional approach to leadership, by interacting with followers in an exchange-based relationship and meeting their material and psychological needs in return for expected work performance.
Leadership is a fundamental component in policing, from the moment officers enter the profession until they leave. Officers and staff, regardless of rank, are constantly supervising, supporting, challenging and serving as role models in their everyday operations, frequently in high-risk circumstances. Recognising this, leadership skills have become a top priority for U.K. police officers and personnel at all levels, with the goal of appropriately training them for the increasing complexity of their operating environments. As a result, officers must prioritise a leadership quality that combines a knowledge of essential tasks with the capacity to effectively execute them (Kilgallon and Wright 2024). However, although police officers are required to take on a leadership role, recognising their position as representatives of the community, this responsibility is often challenged by a multitude of factors, including continual changes in the environment, the relentless demands on officers' schedules, highly stressful situations, limited interaction with supervisors, the necessity for discretionary decision-making, power dynamics and a myriad of other pressures. All of which usually block the realisation of the anticipated good outcomes in leader-follower interactions within police organisations (Bistline 2016).
In 2019, the Police Uplift Programme intended to recruit nearly 20,000 additional police officers into active duty throughout England and Wales, as part of the government's aim to enhance the operational workforce across all police forces (Williams and Sondhi 2022). Due to this, many officers including myself have found that the experience on shift between colleagues is that of a very inexperienced team. At times I can be the most experienced member of the staff on the team. This has led to officers not having the experience and leadership from far more experienced staff, to lean on for learning and support. The research conducted by Williams and Sondhi reflects this and highlights that the mentoring put in place for new recruits, is one that provides contact between fresher recruits and longer-serving officers, to encourage conversation and assistance, such as providing an informal sounding-board, to address practical work and associated difficulties. However, it is often noticed that mentors do not have a lengthy level of service themselves. Consequently, officers like myself, who have only been in the profession for a short time, are taking on leadership responsibilities sooner than expected, providing direction and help to newly recruited colleagues. My participation in police incidents has exposed my use of varied leadership tactics, modifying my approach dependent on the individual colleague or colleagues I'm working with on a given day or the nature of the issue at hand.
During a shift I was on duty with a colleague who had less service than myself and was only recently out of their twelve-week tutorship. This in itself made me feel that when we were answering calls, it was down to myself to take the lead in talking to the members of public or victims, as they would not seem to engage first or found it difficult to lead a conversation. However, on attending an emergency call, I was faced with a situation of a sexual assault that was reported to have happened within a property where there were nine more individuals. Whilst on the way to the call I found I was directing my colleague in the first steps on arrival and ensuring they activated their body worn camera. I directed my colleague on where to go as we had nine potential suspects and one victim. I told my colleague to go with the victim whilst I stayed with the nine suspects and to ask for further units to assist us, whilst they led the victim to safety. I asked for further units to attend, due to us being highly outnumbered should there be any concerns and our wellbeing being placed in danger, so we knew we had support on the way to us. On reflection I note that I took the lead and in initial attendance. I was concerned regarding the victim and suspects safety. I needed to ensure the safety of the victim by ensuring my colleague took them out of the property and into the police vehicle for safety and I needed to ensure all the possible suspects stayed within an area I could control and monitor them. Reflecting on the situation, it is clear that I took an autocratic leadership approach, at the initial attendance at the scene. In certain situations, autocratic leadership may be helpful, especially when quick judgments are required, which I felt at that moment I needed to make the decisions, eliminating the need for extended consultation with many other officers who were not yet at the scene. This leadership style can be seen as particularly suitable for incidents that require speedy and efficient execution, where decisive leadership is crucial to attaining timely and successful results (Chukwusa 2018). However, by conducting myself in this manner where I took an autocratic leadership approach, it is clear that my colleague was unable to share their ideas or suggestions. Instead, they were expected to closely follow my directions without the benefit of knowing the reasoning behind them, as the severity of the incident left no time. This autocratic approach may create a sense of disempowerment in team members, thus inhibiting creativity and innovation. Furthermore, a lack of consultation may lead to decisions that ignore important viewpoints or fail to meet unexpected issues. While autocratic leadership may assist speedy decision-making, its shortcomings include a disdain for the team's different experience and opinions, which may impede the achievement of optimal results (Erdem 2021). 
Whilst in attendance at the call, further units attended. This led to me being able to discuss with another colleague the situation. We clearly agreed that we needed to seize everyone's phones who were in attendance in the property. My colleague and I discussed the dynamics of doing this and were able to establish a plan on how to do this and what officers we needed, at what areas of the property, to ensure the scene was now secure and to prevent any evidence being lost due to the number of people being in the property. Upon reflection, I used a democratic leadership style, where I relayed what I had done and what needed to be done. I was open to feedback and engagement from officers, regarding if they felt there was anything I needed to do or do differently. I felt this had a positive outcome, as there was a conversation about the initial attendance and actions completed and what further needed to be done, giving the colleague I originally attended with, time to listen to the ‘whys’ of what I instructed. Choi (2007) describes democratic leaders as someone who strongly encourages group discussions and supports shared decision-making. They prioritise and support active group involvement, creating an environment that encourages and values open debate. This leadership style emphasises the importance of collaborative decision-making, with the leader actively encouraging and enabling team members to share their ideas and viewpoints. By supporting inclusion and appreciating every member's participation, democratic leaders develop a sense of ownership and commitment among team members towards common choices.
Upon reflection I have observed how I adopted an autocratic leadership approach at the initial attendance of the call, when I was in the company of an officer who lacked experience and confidence. In this situation, taking on this leadership approach as discussed by Chukwusa (2018) was beneficial in that moment, due to the risk of a victim and the number of possible suspects. The time to stop and have a conversation regarding actions was not suitable. However, it is evident through the research of Erdem (2021) that this would not be beneficial as an approach all the time, as the impact on other team members over time could have an impact on their confidence and ability at decision making and may become oppressive over time. Furthermore, reflecting over the whole incident, the time that I changed leadership styles was effective, appropriate and justifiable, as the situation became more under control as further units attended. The ability to engage with my colleagues was then safe to do so, thus a democratic leadership approach was the best style to adopt. The research conducted by Choi (2007) highlights the positive factors of this style of leadership as it can boost morale and give more positive outcomes to situations as people are more willing to engage and participate. 
In conclusion, I believe as an officer it is crucial to be able to conduct yourself through numerous types of leadership styles, as every situation and incident is so varied that a variety of styles may be needed in any one incident, to ensure the safety and wellbeing of all involved and the detention and prevention of crime is ultimately fulfilled.
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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:
According to Eby and Robertson (2020), mentoring in the workplace provides several benefits that go beyond professional growth and include a variety of psychological and relational advantages. Mentoring promotes considerable personal growth and development for mentors and mentees. Mentors' guidance and support can improve mentees' work performance, career happiness and organisational commitment. These partnerships frequently assist mentees in navigating the intricacies of their responsibilities, developing necessary skills and gaining useful insights about their professional settings. Mentoring relationships boost self-efficacy and confidence. Mentees who receive constructive comments and encouragement are more inclined to embark on difficult activities and pursue ambitious career goals. Additionally, mentors' emotional support can also assist mentees manage with stress and work-related worries, enhancing overall mental health. Mentoring itself may be quite rewarding for mentors. It allows individuals to build leadership abilities, learn new views and feel fulfilled by helping others achieve. Mentoring relationships’ frequently results in a stronger sense of connection and community inside the organisation, enabling a more collaborative and supportive work culture. 
I started my policing career in January 2022. In the first six months this was based in the training centre which focussed on classroom learning with minimal practical exercises. The three-year probation period, requires the completion of a degree in Professional Policing. Research conducted by Rogers and Gravelle (2020) suggests that newly appointed officers completing a degree as a student police officer may spark creativity and curiosity, extend perspectives and improve verbal and writing communication abilities. It promotes self-directed learning and intellectual confidence, which are necessary for police. These educational experiences help students develop critical thinking abilities, as well as the capacity to do research and analysis, all of which are necessary for effective law enforcement. Such abilities help new police officers to approach complicated situations intelligently, make educated judgements and communicate effectively, therefore boosting their overall performance and commitment to the society. 
After I left the initial training process, I embarked upon the next stage, which was starting on shift on the team I was going to be mentored on for twelve weeks. This was an incredibly daunting period, as I felt very anxious firstly going out into the public eye as a police officer, secondly being put with experienced officers who I had never met before and feeling that even after my training I knew very little. Thirdly, going into incidents where the public would be turning to me to help and deal with the incident at hand.
My mentor immediately made me feel comfortable as I talked about my nervousness. My anxiety was greatly lessened when they told me that I wasn't expected to do everything by myself. Amid the first several weeks, my mentor was a huge help, particularly amid instances. They would take me through each step's reasoning, why we were doing things a certain way and how to deal with the fallout. I felt more confident in my abilities and was able to comprehend the procedures thanks to their comprehensive coaching. In addition, they promoted an open and encouraging learning atmosphere by encouraging me to seek clarification and ask questions anytime I needed it. My easy transfer into my work was greatly aided by this mentoring experience, which reduced my anxiety and boosted my confidence in handling incidents independently. The continuous feedback and encouragement from my mentor made me feel more competent and prepared to face the challenges of my new responsibilities. Having a mentor improved my effectiveness in the job and helped me learn and grow in many important areas. My learning process has advanced significantly thanks to my mentor's tailored advice and criticism. My mentor's advice has been crucial in helping me improve my professional competence since it has helped me grasp difficult topics more quickly, gain coping strategies and steer clear of typical errors by drawing on their own experiences.​ 
Gill et al (2018) found that having a mentor can dramatically lower a mentee's anxiety. The study found that mentorship creates a supportive environment in which mentees feel comfortable addressing their fears. This open discussion helps to normalise their experiences and create appropriate coping methods. Reassurance and advice help mentees feel less isolated and stressed. Mentors also play a critical role in helping mentees grow resilience and confidence, eventually contributing to increased mental well-being and lower anxiety levels at work.

Reflecting on the period I was mentored, I feel my ability to achieve my professional, organisational and personal goals, were greatly aided by having a mentor. For me, having a mentor's advice and encouragement increased my self-assurance, decreased my nervousness and improved my ability to manage stress. Their professional advice and insights improved my knowledge and abilities, enabling me to carry out my responsibilities with more assurance and efficiency. In addition, my mentor has guided me through the challenges of my position by offering helpful guidance on handling situations and administrative work. My performance improved in the workplace as a result of the mentorship, which enhanced team interactions and increased my productivity all around. My mentor helped me integrate into the organisation and make sure that I am in line with its goals, by creating a helpful learning environment. The mentoring improved my contributions and effectiveness within the team, by expediting my professional growth and reinforcing my dedication to the organisation's objective. 
Having a mentor was crucial in helping me develop. It has helped me recognise and build on my talents and addressing areas for improvement. Regular conversations and performance evaluations helped me to better grasp my professional objectives and the measures required to reach them. This has encouraged me to pursue ongoing professional development and given me more self-assurance. Cottingham (2011) discusses how mentoring has been demonstrated to improve organisational outcomes. Companies that foster good mentoring programmes frequently experience increased employee retention, improved succession planning and a more solid stream of future leaders. Organisations that engage in mentoring may improve their human resources and foster an atmosphere that prioritises continual learning and growth. 
Employees gain from this culture of ongoing learning and development, which also improves the organisation's general capacity and flexibility and fosters innovation and resilience in the workplace. Organisations may minimise unpleasant experiences and maximise positive effects on individual and group performance, by highlighting the developmental and evolutionary components of mentoring relationships (Washington and Cox 2016).
Over the course of my three-year probation, I have received daily mentoring, even though the formal mentoring term is just twelve weeks. On reflection the mentoring has been provided to me by a whole team and not one person.
Kolb et al (2014) refers to experiential learning theory. The research discusses that learning is the process by which experience is transformed into knowledge. According to this approach, learning occurs in four stages. Firstly Concrete Experience, this is when entering a new experience or coming across a reinterpretation of an already-existing experience. It's about experiencing and acting, giving the student a firsthand look at the material. Secondly, the Reflective Observation is following the encounter, students consider what they saw. They can gain understanding and new views by reflecting on the event from various angles. Thirdly Abstract Conceptualizations, during this phase, students create theories or concepts that incorporate what they have seen into make sense-based frameworks. This stage entails reasoning and analysis as you go from particular findings to broader concepts. The last phase, Active Experimentation, entails putting these ideas to use in novel contexts, evaluating the theories and applying the knowledge gained to problem-solving and decision-making. Now is the time for action and preparation. Additionally, Kolb's approach places a strong focus on applying learning in real-world contexts, it is extensively employed in a variety of sectors, including education, management and professional development. By combining feeling, observing, thinking and acting, it encourages a holistic approach that makes it easier for people to adjust to changing circumstances and learn more efficiently. Therefore, Kolbs technique can be especially helpful in the policing context for educating new police officers by improving their decision-making and problem-solving abilities via reflective practice and real-life scenarios.


In conclusion, upon considering the diverse effects of mentorship in the workplace, as outlined by Eby and Robertson (2020), it is evident that mentoring provides significant advantages that extend beyond career advancement. Both mentors and mentees benefit much from mentoring in terms of their own personal development. Mentors' advice and encouragement improve mentees' work output, sense of fulfilment in their careers and loyalty to the company. These connections support mentees in assuming their responsibilities, acquiring necessary abilities and gaining insightful knowledge of their work settings. An important psychological advantage of mentoring is the increase in confidence and self-efficacy. Mentors who provide constructive comments and support to their mentees are more likely to take on difficult assignments and aim higher in their careers. The provision of emotional support by mentors is crucial in assisting mentees in coping with stress and anxiety associated with their jobs, hence promoting improved mental well-being. On the other hand, mentorship may be just as fulfilling for mentors. It enables individuals to acquire fresh viewpoints, hone their leadership abilities and find fulfilment in seeing others achieve. These exchanges frequently strengthen the sense of community and connection inside the organisation, encouraging a more friendly and cooperative work environment. 

Additionally, upon transitioning onto shift and being paired with a mentor for a twelve-week period, I was first nervous about going into public, collaborating with more seasoned colleagues and managing problems on my own. Throughout these first several weeks, my mentor's comforting words and helpful advice was immensely important and invaluable to me. They guided me through procedures, gave explanations for actions and promoted an environment of open communication. My confidence was boosted, my nervousness was greatly lessened and I was able to manage situations on my own thanks to this mentorship experience. 
The research discussed by Gill et al. (2018) discovered that by offering a safe space for talking about anxieties and creating coping mechanisms, mentoring may dramatically lower a mentee's anxiety. Mentees experience reduced stress and isolation when they get emotional support and assurance from mentors, which builds resilience and confidence. Furthermore, the research discussed by Cottingham (2011) finds, succession planning, employee retention, and the development of future leaders are just a few of the ways that successful mentoring programmes may enhance organisational outcomes. Fostering developmental and evolutionary mentoring connections maximises beneficial effects on individual and group performance, Washington and Cox (2016) emphasise, establishing a culture of lifelong learning and growth. The benefits of mentoring are prevalent and if this can be paired alongside theories such as Kolb et al (2014) experiential learning theory, which converts experience into knowledge. This all-encompassing strategy along with mentorship can be especially helpful in law enforcement, as practical situations and introspective practice improve decision-making and problem-solving abilities. Police officers can perform better and adjust to changing surroundings by combining these learning phases. Reflecting on my three years on probation, I have encountered several difficulties. This time has been intimidating, especially in light of the need to finish the Professional Policing degree. Nonetheless, studies by Rogers and Gravelle (2020) suggest that these kinds of learning opportunities can stimulate students' interest and inventiveness, widen their perspectives and improve their communication abilities. These abilities are essential for efficient police work because they enable new officers to approach difficult circumstances with consideration, make wise judgements and communicate clearly. Thanks to my mentorship varying my three-year probation period, it has played an essential role in my career, by offering the support and direction I need to succeed in my position. Mentoring has helped me grow personally, develop my skills and integrate myself into the organisation. It has improved my performance and strengthened my will to keep learning and growing.
(wordcount 1944)
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