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Workbook Guidance

Please read these notes carefully; they provide essential information.

What is the workbook for?

The purpose of this workbook is to enable learners to demonstrate and provide evidence of how they meet the learning outcomes set by the College of Policing, for the BSc programme. Essentially, you are being asked to outline your experiential learning based upon your theoretical understanding in a range of operational situations.

· Understanding the Police Officer role
· Modern Professional Police Officer
· Strategic Role of the College of Policing
· Communication Skills
· Social Media
· Leadership and Team Working
· Leadership style
· Flexibility and Leadership Strategy
· Coaching
· Mentoring
· Professional and Organisational goals
· Assessment

You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 
 
How should the workbook be presented?
 
Blank electronic copies can be found on Moodle of this workbook. You must submit this document electronically therefore it is important that you save your work regularly and upload the final typed version through Turnitin on Moodle. 
 
Word count policy can be found in chapter 7 of the Academic Quality under section 7.7 (this applies to presenting work above and under the specified word count). 
 
(https://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/documents/academic-office/aqh-chapters/chapters---en/Chapter_07_Assessment_Taught_Programmes_Pages_72-79-UPDATED-05-11-2019.pdf) 
 
Reflective practice is a core aspect for your workbooks and although there is a variety of useful resources on Moodle, there is one particular book, that is specifically based on reflective practice in policing, here is a link to one chapter from Selina Copley’s Reflective Practice for Policing Students: 

https://moodle.uwtsd.ac.uk/pluginfile.php/298870/mod_resource/content/1/Reflective%20Practice%20for%20Policing%20Students%20-%20Selina%20Copley%20Chapter5.pdf

 
How is the workbook assessed?
 
Advice and support about the completion of this workbook was provided by university staff as part of your initial training day and further help and advice is available on Moodle.  

Your tutor constable and in-force training staff will not be involved in assessing or marking your workbook after it has been submitted. 
 
Dates of workbook submission will be made available and posted on Moodle.
 
Once submitted your workbook will be assessed and marked independently.






Confidentiality

It is important that no individual can be identified either directly or indirectly from the information in the workbook. Therefore, you must:

· adhere to guidance in the Student Handbook about unfair practice and plagiarism.
· not identify individuals including witnesses, victims or offenders by name.
· not write information that enables any individual to be identified indirectly through the description you provide. This includes references to names, colleagues, places (including hospitals, schools, town, villages, streets) specific incidents which were high profile and could be identified due to past publicity, other professionals or any other personal information including medical or other conditions;
· take personal responsibility for adhering to confidentiality rules. 
· not include any dates of any incidents or anything that specifically identifies an actual incident.


Please be aware that any content that is deemed to be inappropriate, disrespectful, or abusive will not be tolerated. Following review of any content of this nature the information will be shared with the employer of the student responsible.  

Should any health and wellbeing concerns be raised because of disclosures made by the student within this workbook, the employer of the student will be informed.  



NOTE

Your workbook will be submitted electronically via Turnitin on Moodle. Guidance on this is in the Student Handbook. 

Remember that the workbook is YOUR responsibility you must not rely on the assessor or anyone else to pick up any confidentiality breaches as this is your work and you must accept full responsibility for confidentiality. Meeting all the confidentiality requirements is very important. 


Dyslexia and other special circumstances

If you have any condition that you feel may affect your ability to deal with any part of the programme, please see the Student Handbook for further guidance. The University has a Student Services Unit that may be able to help but it is the learner’s individual responsibility to contact them. 




Guidance: 

· Your workbook must contain the items specified in the table below (clearly identified and in the order given).
· You should use this document (electronically on Moodle) - insert your text / answer within each section of this workbook.
· You should upload your completed document as a saved pdf file of this workbook; if this is not possible then a Word Doc file is acceptable. Do not send a scanned file from a photocopier, an apple.dot file, or a Microsoft publisher file as Turnitin will not be able to assess them despite you being able to upload them.
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Task 1

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

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


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

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

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


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



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



ANSWER:

During this question, I will evaluate the strategic role of the College of Police in professionalising the police in the UK. I will try and evidence how I am working to fulfil the role of a modern professional police officer now that I am in my final year of probation. I will reflect on how my role has changed since being in the last year of my probation. I will be discussing policing requirements and visions during this part. I will use the Gibbs Reflective Model to help me in this question.

We connect everyone working in the police and law enforcement to understand their challenges. We use evidence-based knowledge in everything we develop. We help police officers and staff, researchers, academics and learning providers; the international policing community; and the public. We give a voice to professional policing on standards, skills, and capabilities (College of Policing, 2021). The College of Policing was created in 2012, and they try to set standards for Police Officers to work to and provide training to help police officers become more well-rounded and competent.

The College of Policing created the code of ethics and standards of professional behaviour. The standards of professional conduct, as reflected in the Code of Ethics, are a statement of the expectations that the police and the public have of how Police Officers should behave. They are not for every situation but a structure everyone can easily understand.

1. Honesty and integrity- I will always be honest and act with integrity and will not compromise or abuse my position.

2. Authority, respect, and courtesy- I will act with self-control and tolerance, treating members of the public and colleagues with respect and courtesy. 

3. Equality and diversity- I will act with fairness and impartiality

4. Use of force- I will only use force as part of my role and responsibilities, and only to the extent that it is necessary, proportionate, and reasonable in all circumstances.

5. Orders and instructions - I will, as a police officer, give and carry out lawful orders only and will abide by Police Regulations.

6. Duties and responsibilities-I will be diligent in the exercise of my duties and responsibilities.

7. Confidentiality- I will treat information with respect and access or disclose it only in the proper course of my duties.

8. Fitness for work- I will ensure, when on duty or at work, that I am fit to carry out my responsibilities.

9. Conduct- I will behave in a manner, whether on or off duty, which does not bring discredit to the police service.

10. Challenging and reporting - improper behaviour I will report, challenge or take action against the conduct of colleagues who have fallen below the standards of professional behaviour (College of Policing, 2014).

The standards of professional behaviour are taught to students, and posters of the standards of professional conduct can be found around local police stations to educate officers on how to behave when working with the public and help professionalise policing in the UK. I think the standards of professional behaviour are crucial in setting the standards for police officers to work to, and they can help the police build trust of the public.

I am now in the last year of my probation and the final year of my degree. The college of police introduced the PCDA (Police Constable Degree Apprenticeship) in 2019 in a bid to help professionalise policing in the UK. I started the course in March 2020. It has been difficult juggling being a full-time police officer, completing a degree, and family life with a young child. 

The role of a police officer is varied, and it can be challenging to become a well-rounded officer. In some shifts, you can deal with extreme violence where officer safety and communication skills are critical, and I can spend some days at a computer building case files. Response Constables provide a frontline response to a wide range of incidents that may include complex and confrontational situations (College of Policing, 2022). I found that the more I went to the same sort of incidents, the more I would become competent in dealing with the incident. For example, domestic assaults or thefts are very common in the area where I work, and I became competent quickly in dealing with those kinds of occurrences. Some types of incidents are less frequent for a response police officer, like frauds or traffic incidents, so it is essential to keep up to date with legislation for the type of incidents and ask more experienced officers. I am working as a modern police officer, and it is paramount to understand and act within the ethics and values of the Police Service. As police officers, we must always remain professional and act with integrity. Helping ensure that the people who work for the police uphold the values of the service, strive to do the right thing in all situations, and have the confidence of the public (College of Policing, n.d.). I agree with the College of Police, and I think it is vital we are professional and act with integrity at all times.

From time to time, it cannot be easy to remain professional and calm when dealing with complex and challenging, members of the public. An example of this is a few months ago, a colleague arrested a male for the offence of rape of a child under 13 (Section5(1) Sexual Offences Act 2003). While getting conveyed to custody, the male head butted the glass in the back of the police van, causing him to cut his head. The Custody Sergeant decided the male needed to go to the hospital. I went to the hospital with my colleague, and the male was very aggressive and verbally abusive. We walked him into Accident and Emergency department and booked him in at the front desk. The male threatened the nurses and staff in A and E, the male then lunged towards a nurse. We had to use force to get the male back in the van. I used Common Law when using force,
The force used must be measured and must stop as soon as the threat no longer exists (Blue Light Group, n.d.).

The male had to wait in the back of the police van to be seen due to his aggressiveness. The male then started to threaten my colleague and me. He said he would rape my children and kill all my family, burn down my house, and other disgusting threats. The threats went on for well over an hour. I believe it would have been easy to react and say or do something in retaliation, but I took pride in remaining professional and did not react to the male. This is just one occasion where I have remained professional under challenging circumstances. About one-in-five police officers nationally (21%) say their job nearly always or often makes them feel angry and frustrated – feelings that are linked to more negative views toward the public (NW, Suite 800Washington and Inquiries, 2017). I do not feel angry or frustrated, but I do understand why some officers would.
On the flip side of things, the role of a police officer can be gratifying. 

Only recently, in one shift, I arrested a male wanted for burglary and robbery, and I found a high risk missing 15-year-old girl. This shift gave me great pride as the reason I wanted to be a police officer was to protect and help members of the public. 
I have received emails from members of the public, thanking me for how I treated them or dealt with their cases. I think it's essential to think of the positives when you are having a tough day on the job.

There has been a lot of bad press about police recently, which can add to the stress on police officers. The death of George Floyd was publicized around the world. Floyds could be seen being arrested by Police Officers in the USA and an officer kneeling on his neck resulting in Floyd pleading for air for nine minutes and eventually causing Floyd to lose his life. The incident was recorded by members of the public on their mobile phones and in June 2021, A Police Officer, Derek Chauvin was found guilty of Floyd’s murder. 

 Since Floyd died on May 25, 2020, demonstrations have erupted in scores of cities across the country as veteran activists and newfound allies alike rally to the cause of racial justice. Most of the protests have been peaceful, with simple demands handwritten on torn pieces of cardboard. Enough is enough. Stop killing us. Justice for George Floyd. Those pleas have resonated around the world, producing expressions of solidarity from Europe to New Zealand (Altman, 2020). The George Floyd incident caused shock waves across the globe, and an incident that occurred on the other side of the world impacted policing in the UK and affected how the public views British police. According to (Muir, 2020) the ramifications can be felt here too. Black Lives Matter protests have been held across the UK since the death of George Floyd. 

It has been around 16 months since I have been an independent officer after passing my tutorship. A colleague tutored me on Team 1 before moving to Team 2 after tutorship. Initially, I was seen as the "newbie" on shift; moving shifts and being so new was difficult. I had settled on Team 1 and learned how they worked and their personalities, but before I knew it, I was starting on my new team. An American Psychological Association (APA) survey found that workers undergoing current or recent change were twice as likely (55%) to experience chronic stress compared with workers not changing (22%). Workers undergoing current or recent change also were four times as likely (34%) to have physical health symptoms as workers who weren't facing any difference (8%) (HR Dive, n.d.). I agree with this survey as I found the change stressful.

I had to meet the new team and gain their trust. I tried to gain their confidence by making the teas and coffees at the start of every shift, working hard, and getting involved in laughs and jokes within the team. Since being an independent officer, I have slowly become more experienced and settled on the team. There are now two team members on the shift that are new on shift than me, and they sometimes come to me for advice. In the space of 16 months, I have gone from being the "newbie" on the team to becoming an established and popular member of the shift. The more experienced I have become, the more trust my Sergeant and crew have in me, and I seem to have more responsibilities. For example, my sergeant will now task me with more complex investigations instead of simpler ones.

I believe being a police officer, it is vital to keep improving, learning, and being aware of information that is there to help the police. The Policing Vision 2025 is a plan set out by the National Police Chiefs Council (NPCC). This Policing Vision 2025 sets out our plan for policing over the next ten years. It will shape decisions around transformation and how we use our resources to help to keep people safe and provide a practical, accessible, value for money service that can be trusted. This Vision comes from the service itself, and it must inspire officers, staff, and volunteers, as much as police and crime commissioners and chief constables and, of course, the public as a whole (NPCC, 2016). As a modern Police Officer, it's vitally important we are open to change and aware of the possible changes and the direction UK policing are going to prepare for the change. In 2018 the NPCC issued the workforce transformation in Policing. According (Workforce Transformation in the Police Service, 2018) to it’s about developing a modern, adaptable workforce that is responsive to change. Through the Policing Vision 2025 and the Workforce Transformation the NPCC aim to transform Policing by 2025 for the better. Together, they aim to provide the best possible professional framework for all members of the service, whether police officers, staff, or volunteers (Workforce Transformation in the Police Service, 2018).

The College of Policing is constantly finding new ways to improve Policing in the UK. They set a plan for years 2021/2022 with aims and objectives, with the primary goals being to share good knowledge and practice, set standards, support professional development, and hopefully lead to cutting crime and keeping the public safe. The college of policing also focuses on safeguarding, public protection, and domestic abuse. In 2021-22, we will continue to support the service with vital work to respond to the needs of vulnerable people, and we are actively involved in the work to address violence against women and young girls (Business plan 2021-22, n.d.). In the area I work, I deal with a lot of public protection and domestic abuse issues, and it's essential to be aware of new procedures when safeguarding vulnerable people.


In 2012, Theresa May issued the Strategic Policing Requirement (SPR) to make sure that when threats and harms to public safety assume national dimensions, the police can deliver an appropriately robust, national response (The Strategic Policing Requirement, 2015).

The area’s the SPR target on both nationally and locally are the following threats- 

Public disorder
Civil emergencies
Organised crime
Terrorism
Large-scale cyber incidents
Child sexual abuse

These areas of crime are seen as National threats and they need to be tackled robustly. As a Response Police Officer, it is vital I know what the national threats are. As a Response Officer I could come across any of the above threats on any shift I need to be ready to adequately deal with these sorts of incidents. 

My feelings about going into the last six months of my probation are that it’s been a challenging and enjoyable journey. I have felt a lot of anxiety through my probation, thinking, am I going to pass my university work? Thinking am I doing okay in my job role? I started my role as a Police Officer during the outbreak of Covid-19, and with the death of George Floyd taking over all media sources, I believe it was a difficult time to start my career. I have felt anger when members of the public are abusive towards me, but I am happy that I have always remained calm in the face of aggression. I sensed joy when I received positive feedback from members of the public or my colleagues. I Have felt a mixed bag of emotions during my probation.
 
During my probation, there have been a lot of positives. I have improved as a Police Officer, and I have had some great feedback from members of the public and my colleagues. I have passed the first two years of my university work and always worked in line with the code of ethics. I have been stressed a lot over my university work, which has been a negative part of my probation.

To conclude, the role of the constable can be very challenging and complex. The job can be tricky, especially during our probation period when you try to juggle work, university, and family life. It is imperative to always remain professional, even in the face of abuse and anger. I always kept in the back of my mind the standards of professional behaviour when dealing with members of the public. While working as a police officer, it is crucial we keep on learning, working hard, and always be happy to embrace change.

If I completed my probation again, I would do a lot of what I have done, work hard in both Policing and University work. I would try not to be so stressed about the University side of the job role as I have felt a lot of anxiety during the two and a half years.

Word count- 2662
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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?


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




ANSWER:

During this question, I will evaluate my experience with using social media to inform and engage with the community and promote policy initiatives. I will consider the force policy on social media for professional information and engagement purposes. I will research how the police use social media platforms and what are the benefits of using social media. I will be using the Gibbs reflective model to help me answer this question. 

Social media is used by billions of people worldwide and can be a helpful tool when trying to pass a message to the public. Analysis from Kepios shows that there will be 4.65 billion social media users worldwide in April 2022, equating to 58.7 percent of the total global population. Social media user numbers have continued to grow over the past 12 months, with 326 million new users joining social media since last year (DataReportal, 2021). This shows the popularity of social media worldwide, with over half of the world population having a social media account.  

In 2020, fifty-one million people in the UK had Facebook accounts (Zivkovic, cyber crew, 2022). That is a considerable amount of the British population who use social media. The current population of the United Kingdom is 68,546,277 as of Wednesday, May 11, 2022, based on Worldometer elaborating on the latest United Nations data (WORLDOMETER, 2022). This information proves that most people in the UK have access to social media accounts. 


Since starting on shift I have dealt with a lot of incidents involving social media. It seems like large amount of the calls we go to involve social media. Between 2017 and 2019 (Cleveland Police, 2020) conducted a survey investigating how many complaints were linked to social media. During the three years 3743 complaints were made by the public involving social media platforms in some way. 

The majority of the incidents are low level with a lot of the times they is no crime committed. It can be frustrating as a Police officer attending these sorts of calls. When I joined the police, I wanted to help protect the public and catch real criminals and not resolving name calling over social media platforms. On one occasion, I attended an incident where a male was to be arrested for Malicious Communications, Section 1 of the Malicious Communications act 1988. The male had posted abusive messages over social media about his ex-partner. We attended the property of the suspect; we entered the address, and my colleague arrested the male. During the arrest, my colleague did not initially handcuff the male. The suspect recorded my colleague arresting him, until I instructed my colleague to handcuff the male and to seize the mobile phone under Section 19 of PACE, as we had reasonable grounds to seize the phone as it was evidence in relation to the offence and we believe the offence was committed using the phone. We later got notified that the suspect recording the arrest uploaded the video of his arrest to his social media platforms. I didn’t like the idea of being publicized all over social media, but I suppose that is part of being a modern Police Officer. I was frustrated with my colleague as the issue could have been avoided as we had the power to seize the phone and prevent the suspect recording us and uploading the video to social media. 


South Wales Police (SWP) uses all four most popular social media platforms. The South Wales Police Facebook page has 178,000 followers, which means any Facebook post by SWP is viewed by all those users, and with people sharing the post, the number of people viewing these posts could multiply. As of 11/05/2022 at 16:00 hours, the South Wales Police YouTube page has had a total of 1893,060 video views. The South Wales Police Instagram page has 40,900 followers, and the Twitter page has 151,000 followers. With the number of people viewing the posts, photographs, and videos from the various social media platforms, SWP must engage with the public accordingly. 

The Association of Chief Police Officers (ACPO) created guidelines for officers using social media to engage positively with the public. (www.npcc.police.uk, n.d.). The Association of Chief Police Officers (ACPO) has recently agreed and published guidelines to all police forces in England, Wales & Northern Ireland on the safe use of the Internet and social media. For HO Forces, the guidelines relate to police officers and police staff. The policies have now been amended and incorporated for use in the Force and apply to all officers in the MDP, including Scotland (Ministry of Defence Police Professional Standards Department GUIDELINES ON THE SAFE USE OF THE INTERNET AND SOCIAL MEDIA BY MDP OFFICERS, n.d.). This document is to aid police officers and the Force in making good decisions and acting responsibly. It will be in a manner that will allow them to make effective and safe use of the Internet and social media during working time and in their private lives. 

ACPO highlighted five categories of risk which require awareness for police officers when using social media platforms.  
 a. Breach of trust or confidence - disclosure of information obtained by the police service, about the police service, or about colleagues  
b. Unauthorised disclosure of personal data - breach of the Data Protection Act 1998  
c. Bringing discredit on the police service - on or off duty conduct which affects public confidence  
d. Revealing personal information - increased vulnerability to harassment, corruption or blackmail, and  
e. Revealing operational material or tactics - prejudicial to investigations (Ministry of Defence Police Professional Standards Department GUIDELINES ON THE SAFE USE OF THE INTERNET AND SOCIAL MEDIA BY MOD OFFICERS, n.d.). 

Police officers around the UK follow these five categories. I follow this set of rules, and I use Facebook and Twitter. On Facebook, I have changed my name, protected my profile, and I do not post anything about my job role. I would never share any personal data belonging to another person, and I would never share information that would discredit South Wales Police or the Police Service. 

It could only take a click of the mouse or push of a button on your mobile phone, and you could lose your job or put yourself at risk, so it's vital to be careful while using social media. An example of this is in Northumbria Police. A police officer in "inappropriate sexualised" pictures shared on social media has been sacked. The Northumbria Police officer featured in several images posted on Twitter and Instagram, the Independent Office for Police Conduct (IOPC) said instead of asking for the pictures to be removed; the officer encouraged them by posting "unacceptable" comments. Northumbria Police found he had committed gross misconduct (Northumbria Police officer sacked over inappropriate pictures, 2021). This information shows the risks of social media for police officers, the role of a Police officer is not like most jobs, and we need to be mindful and careful when using social media.  
 
Police services around the UK use social media to improve community engagement. The process of enabling citizens and communities to participate in policing at their chosen level is known as engagement. This includes providing information and assurance and empowering communities to identify and implement solutions to local problems and influence strategic priorities and decisions (College of Policing, n.d.). In the UK, policing requires consent from the public, and positive community engagement helps the public become involved in Policing in communities. Policing by consent was first implemented in the UK in 1829 when Sir Robert Peel introduced the first police force in the UK and the Peelian reform. The Peelian reform summarize Sir Robert Peel's ideas to define an ethical police force.  The core of the reform was the Peelian principles. The Peelian principles aimed to prevent crime and gain support from the public. If the police stop crime before it happens, they don’t have to criminalise members of the public. Preventing crime and earning support from the community was crucial to Peel’s ideas. Peel wanted the police earn public support by respecting the public’s morals and principles. 

The approach expressed in these principles is commonly known as policing by consent. In this model of policing, police officers are regarded as citizens in uniform. They exercise their powers to police their fellow citizens with the implicit consent of those fellow citizens. "Policing by consent" indicates that the legitimacy of policing in the eyes of the public is based upon a consensus of support that follows from transparency about their powers, their integrity in exercising those powers, and their accountability for doing so (Anon, n.d.). The Peelian principles are still relevant in modern policing, with both the Peelian principles and modern Policing, preventing crime and policing by consent are imperative as a Police service. 
 
 
Community engagement methods are tailored to meet the needs and preferences of the community, allowing them to fully partake and allowing the most cost-effective and efficient channels to be used. Barriers to community engagement include social exclusion, location, concerns over privacy, access, and public confidence in policing. Looking for the existing public participation mechanisms helps to identify where people who cannot be reached through traditional ways but may already be engaged with statutory or voluntary sector partners or other sectors of policing. Social media is so important in community engagement because it reaches millions of people across the UK and can significantly impact the public's perception of the police.  

From a more positive perspective, social media may also promote more significant levels of trust and cooperation between the police and the civilian population, rendering the former far more effective in their work (Bullock 2018; The Police Foundation 2014). Social media is an excellent way of promoting the positive work the police do.  

Another way the police use social media is to appeal to witnesses and victims of crimes but also for the public members to identify and provide information on perpetrators of crime. The veracity of this assertion is demonstrated concerning events surrounding a play-off tie in the 2011 Canadian Stanley Cup hockey tournament, which, according to Trottier (2012, p. 412), "was a turning point for social media policing." The match occurred in Vancouver on June 16, when Boston defeated the local team. In the wake of this particular contest, some 100,000 people assembled in the centre of the city and proceeded to set fire to cars and vandalise shop windows in the area. Within an hour of this trouble starting, thousands of local citizens logged on to Facebook with the intention of not only registering their outrage but also posting photographic and video evidence (mostly culled from mobile phones) in the hope of bringing those featured to justice. This demonstrates the power social media has in helping the police worldwide. 

The power of social media was used in the London Riots in 2011. The Metropolitan Police posted CCTV images of the perpetrators of the riot. Within a day of posting, the Flickr image had been retweeted no fewer than 8500 times and viewed on 4.3 million occasions, providing ample proof of the immense potential value of social media for police intelligence gathering (The Police Foundation 2014). This proves that social media is an excellent tool for helping the police in many areas of policing. 
All police forces in the UK now use social media. However, it is still a relatively new stage, in 2008, some police forces started to use social media and the police are still learning how to benefit the most from their social media accounts. According to (The Police Foundation 2014, p. 10), Research into the public perception of the police's use of social media may be of benefit, particularly if it helps to pin down what the public wants from a police social media account, how they view different types of tweets or posts and what impact social media has on public confidence in the longer-term. With 87 percent of young people using social media, it represents a crucial form of communication now and in the future. It could become a vital element in helping to build trust and confidence and improve policing in years to come (The Police Foundation 2014, p. 10). I believe the police must keep reviewing and improving how they use social media to communicate with the public. I also agree police need to engage with the public and research what the public wants from the police.  

I often feel frustrated, attending incidents where there has just been an argument on a social media platform. It is a waste of time and takes time away from officers being proactive in the community. Getting recorded by members of the public and the footage being uploaded to social media is a regular occurrence for modern Police officers. I sometimes feel angry, mainly when genuine victims are being recorded or somebody may have been hurt, but I always try to remain professional. I get annoyed at the negative press the Police get on social media. The Police in the UK could improve public perception by engaging better with the public on their social media accounts.
 
In general, social media have had both a positive and negative on Policing in the UK. The public recording of Police Officers and uploading the videos to social media accounts from personal experience can cause Police Officers to become anxious and stressed. Social media has created an enormous workload for Police Officers, which can add to the stress levels of a Police Officer. Police forces around the UK have a large following on their social media platforms; if used correctly, these accounts can help positively engage the public. Another positive of social media use by the Police is being able to post photos of potential suspects, victims, witnesses, and missing persons online to help obtain information about these people.

To conclude, social media is used by billions of people across the world. South Wales Police use Facebook, Twitter, Instagram, and YouTube to engage with the public and have thousands of followers on each platform. It is vital for Police Officers to be mindful of what they put on social media when at work and when they are in their private life. The Association of Chief Police Officers (ACPO) created guidelines for officers on how to use social media, and its imperative officers stick to these rules and regulations. The two main reasons for the use of social media in the police are community engagement and to help with intelligence gathering. Community engagement has been imperative in policing since 1829 when Sir Robert Peel introduced the first police force in the UK, he created the Peelian principles, with part of the principles being policing with the consent of the public. Gathering information and intelligence is critical in policing and the correct use of social media can be a big help. This can be seen in the London riots and the 2011 Canadian Stanley Cup hockey tournament. As with everything, the way the police use social media must keep improving, and the Police can do this by research and keep reviewing and improving. 

One way the Police can improve the way they use social media is by sharing more positive work Police Officers do and showing the public the type of people Police Officers deal with regularly. I believe engaging with the public better can help perceive the Police more positively.
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Task 3

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


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

In this question, I will critically evaluate and evidence my flexibility in leadership style. I will determine the leadership models used in policing and how I have managed various operational situations. I will explain how I went quickly from an inexperienced staff member, relying on my colleagues, to helping new team members and providing constructive and positive feedback. I will discuss how my superiors have helped me since joining the team and the leadership style I think they have used.  I will be using the Gibbs reflective model to help me with this question.

When I finished my initial six months in training and started on shift, I was very nervous about dealing with specific situations and having a lot of responsibility. I relied on my colleagues for support, and they would typically take the lead at incidents; when I would take the information, I would often ask my more experienced colleagues for advice before making a decision. Fast forward a couple of years, and with longer serving officers leaving the shift and new officers coming on to the change, I am seen as an established team member. I often "pair up" with a new team member, and it's my job to take the lead at incidents and ensure the new officer is learning the police constable role. When a new team member comes on to the shift, I believe it's vital to make them feel at ease as it can be difficult to join a new team combined with dealing with stressful situations and challenging public members. The mental health charity “Mind” conducted a survey involving Police Officers and how the job role can cause stress. The survey found that almost 8 in 10 (79 percent) of officers say they have felt feelings of stress and anxiety within the previous 12 months, and 94 percent said these difficulties were caused or made worse by their job (www.mind.org.uk, n.d.). I found the initial few weeks out of training the most difficult as I felt slightly out of my depth combined with the stresses of the university essays due to be submitted. From experience and knowing the initial few weeks "on the beat" can be difficult, I try to give a little more support to the new team member.  

A few weeks later, a new officer started on our shift. A colleague tutored her on a different team before moving to our shift. She paired up with me a few times; previously, she was a police staff worker and a special constable, so she already had policing experience. On one shift, we were conducting arrest inquiries for a high-priority suspect who was wanted for the offence of Actual Bodily Harm (ABH) Which is section 47 of the offences against the Person act 1861. I mentioned the National decision model to my colleague, and she was familiar with the model.  
The National Decision Model (NDM) has six key elements. 
 
Code of Ethics. 
Gather information and intelligence. 
Assess threats and risks and develop a working strategy. 
Consider powers and policy. 
Identify options and contingencies. 
Take action and review what happened. 
 (College of Policing, 2014). 

The NDM is vital in decision making and taking the lead in incidents. I have found using NDM framework at incidents helps me make sound decisions where I have gathered all the information and considered all possible outcomes before deciding which course of action is the best.

Before we attended the address, we methodically went through the NDM. We discussed the offence, the suspect's violent warning markers, and agreed that the male suspect needed to be arrested as soon as possible.  
 
The victim had informed police her ex-partner was staying at his father's address. We attended the address, and I explained to the officer that she would be arresting the wanted male if he was at the address. My colleague knocked on the door and stood a few metres away. The wanted male's father answered the door and said his son was in the bedroom. The bedroom door could be heard slamming shut, and somebody shouted, “I would come out in two minutes”. I moved past the officer, entered the property, and opened the bedroom door. The male was naked, so I let him get changed. The officer arrested the male, but she did not explain the circumstances of why she arrested him. The male was getting agitated as he did not know why he was getting arrested. I stepped in and explained the reason why he was getting arrested. We conveyed the prisoner to custody and booked him in. We went upstairs to the office to start on the paperwork.  

The final part of the NDM is to review what happened. I chose an opportunity when no colleagues were in the area as I did not want to embarrass my colleague. Initially, I spoke about her knocking on the door and stepping back, and I explained if the father wished to close the door in her face, he could have as she was standing too far around. Then when the suspect slammed the door, she should have entered the property as he could have been trying to escape or obtain a weapon. I moved to the arrest and mentioned how she did not explain why the male was arrested. I stated the suspect did not know why he was getting arrested and started to get agitated. If I did not step in and I explained why he was under arrest, the male could have become more hectic and potentially aggressive. My colleague took the feedback well and said she would take it on board. Walsh (2010) indicated that providing feedback is a vital aspect of supporting a student in practice. Feedback is an integral part of any learning experience. Constructive feedback is a powerful instrument and facilitates the learner's professional and personal development (Bhattarai, 2007). 
A few shifts later, I was back on shift with the same colleague. We attended a caravan site concerning an ongoing domestic. We finished the call, but as we were leaving, a teenage male approached us and disclosed his mother had been a victim of a serious sexual offence. We followed the male back to the caravan and found his mother on the caravan floor. The female was inconsolable and very intoxicated, and she was continually shouting. There were numerous children in the caravan, and it was a complex incident to deal with. I tried to use the NDM model as best as possible, but it was more difficult than in the previous incident due to the nature of the crime and how the victim acted. She did not want me to go near her and would only engage with my female colleague. I could see my colleague was engaging well and building a rapport with the female; she had previously worked as a staff member in the major crime department. I took a step back, let my colleague take the lead, and kept the Criminal Investigation Department updated via my radio. I tried to think about any golden hour opportunities. The golden hour is a term for the period immediately following the commission of an incident or an offence when material is abundant and readily available. The positive action in the period immediately following the report of a crime or breach of company policy minimises the attrition of material and maximises the chance of securing material that will be admissible in court, discipline, or internal procedures (Suresh ,2020).

My colleague and I remained calm under pressure, gathered golden hour evidence, and managed to build a rapport with the victim to make her feel comfortable and help gain excellent proof. The next shift my colleague and I worked, we received great feedback from the C.I.D. department for the amount of evidence we gathered. I also gave my colleague positive feedback for how she engaged with the victim and built a rapport. From the previous incident where I gave constructive criticism as feedback as I felt it was vital to give her positive feedback when it's deserved. I hoped that some positive feedback would give my colleague some confidence. According to (Peifer et al., 2020), Positive feedback has been found not only to enhance performance (e.g., Kluger and DeNisi, 1996; Hattie and Timperley, 2007) but also to be an efficient intervention to manipulate perceived self-efficacy (e.g., Brown et al., 2012). Self-efficacy refers to the judgment of one's abilities to successfully cope with future demands (Bandura, 1983). This reference shows how positive feedback can improve confidence in a person's ability. From personal experience I can confirm when I have had positive feedback it has great impact on my confidence and productivity in work.

These two incidents show flexibility in my leadership. In the first incident, I had to take charge as my colleague who was fresh out of training school, and she struggled a little with the incident. I gave constructive feedback to try and aid my colleague in improving as a well-rounded police officer. In the second incident, the colleague built a positive rapport with the victim, and due to the nature of the offence, I took a step back and let her take the lead. I relayed messages to the C.I.D. department and ensured I completed the golden hour enquiries. I gave my colleague positive feedback as I think it is vital to boost confidence.  

I have been lucky to have supportive and helpful superiors who have played a massive part in helping me settle on the team. My Sergeant and Inspector have been approachable and encouraging since joining the group. From researching the different policing leadership styles, I have concluded that the leadership style that my supervisors use is the Transformational style. According to (MindTools, 2009), Leadership expert James MacGregor Burns introduced the concept of transformational leadership in his 1978 book, "Leadership." He defined transformational leadership as a process where "leaders and their followers raise one another to higher levels of morality and motivation." 

I find that my supervisors are very encouraging and motivating. Transformational leadership is a leadership style in which leaders encourage, inspire, and motivate employees to innovate and create change that will help grow and shape the company's future success. This is accomplished by setting an example at the executive level through a strong sense of corporate culture, employee ownership, and dependence in the workplace (White, 2018). 

According to (Police chief leadership 2022), 161 police chiefs in Texas completed a Multifactor Leadership Questionnaire. Results indicate that the police chiefs were fairly evenly classified across leadership styles, with the Transformational leaders rated as most effective. I agree with the outcome of the questionnaire, and I believe the Transformational style of leadership is the most effective in productivity and job satisfaction. 

[bookmark: _Hlk117756747]An example of Transformational leadership was when I was working a night shift, and I attended an ongoing domestic incident. Male one contacted the police stating he could hear a female screaming for help in the house next door. The neighbour disclosed he is normally friends with nis next door neighbour, male two and they had been drinking alcohol in male one’s house with male’s two’s partner previous to contacting the police. Male two become jealous because he perceived his partner and male one was flirting. Male two become aggressive and threatened his partner and male one. Male two and his partner went home and shortly after Male one could hear the female screaming for help.

The control room passed over the warning markers for the male, the markers were violent, drugs, weapons, domestic violence, and mental health.  I attended with my colleague and entered the property. The female had a large lump on her forehead and disclosed her partner had assaulted her. Her partner was a large male, ex-army, and looked to be high on drugs. The male was speaking to my colleague in another room, my colleague was trying to build a rapport with the male to try and keep the male calm. I went into the room where the male was and told him to stand up, I told the male he was arrested for the offence of Actual Bodily Harm, section 47 of the offences against the person act 1861, I explained the allegation and I handcuffed him to the back immediately. I used the power, section 3 of the criminal law act 1967 to assist in the lawful arrest of the male and I believed the handcuffing of the male was justified with his warning markers and the offence he committed. As soon as I handcuffed the male, he became irate. I think because I was assertive and cuffed the male straight away, it prevented my colleague and me from potentially getting assaulted. Due to the male being handcuffed, we comfortably escorted the male to the police van, and then we conveyed him to custody. 

About an hour after the incident, I re-attended the address and took a statement from the victim. The victim disclosed many previous assaults, and I was there a good few hours to ensure I documented everything correctly. By the time I had finished the statement and completed other paperwork, I ended up working past my finish time. I went home thinking I did a good job and was happy about dealing with a high-risk incident.  

I was back on shift the night after and attended the briefing room with my colleagues. I switched on my laptop and checked my emails. I received a very harsh email from the public protection team, asking why I had not completed a specific piece of paperwork. My Sergeant was tagged in the email, and they wanted an explanation. My confidence had taken a significant blow from feeling like I did a good job. My Sergeant picked up on the email, and he was furious; he explained he would reply to the email and said I did a great job in dealing with the incident and not to worry. The response from my Sergeant reset my confidence and gave me a boost after I felt unsure if I did a good job. This incident is just one occasion when one of my supervisors encouraged, motivated, or inspired me. 

In previous job roles I have had managers that push hard for results and do not look after their staff. This leadership style can be described as “Pacesetting”, According to (USAHS, 2021) a pacesetting leader, you can be quite effective in getting things done, but your constant hard-driving pace will wear down some employees. I believe this leadership style would not be suited to the Police environment as the job can be very stressful and Officers need empathy and support from their leaders.

During my probation, there have been a lot of stressful times working as a new Police Officer, but due to my superior’s leadership style, I have felt supported and encouraged. As I work with Officers with less experience than myself, I often have to give out positive and negative feedback. I enjoy giving positive feedback, not so much negative feedback, but I understand it’s crucial in developing new Officers.
 
I have been lucky with my Sergeant and Inspector. Both are very supportive and are excellent examples of transformational leadership. I believe I have helped new officers improve in their role due to me giving them honest feedback, both positive and negative.

To conclude, I have explained how I went from being new on the shift, relying on my more experienced colleagues, to taking the lead in incidents and trying to help the newer team members on shift. I have stated there is a lot of pressure on new police officers, who must get plenty of help and support. I have documented how I have flexibility in my leadership, taking the lead when my colleague is struggling, then taking a step back and letting my colleague take the lead when she is doing a good job. I have shown how I can provide both constructive and positive feedback. I have researched different leadership styles and concluded the style my Sergeant and Inspector use is Transformational leadership, where they encourage, motivate, and inspire colleagues.

If I went through my probation again, I would hope to have supportive leaders again, as they have had a massive positive impact on me, and I would do more research on leadership and feedback styles. I believe it’s vital to take the lead in difficult situations and to give effective feedback to new officers, to help them develop into competent officers.
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

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



ANSWER:

During this essay, I will critically reflect on my three-year probation. I will discuss how my probation helped me meet my personal, professional, and organisational goals. I will state how my probation aided me in learning and developing in the workplace. I will be using the Gibbs reflective model to help me with this question.

On 23 March 2020, the first day of the Covid 19 lockdown, PM Boris Johnson announced the first national stay-at-home order in 2020, days after warning many families would "lose loved ones before their time" (BBC, 2021). It was a strange time to start a new job with the beginning of a global pandemic and a UK lockdown.
I began my training to become a Police Officer in South Wales Police; I would complete initial six-month training.

Initially, when I started the course, I felt a mixture of excitement and nervousness. I have wanted to join the police force for as long as I can remember. I eagerly anticipated the first chapter of my new career; however, I was also a little anxious as I had never completed a degree previously and had been out of education for twelve years. At the start, I found being back in the classroom setting quite daunting and stressful. After a few days, I built some friendships with my colleagues, settled down, and became more relaxed in the classroom environment. Globoforce conducted a survey; 61 percent of respondents said colleagues' support helped them through a challenging time in their lives. A difficult pregnancy, caregiving of aging parents, financial help at Christmas—and 55 percent said work relationships were "very to extremely important" to their quality of life (Gurchiek and Gurchiek, 2014). The results prove that having friends at work can be a big help and support during stressful times. 

Our training had to be altered because of the Covid 19 pandemic. We worked from home two or three days a week; we had restricted training in officer safety and first aid. I believe it may have affected my confidence slightly as I did not get the full training I needed, but I tried to remain positive. 

I built a strong rapport with my trainer, and we got along well. Rapport is a feeling between two people encompassing a mutual, trusting, and prosocial bond (Catt, Miller& Scallenkamp 2007). I believe building a positive rapport with my trainer helped me hit my goal of passing my exams comfortably. The rapport between instructor and student can be significant in individual students' overall learning and success (Jorgenson,1992) and Coupland (2003). I passed both exams comfortably with good results and had a very positive report from my trainer at the end of the six-month course. I was delighted that I had achieved my personal and academic goals. 

In September 2020, I started my tutorship phase. My tutorship would last for three months, and I would have to be competent to be signed off as an independent officer where I could potentially be attending incidents alone. My trainer told me I would be starting on team one, and I was allocated a mentor. According to (Cronin, 2022), A mentor is a person who can support, advise, and guide you. They typically take the time to get to know you and the challenges you're facing and then use their understanding and personal experience to help you improve. 

I started on shift, and firstly I got to know the team. I tried to make a good impression, and I made my colleagues a cup of tea or coffee, an old police tradition where the newest officer on shift makes the drinks. I discussed with my mentor what kind of learner I am and if I would rather sit back and watch or go in and try and put things into practice straight away. I explained I would prefer to put the things I have learned into practice, evaluate and learn from my mistakes. I have researched Honey and Mumford's learning styles. According to (ruby, 2017), Honey and Mumford's learning styles were developed by Peter Honey and Alan Mumford in 1986. Honey and Mumford have developed a questionnaire built on a continuum. Knowing your learning style helps you to make smarter decisions in adjusting the learning opportunities and your preference for the best learning.

The four styles are- 
Activists: Activists are those individuals who learn by doing. Activists need to get their hands filthy. They have a receptive way of dealing with learning, including themselves, and without inclination to new encounters.

Theorists: These learners get a kick from the chance to comprehend the hypothesis behind the activities. They require models, ideas, and truths with a specific end goal to participate in the learning procedure. Like to break down and integrate, drawing new data into a systematic and consistent 'hypothesis.'

Pragmatists: These individuals can perceive how to put the learning into practice in their present reality. Conceptual ideas and recreations are of constrained utility unless they can see an approach to put the concepts practically in their lives. Experimenting with new ideas, speculations, and methods to check whether they work is their mode of action.

Reflectors: These individuals learn by watching and contemplating what happened. They may abstain from jumping in and prefer to watch from the side-lines. They want to remain back and see encounters from various alternate points of view, gathering information and using the opportunity to work towards a suitable conclusion. (Ruby, 2017).

I believe I am an activist. I learn better when thrown into the deep end of an incident, and I welcome new experiences and problems. 
I told my mentor I would like honest feedback from him as I believed it would benefit my progression the most, positive or negative. I think it is vital to be open to feedback. Accelerate an individual's personal and professional growth. According to (office, n.d.), open and honest feedback can help with the following. 

• Give people a sense of purpose
• Increase motivation and engagement
• Improve communication 
• Improve working relationships
• Reduce conflict

I got along well with my mentor and enjoyed learning the job's practical side. We set some targets at the start of my tutorship. The main target was to become a well-rounded police officer and to be competent by the time my tutorship finished. We said as I go through my tutorship, we would identify strengths and weaknesses and base our goals around the flaws. According to (Riopel, 2019), Dr. Gail Matthews, a Dominican University of California clinical psychologist, did proper research. Matthew's research shows that those who write down their goals and share their goals with a friend, as well as send weekly updates, were, on average, 33% more successful when it comes to accomplishing their stated goals than those who merely formulate plans. During my tutorship, I found writing down goals and targets regularly helped my progress in my role as a police officer. 

One of the goals I set was to deliver the best standards to the public by following the code of ethics. According to (College of Policing, 2014), The Code of Ethics was produced by the College of Policing in 2014. In its role as the professional body for policing. It sets and defines exemplary standards of behaviour for everyone who works in policing.

It is a supportive, positive, everyday decision-making framework and constantly reinforces the values and standards that policing is proud of.

The following is the code of ethics-

There are nine policing principles that are built on the Nolan principles for public life, with the addition of 'Fairness' and 'Respect.'
Accountability-You is answerable for your decisions, actions, and omissions.
Integrity-You always do the right thing.
Openness-You always must be open and transparent in your actions and decisions.
Fairness-You must treat people fairly.
Leadership-You must, lead by a good example.
Respect-You must treat everyone with respect.
Honesty-You must be truthful and trustworthy.
Objectivity-You must make choices based on evidence and your best professional judgment.
Selflessness-You must act in the public interest (www.warwickshire.police.uk, n.d.).

Further, into my tutorship, it became apparent that I excelled in dealing with incidents and interacting with the public but not so much in the paperwork part of the role. I set more goals in improving my statement-taking and completing updates on incidents. I made sure I took all the statements I could, asked numerous colleagues for feedback, and asked other colleagues if I could look over their reports and updates. A few weeks later my mentor gave me positive feedback for the improvement in my statement taking, which gave me confidence. 

I was coming towards the end of my tutorship, and I was told I would be staying in the same station, but I would be moving teams. Before I was signed off as an independent officer, I had to make sure I had completed an incident checklist. An Incident checklist lists different incidents I had to attend, for example, a road traffic collision and a hate crime. I finished the checklist, and my mentor gave me an excellent report; soon after, I was signed off and was officially an independent officer. 

I had a few days off, and then I would start on my new team; I had only met my new team a handful of times, and on those occasions, it was just briefly. I was feeling a little anxious starting the new team; I had just settled on the team where I got tutored and then had to change teams and start fresh again. It was stressful for me during this period; I had an outstanding deadline for my first essay, moved teams, and moved to be an independent officer. (Queirós et al., 2022) Completed a study involving 2057 police officers from the National Portuguese Police. The results showed that 85% of the sample presented high operational stress levels, 11% critical values for burnout, and 28% high distress levels, with 55% of the sample at risk of a psychological disorder. The survey proves that the role of police officers worldwide can be stressful. 

I started on the new team and tried my best to become a good team member. On the first day, I fetched cakes for my new team and made a round of teas and coffees. I knew I had to gain my new colleagues' trust, which would take time. According to (Serrat, 2017) high-trust environments correlate positively with high degrees of personnel involvement, commitment, and organizational success. I knew that gaining their trust and getting along well with the team would make my job easier as I would enjoy my job more, and my colleagues would be more inclined to support me with the everyday difficulties of being a new police officer. 

Eventually, I settled onto the team; initially, even though I was an independent officer, I was still reliant on my colleagues when attending incidents and completing paperwork. In the second year of my probation, I had to complete attachments to different departments. I ended attachments in intelligence, traffic, and public protection; my most extended attachment was my Hub attachment. I spent just over a month in the Hub. The Hub is a department that interviews prisoners and builds case files for the CPS. According to (CPS,2022), The Crown Prosecution Service (CPS) prosecutes criminal cases investigated by the police and other investigative organisations in England and Wales. The CPS is independent, and they make decisions independently of the police and government. I looked forward to completing the attachment as I had not had much experience interviewing and building case files. I was allocated a mentor for the duration of my attachment, first day; we interviewed a prisoner. My mentor asked if I wanted to watch first or take the lead; I explained I learn better when I take the lead and learn from my mistakes. I conducted the interview and felt nervous but wanted to learn and improve in this area of the role. After the interview, I made notes of what went well and what did not go so well during the interview. My mentor said I asked good questions and followed the PEACE model well.

According to (Fis- international 2022) The acronym - PEACE - summarizes and assists in remembrance of the five stages of managing the interview process:
• Preparation and Planning
• Engage and Explain
• Account, Clarification, Challenge
• Closure
• Evaluation




My mentor explained that I got confused on a few occasions with the memo 
Card. 
I also noticed I made a few mistakes with the memo card, and in the future, I will be more prepared and look over the memo card before the interview. The memo card is a list of rights which needs to be explained to the suspect prior to the interview, the caution, the interview process, and their legal rights are elucidated to the suspect. 

Now just over a year later from finishing the Hub attachment and coming towards the end of my three-year probation. I believe I have progressed ably through my tutorship and made my fair few mistakes, but I have tried to learn from those mistakes and become a better Police Officer. 

The further into my probation, the more I must provide feedback. There is several new Officers on shift, and I find myself providing more feedback. Whether the feedback is positive or negative I try to make it constructive to help the officers develop and improve to help them become well-rounded Officers. 
According to (Boiser, 2019) constructive feedback can help-
· Boost self-confidence and morale
· Assist in personal and professional growth
· Clarify expectations and guide individuals on how to meet expectations and goals
· Shape future behaviour

I enjoyed receiving positive feedback during my initial training and tutorship, which motivated me in my job role. I tried not to let negative feedback get me down and attempted to learn from my mistakes. As for providing feedback, I like to issue positive feedback, but sometimes I find it difficult to give negative feedback. Still, I understand it is vital to provide negative feedback to help develop new Police Officers.
 
Building positive relationships with my trainer, tutor, and team has helped me progress in my probation. I have been lucky to have had supportive management and to have been put on an encouraging team. I believe identifying the best learning style helped me a great deal in my tutorship phase.

To conclude, I have explained how I started my initial training during the Covid 19 pandemic and the impact Covid 19 had on our training. I stated how constructing friendships in the training school and building a solid rapport helped me pass my exams during my initial six months in training. I discussed how I started on shift, met my mentor, and tried to make a positive impression on my new team. I have explained what kind of learner I am: an activist. I discussed with my mentor how it could benefit me to learn in the activist style and how I would like open and honest feedback to help me progress as a Police Officer. I have stated how I wrote down my targets and goals to identify weaknesses and try to improve them. I have explained how I tried to use the code of ethics as the base of how I police, being honest, fair, and accountable, and abiding by the other ethics. I have discussed switching teams after my tutorship phase and the effects that swapping teams can cause. I have spoken about the importance of gaining the team's trust for settling on to the team and job satisfaction.

Having good mentors and management throughout my probation has aided me in learning, developing, and performing in the workplace and helped me meet my professional, academic, and organisational goals. Setting targets and goals during probation have helped me become a well-rounded police officer. If I were to go through the training process again, I would not change much as I am content with how it has gone
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