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Task 1

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

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


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

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

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


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



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



ANSWER:

The College of Policing (CoP) was established in December 2012 as the professional body for the policing profession in England and Wales (College of Policing, 2023). In 2016, the CoP introduced the Police Education Qualification Framework (PEQF) which offers various routes of entry into the policing profession, such as the PCDA, DHEP and pre-join degree (Strong, 2019). Given that the CoP is a relatively new professional body, it has already taken several steps to professionalise policing. The Policing Vision 2025 highlighted that there was a need for consistency, accreditation, and defined roles within policing, and that these roles require specific skills and knowledge that can be reinforced by qualifications (NPCC, 2016). Considering this need, the CoP has responded by implementing the PEQF and thus contributed to systemic change within policing. In 2014, the CoP also produced the Code of Ethics, which sets and defines standards of professional behaviour for everyone that works within policing in the UK (College of Policing, 2014). 

These implementations by the CoP could be seen as positive by recruits as they can earn a degree whilst also having a paid job, and for the public as their police officers are academically qualified. However, this could be seen as a negative point, as the job of a police officer is demanding both physically and mentally and this must be considered. The CoP recognised in December 2022 that the PCDA is viewed by recruits as a demanding programme involving “multiple and competing commitments.“ The CoP also stated of the new PEQF routes of entry that; “Managing study, police work and family life was widely considered as a substantial challenge, which increased in the final year, and in a few cases had serious implications for wellbeing.” (College of Policing, 2022). While the CoP have driven the PEQF routes of entry as a way to set standards and professionalise policing, it could be adversely affecting new recruits when mental wellbeing is considered. This may be negative for the police service as a whole, as recruits within their probation may decide to leave the service, which wastes the police’s initial investment in them and decreases police officer numbers and experience levels overall. 

As the professional body for policing, the CoP has a major role in driving change, and measures such as implementing the PEQF, as well as the establishment of a policing Code of Ethics is instrumental in professionalising policing as a profession. The CoP also implemented a 5-year strategy to outline several strategic objectives for policing with measurable outcomes (College of Policing, 2014). These measures positively contribute to the professionalisation of policing, as it allows for the introduction of better, set standards of training and professional behaviour that are measurable and allow police officers to be held against them. However, these implementations could be considered to be negative, as certain measures the CoP has taken to professionalise policing may discourage certain communities from joining the police which results in a less diverse workforce. For example, the CoP introduced the PCDA, DHEP and pre-join degree routes of entry into the field of policing as part of its efforts to professionalise policing. 

According to the UK government’s ethnicity facts and figures service, 71.5% of new undergraduate students in the UK were white, 12.9% were Asian, 8.5% were black and 2.3% described themselves as ‘other’ ethnicities (UK Government, 2023). Given that new entrants to the PCDA alone are classed as undergraduate students, it is reasonable to suggest that the number of new police officers entering policing via the PCDA that are Asian, black or from other ethnic groups is lower than that of those who are white. The correlation could be drawn that if there are low numbers of new undergraduate students in the UK that are Asian, black or from other ethnic groups, that there are less new police officers that belong to these groups. This could suggest that the CoP’s professionalisation of the policing profession has presented a barrier to entry to the police in at least one area for those who belong to ethnic groups that have lower entry rates into higher education as undergraduates. Those who belong to groups other than white may see having to complete a degree as an undergraduate student as an extra hurdle to applying to the police when they are already disadvantaged, which can harm some communities’ perception of the police as there are then certain groups that are underrepresented within it.

While the PCDA is marketed by the CoP as an apprenticeship which enables recruit’s to “learn on the job” while studying, it still results in the awarding of a degree upon successful completion of the program (College of Policing, 2023). Therefore, it requires a significant academic commitment from new joiners to complete various academic assignments to successfully complete the program. This commitment puts additional pressure on recruits, as on top of learning a new, unique role of a police officer, they are expected to complete academic work. This could be an entry barrier to some, but could also be a contributing factor to people leaving the police within a few years of service. 

To ensure this academic commitment is balanced against a recruit’s wellbeing, the CoP established Protected Learning Time (PLT). While this can be recognised as a positive aspect of professionalisation designed to ringfence learning time and advance the quality of learning for new police officers, and thus further professionalise policing, the Police Federation of England and Wales (PFEW) has highlighted various issues with PLT. Chiefly, the PFEW noted that: “In some forces, officers, particularly PCDA students, are expected to rely on their manager’s discretion to request the learning time they are entitled to. Additionally, some managers are allowing or requiring operational duties to take priority over Protected Learning Time. By definition, Protected Learning Time should be protected, and not influenced by operational priorities (PFEW, 2021).” If recruits via the PCDA or DHEP schemes continually fail to complete their academic work, they are effectively sacked. Their performance in an operational sense is not considered; no qualification, no job. While this is a hardline drawn by the CoP to professionalise policing, this could be harming communities in the long run, as those who are not capable of being academic, nor want to be, may be discouraged from joining – these people could be fantastic police officers, but are never given the chance under the CoP’s banner of professionalising policing. 

I am currently in my final year of probation as a police officer on the PCDA, and I recall attending a domestic incident whereby a male (male A) was stabbed by his partner (male B) following a verbal argument at their home. This call was allocated to me as I am a specially trained officer (STO) in the use of taser (College of Policing, 2022). As a professional police officer, I immediately considered the National Decision Model (NDM) and the policing Code of Ethics to inform my strategy surrounding the incident and what I would do upon arrival. I understand the NDM was introduced by the CoP to aid police officers with decision making for incidents just like this. This is an example of the CoP’s role in professionalising policing, and this is a positive measure implemented by them, as it provides me with a framework to make decisions, challenge the decision’s of others and to examine and reflect on decisions that were made (College of Policing, 2013). 

Upon arrival, male A was safely being treated by paramedics, so I assisted other colleagues with arresting male B. Following this, I and 2 other officers went into the house to clear it. I noticed blood all over the house. I considered that I was now working within the ‘golden hour’ period, and I know my force has a policy regarding the preservation of evidence and that it is my role as a police officer to do so, and so I established a common approach path for us all to follow so that the blood would not be disturbed. I noticed a large knife with blood on it resting on a windowsill. I photographed it, and then I placed gloves on and placed this into a secure knife container. This entire time I was considering my force’s policy on evidence handling and the CoP’s authorised professional practise (APP) relating to golden hour opportunities and evidential chain of custody, which I had read during police training (College of Policing, 2023). This is another way that the CoP has professionalised policing, as the established APP provides me with guidance to follow in line with the policing Code of Ethics, and I can then justify my actions if challenged.
Once the evidence and the house scene was secured, male A was taken to hospital and male B to custody. I activated my body worn video camera in line with my force’s policy surrounding evidence-gathering, and took a full written account from a witness to the incident (South Wales Police, 2023). I also attended the hospital and photographed male A’s injuries and seized his clothing. I had roughly 2 years’ service at the time of this incident, and I had a colleague with me who had only been out of probation for 1 week, and so as I was conducting these investigative actions to advance and secure the evidential chain, I was talking my colleague through what I was doing, how I was doing it and why I was doing it. 

I then had to submit a lengthy public protection notice (PPN) (HMICFRS, 2023). My force’s policy mandates the submission of a PPN involving any violent or domestic incident, of which this incident was both. I recognise this to the point where the submission of a PPN is second nature to me now, and I was comfortable in showing my colleague how to complete one to a high standard for a serious incident such as this. I had also followed my force’s policy in relation to signposting male A to domestic abuse helplines and completing a referral to Victim Focus (SWVF, 2023). I knew these elements of paperwork during the investigation were imperative, as this was a serious incident, and the Policing Vision 2025 even recognises domestic abuse cases as “high harm” and “complex” crimes (NPCC, 2016, p. 6). In being aware of and following policies and procedures to the correct standard, I am continuously evidencing the fact that I am fulfilling the role of a modern professional police officer in the final year of my probation.

Additionally, my role has changed significantly in my final year of probation. I am now the most experienced officer on my shift of 9 officers, with roughly 2 and a half years’ service. I am also the most skilled officer, being an STO, response driver, method of entry specialist and having various other niche frontline-applicable skills. This is largely positive, as I conduct myself in a proud, positive and professional manner and I am able to impart this onto other colleagues on the team and influence my team’s culture so that it is full of positivity towards the job, serving our communities and is a learning environment where everyone feels safe and happy to come to work. However, this can also be negative, as I find that I spend a lot of my duty-time showing 8 other colleagues how to complete casefiles, paperwork and various other frontline tasks. Consequently, I have a lot less time to spend on my own work. This has previously caused me stress and I have had to ask my Sergeant to have time alone to catch up on my own work.

Although I am not a tutor constable, I feel as though my role on my shift has evolved so that I am a de facto tutor constable, and I have been offered the role of tutor constable previously. My experience seems to be normal in the context of the Police Uplift Programme (NPCC, 2023), and various responses to the PFEW’s Tutor Constable Support Survey support this, some examples being: 
· “Officers very young in service often just out of their probation period are requested to tutor.”
· “Due to a lack of tutors available often tutors are trained based on who wants to become one, however the skills of that officer may not always suit the tutor role but it is felt due to the lack of officers wanting to be a tutor this seems to be disregarded.”
· “… Officers as young in service as 20 months could be asked to tutor…”
· (Chandler, 2021)

Upon reflection, I feel as though my role as a police officer has shifted more towards that of a ‘veteran’ police officer, who in years gone by would have had perhaps 15 years’ experience. I know my colleagues look up to me and expect me to teach them and take more of a lead at incidents, and I feel I am seen and praised by my supervisors as being more responsible. This is positive for me overall, as it means I am performing well and seen to be competent, and I am hoping to successfully complete my academic work this final year so that I can be confirmed in rank. 
Word Count: 2199 Words.








1

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 can be used as a means of informing and engaging with local communities that police forces serve, and promoting policies, schemes, and initiatives. For example, South Wales Police has accounts on LinkedIn, Instagram, TikTok, YouTube, Facebook, and Twitter, which the force says, “contains the latest information, advice, appeals, community engagement and updates from across South Wales.” (South Wales Police, 2023).

As a frontline response police officer, I have used social media for these purposes in the past. Although it is rare within South Wales Police for a response police officer to have access to a force social media account, I have personally featured on South Wales Police’s Twitter page previously when conducting community patrols. My supervisor at the time posted a picture of myself and other colleagues conducting foot patrols to reassure the community when there had been recent anti-social behaviour. This allowed members of the community to engage with the post and see that the police had taken note of recent anti-social behaviour, and were now doing something about it, and doing it in a transparent manner in line with the policing Code of Ethics (College of Policing, 2023) to try and build trust with our community. 

This is just one example where social media has been used to inform and engage with the community. In my experience, it is far more common within South Wales Police for Police Community Support Officers (PCSOs) to have access to force social media accounts than it is for police officers to. Therefore, when I have needed to utilise social media in the past, I have generally approached them for assistance. 
I recall an incident where an adult male (male A) who resided within my patrol area had gone missing from his home, and I and several other officers were tasked with making enquiries to locate him. I suggested to the force control room that a social media appeal be distributed, as the male had been missing for a day or so and there were no further lines of enquiry to ascertain his whereabouts. 

This involved authorisation from a senior officer, who approved this, and then it took several hours for a post to be created on Facebook and Twitter by the force’s media team, which shared details of male A and appealed for information to locate him. Around an hour after these posts were made, I was driving in my patrol vehicle, and I was flagged down by a member of the public. She explained to me that she had seen an appeal for information to locate male A on Facebook, and that she knew where male A was. The female knew that male A was outside of my patrol area, and that he had left his home to get some space from his family following the death of one of his close friends. The female called male A on a phone he was using, the number of which was unknown to police or any of his family members, and I spoke to male A and arranged for him to be sighted by officers in person. 

Not long after my phone call with male A, officers travelled to meet with him and sighted him in person. Male A was safe and well, and just wanted to be left alone and not have his family told where he was for a day or so while he collected his thoughts. Once sighted and his welfare confirmed, male A was taken off the missing persons list and the officers – including myself – that were assigned to locate him were re-tasked to other outstanding incidents. 

Given the result of this incident, I would suggest that social media played the single biggest part in locating male A. Prior to the social media appeal for information being posted, every inquiry to locate male A had been unsuccessful. Within an hour of the appeal being posted, we had solid information as to male A’s whereabouts, and located him safe and well, which enabled valuable police resources to be allocated elsewhere. If a social media appeal for information had not been utilised, it could potentially have been several hours or days until male A was found. Conversely, if the appeal had been utilised earlier on in the investigation, male A might have been found sooner, which would have enabled valuable police resources to be allocated elsewhere a lot sooner. 

It was quite simple to request a social media appeal for information via the force control room. Whilst I do recognise there was a several hour window whereby authorisation had to be sought and a post created, I do not see any scope for where a frontline response officer within South Wales Police could improve this process with the current setup of social media use and its surrounding authorisation processes. However, in an ideal world, response police officers could perhaps seek authorisation from their direct supervisor/Sergeant to create a post, and then either log in to a social media account (such as South Wales Police Twitter or Facebook) themselves to create an appeal for information, or the supervisor/Sergeant could do it. This would enable appeals for information to be considered, authorised, and posted more quickly, which in turn might enable a missing person to be located more quickly and potentially save lives. It would also mean police resources are used more efficiently and potentially re-tasked quickly if a missing person is located. 

After male A was located by police officers, the initial post was updated to say that male A had been located safe and well, and the updated post thanked all those who had responded to it and had come forward with information regarding male A. This led to several comments by members of the public praising the police and praising other members of the community. This could be considered as social media usage increasing public perception of the police, and improving community cohesion, as those posting have recognised that the police have done something to locate a missing person, and they have also recognised that other members of the community working together and providing information has contributed to this. This positive recognition of the police’s use of social media in this case exemplifies one of Robert Peel’s policing principles, notably, “The police are the public and the public are the police, the police being only members of the public who are paid to give full-time attention to duties which are incumbent on every citizen in the interests of community welfare and existence,” (College of Policing, 2021). 

In this case, it is clear to see the benefits of using social media, as it led to the location of a missing person and enabled the police to ensure they were safe and well. As of 2023, approximately 4.89 billion people use social media in some form worldwide, and due to this, it is reasonable to suggest that this amount of people are capable of generating a massive amount of information (Dixon, 2023). Whilst it is unlikely for 4.89 billion people to comment on a South Wales Police appeal for information post in the case of perhaps a missing person, it is still likely for social media posts such as these to receive a great deal of attention and thus information. 

Information that is offered by people that see these appeals on social media must be received and considered, but sensibly. There are plenty of people that do not like the police, and as such may post disinformation or post comments typical of online trolling (eSafety Commissioner, 2022). Such information could actually hinder the appeal for information or negatively impact the investigation, and result in people coming to harm, which could in turn negatively impact public perception of the police. As such, the information should be sanitised and evaluated as best as possible, perhaps by dedicated officers through use of the 3x5x2 intelligence process (College of Policing, 2022), who then pass relevant intelligence to frontline police officers who can then action this intelligence. 

South Wales Police are active on the social media platform ‘TikTok.’ Some of their most popular posts are of their police horses eating, being groomed, and being taken out for training and patrol. This can be accessed via the tag ‘#ceffylauyrheddlu’, and shows a total of roughly 271,000 views of these posts (TikTok, 2023). Given that South Wales Police provides a policing service to roughly 1.3 million people (South Wales Police, 2023), this could translate to roughly 21% of that figure watching these videos on TikTok. That is a considerable amount of people to reach with one platform, and this could be positive as it is showcasing perhaps a nicer, softer side of policing – the tending of police horses as opposed to officers subduing violent drunkards on a Saturday night. 

This large number of views also has the potential to be beneficial, as if 271,000 people view a social media appeal for information, it is reasonable to suggest at least one person will give some sort of information of value. Additionally, bringing the force’s latest crime prevention initiative or Operation Sceptre’s Week of Action (South Wales Police, 2021) to the attention of 271,000 people could be reassuring that the police are active doing their job to prevent crime, protect the public and ensure community safety. 

This positive showcasing being done by South Wales Police could potentially have a bias impact on viewers who want to join the organisation. Some may expect that the nicer, softer side of policing to be policing’s everyday theme, whereas in reality, police horses are tended to by specially trained police officers who have all had to firstly pass their probationary period and specialise within the mounted division thereafter (College of Policing, 2023). This is not only true when considering social media posts regarding police horses, but for all social media posts that may not paint an entirely accurate picture of everyday policing, or at least show positive and negative aspects in a balanced, transparent manner. 

Failing to make it clear to social media users that curated posts on social media may not reflect the reality of everyday policing could lead to people joining the police under false pretences, and then be dissatisfied with the role and subsequently quit. This would come as a massive cost to the organisation if any whole percentage of the aforementioned 271,000 viewership figure did that, as on average, hundreds of hours of training are put into, and thousands of pounds are spent to get a police officer through the recruitment and training process and onto the frontline as a deployable resource (Essex Police, 2019). 

South Wales Police taking this approach with their content when posting horses, for example, could have negative impacts beyond this. It could negatively impact public perception of the police, as it may seem that more time and attention is being spent posting on social media rather than solving crime. It may not be considered that the South Wales Police hires dedicated civilian staff within the ‘Communications and Media’ department to man social media accounts and that it is their job to manage the public engagement element of these accounts (South Wales Police, 2023). It could be argued that money is being wasted employing such roles to post on social media when police officer numbers are low (despite the Uplift programme) (Polfed, 2023) and crimes such as burglary are being solved at less-than-desirable rates (Hymas & Butcher, 2023).   

South Wales Police states on it’s website, “Public comments on our posts are not moderated 24/7, and are not monitored by our control room; if you want to report a crime or provide information in response to an appeal via social media, this must be done via our website (online reporting forms or Live Chat), by emailing … or by calling 101. In an emergency, always dial 999,” (South Wales Police, 2023). The need to distribute this statement supports the research that suggests that, among other negatives to the police using social media for public engagement, the public is so exposed to organisations that utilise social media as 24/7 channels of communication, that they often come to expect the same from the police (Fernandez, et al., 2017). 

Overall, social media use by police forces as a means of informing and engaging with the community and promoting policy initiatives is a positive thing, however, a mandate should be established and adhered to so as to not negatively impact public perception of or confidence in the police. The professionalisation of the policing profession means that police forces should reflect this within their social media accounts, and only post appeals for information, content relevant to community safety and policy initiatives, otherwise there is simply too much room for scrutiny and for arguments to be made that the police are focusing more on social media they are actually policing. 
Word Count: 2138 Words.



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:

Having flexibility in leadership styles and strategies within policing is important as it allows me as a police officer to be adaptable and adjust my approach to reflect changing circumstances. Being flexible in this way also ensures that as the incident changes, I can ensure my approach conforms to the policing Code of Ethics and that I take action in line with the standards of professional behaviour (College of Policing, 2014, pp. 4-15). 

I am going to discuss an incident I attended as a response officer, whereby a large crowd had gathered in a narrow street within a town center in my patrol area, and were arguing with one another and scuffling, which had resulted in several fights breaking out within the crowd. Upon attendance with a less experienced colleague, I noted that we were the first officers on scene. We were greeted to a crowd of perhaps 80 persons, a mixture of young adult males and females. 

Various persons in the crowd were shouting and swearing at one another, and there were various scuffles between them going on. I considered that this incident had the potential to become violent and out of control quickly, and so I concluded that it must be brought under control and the crowd dispersed quickly. I also knew that my colleague and I were severely outnumbered and that I was the senior officer in experience, and my colleague looked to me for guidance and direction. Upon reflection, I now know that I decided initially to adopt an autocratic style of leadership, which is characterised by leading in an authoritarian manner without considering the input of colleagues, with the view to making decisions quickly and efficiently (Lewin, et al., 1939). 

I selected this style of leadership as the only officers presented were myself and my colleague, and I knew my colleague was new to the role and not as confident in dealing with conflict as I was. I also knew what needed to be done, which was to simply prevent mass disorder and disperse the crowd, and I did not feel I had the time to discuss a strategy with my colleague with the crowd already scuffling and violence already having occurred within it. 

I thus told my colleague to come with me towards the crowd, and to start utilising tactical communications and shouting at them in a stern, clear-yet-calm manner to leave the area. I used my force issued radio and asked for more colleagues to assist me, and eventually 20 of them turned up. 

The crowd began to move further down the narrow main street as more of my colleagues turned up to assist me, but I noticed at one point that two males began fighting with each other on the edge of the crowd. I ran towards them with several colleagues behind me, and I quickly told three of them to grab the one male, while I grabbed the other male with another colleague. I gave this instruction directly and clearly to ensure we all understood our roles in that moment, and to avoid all of the officers ending up physically engaging one offender and not the other. 

These two males were arrested, and taken to waiting police vans by other officers. I stayed near the edge of the crowd, and continued shouting at them to disperse in the manner I had done previously. One of my colleagues said to me, “This is not working, they’re just not moving.” I knew that at that point what had previously worked was not working now as the crowd had become more volatile, yet I still had to disperse the crowd, especially as their behaviour seemed to be getting worse. 

I then quickly switched my leadership style, and upon reflection I can identify this as a democratic leadership style, which is characterised by shared decision-making and collaboration among colleagues and team members. I, as the first attending officer, recognised and encouraged input from my colleagues so that I could quickly formulate a new strategy in dealing with the crowd in a way that promoted good communication and inclusivity in the decision-making process. This, ultimately, allowed colleagues to contribute in a meaningful, empowering way, as they are ultimately responsible for their own actions as police officers and must be comfortable with any strategy we chose to implement in that situation (Yukl, 2013).  

I then asked several of my colleagues who were present, and all junior to me in experience, “Does anyone have any ideas how we can get them to leave in the quickest, safest way possible?” and one of my colleagues stepped forward. He suggested that we call the territorial support team (TST), who specialise in public order situations. I explained to him that they were a significant distance away from us, and that I did not think that would be viable as we would have to wait almost an hour for them to attend. Another colleague suggested that we split up into pairs and each target different edges of the crowd, with the view to splitting the crowd up into smaller ‘chunks’ of people and getting them to disperse without having to shout at them and physically shepherd people away from the area. This suggestion immediately received positive feedback from various colleagues, and so I split my colleagues into pairs and allocated them a specific area of the crowd. I gave my colleagues a brief speech, where I praised them for their performance so far and tried to rally them for one last ‘push’ to disperse the crowd. 

I had paired up with a colleague myself, and together, all of us in our pairs spoke to people on a smaller scale and began splitting the crowd up and getting them to leave. Over the course of about fifteen minutes, the crowd began to trickle away from the main street in groups of 5-6 at a time, before the whole crowd was gone and the only people who stood in the main street were police officers. 

Being flexible in my leadership approach at that point in the incident allowed me to implement a successful strategy that resulted in the dispersal of the crowd without any offences being committed, or any officer having to use force. Upon reflection, I would also say I used a transformational leadership style, as I inspired and motivated my colleagues to perform well and achieve a measurable goal (Riggio & Bass, 2006). I feel I acted in a charismatic, confident manner to build trust among my colleagues so that they felt that I could handle the situation and know that they were safe and well-founded with me taking the lead. 

Throughout the various phases of the incident, I used different leadership styles. When first arriving at the incident, I used an autocratic leadership style as I had assessed the situation and needed to make decisions quickly. I took decisive action in choosing to engage the crowd with just myself and my colleague, as I ‘spun’ the National Decision Model (NDM) in my head and thought that our presence as police officers might encourage the crowd to stop what they were doing and disperse (College of Policing, 2013). I feel that showing presence had the potential to be a decisive action which could resolve the situation immediately. However, this was not the case and so I had to continue utilising tactical communications and call for additional colleagues to provide backup. 

I also feel that taking an autocratic approach could have come across as me being ‘bossy’ and trying to take over, when in fact I just recognised that I was the most experienced officer present and that I was likely best placed to make decisions in the absence of a higher ranked officer such as a Sergeant or Inspector, who did not arrive until the end of the incident. However, providing clear directions to my colleagues did enhance our ability to act cohesively during the incident, and we had great success when arresting the two males who had begun fighting with one another in the crowd. This safeguarded both them and other members of the public from injury. Ultimately, the autocratic approach aligned with the urgent requirement to disperse the crowd and resolve the situation safely, especially at first given it was just myself and one other colleague before backup arrived. I feel that if more officers were present initially, I could have adopted a democratic leadership style sooner and sought their input to form a plan, as our increased police presence alone might have deterred the crowd from escalating while we formed a plan. 

I was on duty the day after this incident took place, and whilst patrolling on foot in the same area, I was approached by several local residents independently who had seen videos of the police’s response to the incident as it unfolded on social media. They praised me for the police’s response, and stated that they felt we were very direct and not afraid to police robustly. From this feedback, I got the sense that the local community was supported, and this was reinforced when the local MP sent a letter to my supervisor praising the police’s response and handling of the incident. 

I find myself using the autocratic leadership style in a range of situations, chiefly in volatile or highly dynamic situations where I am the most experienced officer. I think this is because I feel justified in providing more direct instructions as goals within the incident can then be achieved more efficiently, without having to consider input from less experienced colleagues who may not be as efficient in dealing with matters as I am. However, I also find the democratic leadership style useful in less volatile or dynamic situations where I am with less experienced colleagues. Having reflected on why, I think this is because there is less risk to myself, my colleague and to those involved in the situation if a decision isn’t arrived at as decisively or produced as efficiently. I also find that the democratic leadership style allows for greater learning than the autocratic style. This is because it allows those participating in the decision-making process to freely discuss ideas on a slower basis, and thus it would allow for more engagement and critical discussion around these ideas prior to implementation.   

In conclusion, when considering the incident in its entirety, I changed my leadership style from autocratic to democratic as we had already arrested two males for fighting, and the crowd was not responding or dispersing sufficiently. To me personally, this told me that my approach at the time was not working and thus I needed to change it to resolve the situation safely. The thought of further violence taking place or the crowd causing damage to property or injuries to persons were key factors that led to me asking my colleagues for ideas, so that I could say I worked collaboratively and adaptably and was not completely linear in my approach. When considering the incident upon reflection, I consider flexibility in leadership style to be extremely relevant in every incident an officer attends. Being flexible allowed me to recognise that my approach was not working, and that I needed to do something else. Had I been unwilling to adapt my approach, I could have been criticised for being autocratic in my leading of the incident, and producing a negative result. This could have led to public confidence in the police being damaged, whereas my flexibility led to praise being given to myself and to other officers who attended and dealt with the incident.  I also found that different leadership styles and my ability to switch between them enabled me to get positive results and get the best out of my colleagues as they felt listened to and were able to give their input, which increased our team cohesion and ability to achieve tasks collaboratively in line with the policing Code of Ethics. 
Word Count: 1991 Words.




















































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:


I am just a few months away from completing my three-year probation and becoming confirmed in rank. During this period so far, I initially attended police training school for a period of six months, which included various practical, written, and academic tests (‘training school’). Following that, I entered into a tutorship period whereby I was placed with an experienced police tutor for three months and conducted response policing duties (‘tutorship’). Finally, after passing my tutorship period, I achieved independent patrol status and began conducting my duties as a police officer within frontline response policing on a more solo basis, but whilst supported by more experienced colleagues and my supervisor (‘independent’). 

It is important to consider each of these three distinct stages as totally separate parts of a police officer’s journey. Whilst I appreciate the experience of others may differ, these stages were entirely their own distinct phases of my career and had their own measurable impact on both me in terms of how I perform my role.

To aid in my reflection of these three stages, I will consider and employ Borton’s model of reflection throughout to ensure that my reflection is suitably critical and beneficial to both me and to the reader (Borton, 1970). I will first describe my experience, then I will analyse my experience, before unpacking and digesting what learning can be drawn from my experience. 

My journey as a police officer started as a Special Constable, a role I served in for 2 years. I then joined as a Police Constable and started police training school. Whilst there, I was assigned an experienced class tutor, whose role could be compared to a school teacher or lecturer. My class tutor – a veteran frontline police officer – knew me as a Special Constable and knew what I had experienced in that role. I feel as though he expected a really high standard from me in particular, which somewhat discouraged and deterred me from going to him for advice on how to improve at times. I feared looking like I didn’t know what I was talking about or that I could not meet his expectations. Even given this, my class tutor always made himself available to me if I needed him, and gave me plenty of praise when I did well. He also understood my personal needs as someone with autism, ADHD, and dyspraxia, and he explained things to me in a way that was very easy for me to understand, and I noticed he did this exclusively for me. This encouraged me to do well in training school and help my less-experienced colleagues, as I felt inspired and included by my class tutor and I was very appreciative of his approach towards me. I also appreciated that he recognised, validated, and valued my prior service as a Special Constable and what I already knew.

Following training school, I entered into my tutorship phase. I was placed with an experienced tutor for three months, who had spent his entire 10-year career within frontline response policing. My tutor was a trained response driver and specially trained taser officer, and I looked up to him due to the professional manner in which he conducted himself, and because I wanted the skills and training he had. He was always well presented with regards to his uniform and appointments, and he was knowledgeable in the law and very good at applying it at incidents we attended. 

My tutor would allow me to take the lead whenever we attended a call from day one of my tutorship, and then he would debrief with me afterwards. He would ask me things such as; “Do you think anything in particular went well?”, “Do you think anything in particular didn’t go well?” and “Could you do anything differently next time?” These debriefs were very useful for me, as I was forced to consider what my tutor was asking me out loud, and then give him a response out loud. I found it very helpful to not have to just internalise a response, but to have to explain it to my tutor, who would then discuss my responses with me. This allowed me to feel confident that I was learning, and that I was doing the right thing within my role. My tutor gave me praise when he thought I did well, but he also told me in a professional manner when I didn’t do so well, and he was very quick to recommend what I could do better in the future, which I would take on board and consider, and then try to apply at a similar incident in future to show him I was developing.

When I first met my tutor, I told him that I was a very kinaesthetic learner, which he picked up on and adapted his approach to tutoring me (Houghton University, 2023). He would often play out mock scenarios with me to cement my learning or to ensure I understood feedback he gave me and its applications. This was beneficial to me as he was able to teach me in a way that I could absorb and practise.

Eventually, the end of my three-month tutorship period came, and I was granted independent patrol status. This meant that I no longer had my tutor by my side on a daily basis, but that I was forced to rely on asking experienced colleagues for help when I needed it, and leaning heavily on my Sergeant. I had an enjoyable tutorship, and had very few negatives or times where I felt out of my depth. However, when achieving independent patrol status, I immediately felt out of my depth and experienced self-doubt and anxiety at work, which I would consider upon reflection as mild imposter syndrome (Huecker, et al., 2023). I spoke to my Sergeant about this early on, and he reassured me that this was normal, especially given how new in service I was and how much work I had put in to become a police officer. 

My Sergeant was fantastic in providing me constant reassurance that I was doing well, and he would quickly steer me back on the right track with clear, direct instructions if I was not doing as well. My Sergeant was fundamental in getting over the imposter syndrome I experienced, and he gave me the confidence to ask for additional training. 

I felt confident to ask to be put forward for a response driving course several months after receiving independent patrol status. I had explained to my Sergeant that this was always a career goal of mine, and that I felt confident I could add value to the team if I were trained in response driving. My Sergeant agreed and put me forward for the course. As a former roads policing officer, my Sergeant offered me some fantastic coaching in the weeks prior to starting the course, and this contributed to me completing the course to a high standard and receiving my response driving qualification. 

When reflecting on all three phases of my career thus far; ‘training school,’ ‘tutorship,’ and ‘independent,’ I feel as though I started out confident due to my prior experience as a Special Constable, and then this confidence was cemented during my tutorship period and then I experienced the majority of my personal work-related challenges when I achieved independent patrol status. During these challenges, I had to ask my Sergeant but also my old tutor and other colleagues. This helped me to continuously learn and develop my skills and knowledge and increase my overall performance. I describe this process as a ‘sponge-filtration process’ – I absorbed everything those people could offer me, and I filtered out what I felt I needed which could then be applied in line with the principles of the policing Code of Ethics (College of Policing, 2014, p. 3) to achieve my goals, further my development and increase my performance.

Being mentored and coached by my class tutor in training school, my tutor during tutorship and my Sergeant and other colleagues during my independent phases meant I had the confidence to put myself in situations where I learned the skills to complete and pass out of training school, achieve independent patrol status, and then become a trained response driver, method of entry operator, CCTV/facial recognition operator and specially trained taser officer – all skills I had aspired to achieve years before I ever stepped foot into training school. Had I failed to engage with this mentoring and coaching, I would not have received these skills and thus would be less valuable and effective to my police force and to the public.  

By engaging with this mentoring and coaching throughout these three phases, I now feel that I am a competent police officer that is ready to be confirmed in rank. I have undertaken attachments to the roads policing unit, the investigations hub, and the criminal investigations department just to name a few. All of these attachments have helped me to gain more skills and experience, and increase my performance as a police officer. 

I am now using the skills and experience I have gained to mentor newer officers that have joined my response policing team. I am the most experienced officer on my shift of 9 officers currently, and I have the most skills and qualifications to pair with my experience. Due to this, I have had to consider how I provide and receive feedback to others. I provide feedback quite directly and accompany it with a proposed solution or approach, as I feel there is often a lot at stake if people do not understand my feedback or how they can utilise it. 

For example, if I were to be vague and not clearly tell a newer colleague that what they are doing is incorrect and what they can do to do it correctly, then these colleagues may get something catastrophically wrong which could negatively impact the public’s perception of the police and potentially harm someone. 

I am also continuously mindful to ensure that I receive feedback with the view to improving myself, and that I do not ever think I have learned enough or that I am the best at what I do. I am acutely aware that policing is ever-changing, and that I need to change with it to remain competent as a police officer and provide a good service to the public. 

To conclude, I feel my experience in training school was important as it reinforced the knowledge and experience I had gained as a Special Constable, and my class tutor’s approach meant that I felt comfortable to learn, but also afraid to fail or ask questions at times. I did not want to shatter his high opinion of me, when in retrospect, I should have put myself in the mindset of ‘you are starting from the beginning.’ This would have enabled me to be more free and open-minded with my approach to training school and may have prevented my feelings of imposter syndrome later on.

My experience during tutorship was important as it allowed me to implement what I had learned in training school in ‘the real world,’ and it allowed me to do so whilst having my tutor by my side as somewhat of a safety net. This phase allowed me to identify more clearly what skills I wanted and enabled me to set goals for myself. I think I had a successful tutorship, which started me in good stead when I entered the independent phase.

Upon receiving independent patrol status, I felt ‘unleashed’ and without a safety net. I had done a considerable amount of work to get to where I was, and I was constantly afraid of doing something wrong and spoiling it all. This made me apprehensive and anxious at times, and forced me to ask colleagues and my Sergeant for help. They provided me with constant reassurance, and allowed me to verbally vent to them and they would talk me through whatever I was having difficulty with. Although I felt apprehensive and anxious at times, I feel my Sergeant and my colleagues were instrumental in helping me to develop my own ‘style’ as a police officer and perform my role to a high standard by letting me do things on my own and always being available to offer me mentorship and coaching. 

The College of Policing defines mentoring as: “a relationship where a more experienced or knowledgeable person offers support, advice and guidance to help a less experienced person develop and progress,” (College of Policing, 2023). Given that the purpose of mentoring is to help a less experienced person develop and progress, I feel that every tutor, Sergeant, and more experienced colleague I have encountered has mentored me to some extent, and this has made me confident and improved my performance as a police officer, and I am ready to be confirmed in rank. 
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