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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:

I will be critically evaluating the role of the College of Policing and evidencing how I am working to fulfil the role of a police officer in modern times. Whilst critically reflecting upon my final year as a probationer, using Gibbs’ Reflective Cycle (The University of Edinburgh) to give structure to my experiences whilst also explaining the relevance of the Policing Vision 2025. 

To begin, I will be outlining what the College of Policing is, its functions and purpose, whilst also looking into how their aims and objectives are set, and if their needs are being met.

The College of Policing was established in 2012 with The Rt Hon Theresa May MP having a commitment to replace this with the now closed, National Policing Improvement Agency. The creation of the college appointed Alex Marshall as Chief Executive Officer, having already been the Chief Constable of Hampshire and the Isle of Wight. (Home Office). The college employs approximately 600 people across England and Wales. These people consist of seconded officers and staff from police forces. 

In addition to having officers and staff from police forces work with them, the college also employs external partners which provide trainers, coaches, assessors and more. The college will use evidence-based knowledge in their developments, as well as providing key commitments that each member of a police service must adhere too, these forming the Codes of Practice. 

Its purpose was to provide the skills and knowledge to secure public trust, prevent crime and protect the public. It achieves this by supporting professional development, setting standards, and sharing knowledge and good practice to those who work in policing in England and Wales. (College of Policing). 

The College of Policing supports professional development by providing bespoke curriculums to all forces within England and Wales, helping those within to achieve qualifications and provide formal training on relevant matters. The Policing Education Qualifications Framework (PEQF) is the training framework to deliver the above.

The framework was implemented because of the lack of standardisation with forces in England and Wales in recruitment of officers. Prior to this framework, each force was individually responsible in the recruitment, training and support of their staff and the Policing Vision 2025 identified a need to provide consistency, accreditation, and defined roles within Policing as a matter of priority. The College of Policing states that the framework will also support the recruitment vision of 20,000 new police officers by broadening its appeal. College of Policing (“Policing Education Qualifications Framework (PEQF)”).

The above was implemented due to the Policing Vision 2025. This vision hopes to change the way policing works in modern day Britain, by outlining various elements that encourages efficiency, accessibility, and a value for money service that the public can trust. (National Police Chiefs' Council and Association of Police and Crime Commissioners).

When creating a professional training framework such as the PEQF, it is important to have assurances should issues with it start to arise. To maintain the qualities and standards expected, the College of Policing have an internal and external quality assurance process for this entry route into policing. 

For the external auditing, the Education & Skills Funding Agency (ESFA) audits against funding rules, the Institute of Apprenticeships and Technical Education (IfATE) measures performance and end-point assessments, while the Quality Assurance Agency (QAA) measures the against the quality of the delivery.

For internal assurance, the college sets out four points. Each force and higher education institute must adhere to core requirements of the PEQF programme, provide evidence of criteria being met with this evidence then being reviewed by subject matter experts, and the development team of the programme attending quality assurance panels. 

These assurances are significant, as it outlines the success of the framework and its compatibility with other establishments such as the Policing Vision 2025. The College of Policing provided a report into what they have learned during the phasing of PEQF programme. Here, they state that student officers have been positive about their experience on the framework and that there was little difference in wellbeing compared to students on the Initial Police Learning and Development Programme (IPLDIP). College of Policing (Policing Education Qualifications Framework Initial Entry Routes).

However, this report also finds that student officers failed to initially see the relevance of learning materials that were less linked to policing. When it comes to cost, this too is significant, as part of the college’s commitments were to provide a cost-effective service. The report states that currently, due to differences in entry routes between the PEQF and IPLDIP, it is not possible to compare the cost savings/efficiencies between the both. However, it states that costs are currently in line with estimates and that these costs are an investment into policing. 

I believe it is too early to understand any learning points by comparing different entry routes into policing. However, it is evident that the College of Policing are fundamental in creating a streamlined process across forces in England and Wales for providing clear ambitions, expectations and qualities expected of a police officer. 

In evidencing my work to fulfil the role of a modern professional police officer, I will be discussing key achievements, skills obtained and quality assurances by line managers. 

My experience so far as a police officer has been positive. The role entails many challenges both professionally and academically. Each aspect of the role develops me as a person and encourages me to perform to the highest standard. 

To begin, my starting process into the role entailed training with other officers in classroom-based activities and sessions to understand the core knowledge of policing. These ranged from understanding important pieces of legislation to role-playing elements. I performed comfortably in all sessions and scenarios and enjoyed by experience here. Each officer at the end of this training were required to complete and pass two examinations. These examinations were a test of our knowledge skills and suitability to move into front-line policing with support. I completed and passed both examinations first time, without need for any additional time or re-submits. 

Following on from classroom-based learning, I had then moved into learning on the front-line with a tutor. I enjoyed this experience a lot, as it allowed me to fully understand the various elements of a police officer, whilst also applying my new knowledge from training school, into real-life situations. My tutor praised multiple aspects of my development, with little feedback on matters to improve on. As a result, I was then allowed to progress onto a full shift of police officers, independently without the need of extensions. 

Throughout my journey on shift with other officers as independent, I have had to adapt to many changes within the last 2 years. This involved understanding the needs and complexities of the community that I would be serving, to ensuring that I remained up to date with force policies, legislation and understanding the importance of my role. 

To aid with this, I have always maintained a keen attitude to support those on my shift, regularly engage with members of the public, ensure I remained compliant with officer safety standards such as fitness and compliance, whilst also showing eagerness and interest with additional training elements such as taser training and method of entry training, which are both skills I have now obtained and regularly pass when required. 

In addition to keeping to high standards and following the codes of practices and ethics set by the College of Policing, I also regularly have reviews with my line-manager, to discuss my performance. To date, each review has been extremely positive with little criticism. Such positivity has enabled me to be considered as a tutor once I am out of probation. Having my line managers approval for this is highly rewarding and provide me with great confidence that I am progressing well within policing and that I am adapting to the requirements of a modern-day police officer. 

My final year as a probationer is now coming to an end. During this year, I have seen my role change immensely since beginning 2 year prior. To begin, I joined a shift with experienced officers, having already serves multiple years in the service. Now, I am considered the most senior on my shift, with added responsibilities and commitments. 

I am required to act in the best interest of my shift and help develop them to become better officers. This is because I am now seen as an experienced member within the service. According to data obtained by the Police Federation, the average attrition rate of new officers is 9.1% with 2,567 leavers from 28,173 recruits. (Police Federation). 

I can apply that data directly to my case, as I am one of the few remaining officers that are currently towards the end of their probation, with others having left at the start, throughout the middle and towards the end. 

When comparing my performance at the beginning of my probation, to now, I can clearly see that my attitude towards the role has shifted. During my initial training, I struggled to adapt and understand the educational side of the role, as I primarily did not see the correlation between learning materials and real-world scenarios. However, now, I can state that the elements that I have learnt during my probationary period, has allowed me to confidently lead as a senior member of staff, whilst also developing my own skills such as time management, professionalism and compassion.

Under the PEQF programme, along with regular training intervals and meetings with my line manager, I am able to not only reach the expected requirement of a police officer, but I also believe at times I have exceeded these expectations. I have achieved this by taking the codes of practices and ethics set by the college seriously. Part of this involves showing leadership, accountability, and fairness. I have shown leadership skills by taking added responsibilities as a senior member of my shift by assisting my colleagues with their workloads, delegating responsibilities when a sergeant isn’t present and offering advice and feedback. 

I take accountability seriously, as this can relate to honesty and integrity, which are two fundamental aspects within policing. I always ensure that I am open and honest with my mistakes and judgements but remaining fair when I act on these judgements. Comparing this behaviour now, to the beginning of my probation, I believe I have developed my skills to a good standard, not only for executing my duties professionally, but also personally. These skills are extremely transferrable in many aspects of life, as such, I am keen to continue to develop these and show willingness to learn more. 

To conclude, my understanding of the role of a police officer has greatly increased. Previously, I had wrongly assumed that it was simply a matter of legislation between right and wrong, upholding the values of society and maintaining public trust. However, as evident, there is much more to policing than officers. The processes, functions and partners in the background provide a sound understanding into the meaning of the role, whilst also providing the frameworks, qualifications and successes that are expected when joining the police service. 

Word count: 1854
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


  
	
Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?


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




ANSWER:

I will be critically evaluating the experiences social media provides, as a means to inform and engage with the communities policing serves, along with discussing force policies on using them, which ones are commonly used along with the benefits and risks of utilising social media channels within policing contexts. 
It is important to first understand what the term ‘social media’ means. Many sources and individuals define what social media is, differently. The University College London defines it as ‘technology that affords scalable sociality’ (University College London), whilst the British Broadcasting Channel (BBC) defines it as ‘Any form of electronic communication that enables users to share ideas, content, information and messages’ (BBC). The general consensus is that social media can be defined by any form of technological creation, that allows its users to share with others, across the internet. 
The ‘Taking Part Survey’, a continuous face to face household survey of adults aged 16 and over and children aged 5 to 15 years old in England conducted by the Department for Digital, Culture, Media & Sport found that in 2019/20 87% of respondents had used social media in the past 12 months, with over half of these (51%) accessing them multiple times a day. (Department for Digital, Culture, Media & Sport). 
With an ever-increasing presence online, this allows police forces a new way to engage with the public. The Association of Police and Crime Commissioners Chair Katy Bourne OBE said, “It’s by working together that we will be able to overcome the challenges associated with modernisation and make effective use of the technological opportunities available to us.”. (Association of Police and Crime Commissioners).
Making effective use of the technological opportunities social media has can be pivotal in continuing to build public relationships, confidence, and trust. Current use of social media in policing began back in 2008, where individual police officers began using social media sites with initiatives to aid them in their work, without much official support to begin with. Eventually, some degree of support would follow, from the force that they worked for, to eventually from the Association of Chief Police Officers (ACPO) as official sponsorships of social media use. 
To date, all police forces in England and Wales now utilise social media as part of their operations. Such uses required policies that each force would adhere to, when engaging on social media sites. Prior to 2014, forces across England and Wales were issued guidance on their uses by the 2010 Communications Advisory Group and the College of Policing’s 2013 Guidance on Relationships with the Media. Since 2014, these guidelines have been superseded by the Authorised professional practice (APP) guidance, which takes into account the Leveson Inquiry (part 1) into Culture, Practices and Ethics of the Press (2012) report, Her Majesty’s Inspectorate of Constabulary (HMIC) report, Without fear or favour published in 2011 and the College of Policing’s Code of Ethics. College of Policing (“Media Relations”). 
However, currently, there is no national set standard for how forces should use social media, as a result, each force will use social media differently. These can range from providing information about specific events, engaging with communities by sharing schemes and information to gathering intelligence and information, by police forces listening to what communities are saying is happening in their local areas. 
Providing information to communities on social media allows for new cost-effective ways a police force can inform members of the public in their area. There is no longer a greater need for officers to attend housing estates, distributing leaflets sharing information or advice, in its place, social media allows forces to quickly, and cheaply, provide information such as safety advice to local residents, up-to-date live information about potential hazards in their area and provide educational content such as how to stay safe online. 
Such example of a good use of providing information via social media are when dispersal orders are in place in a specific area. Many forces utilise social media to inform residents of times and dates these orders are in place, along with providing media content such as images, providing in-depth descriptive material for residents to help them better understand. 
Engaging with communities, using social media can be pivotal in swaying public perception of a police force and its effectiveness. 
As noted, social media at its core, allows users to share content with another quickly and cheaply. Police forces take advantage of this by uploading content such as videos about their day-to-day operations. Gwent Police recently created a TikTok social media account, uploading videos showing police officer’s training, the various tasks dog’s within the force do, and promoting their annual ‘Behind the Badge’ day, encouraging members of the public to attend their showcase of abilities. (Gwent Police).
When it comes to gathering intelligence and information on social media, these channels are an additional information stream for forces. Allowing users to directly contact them, information generated here can eventually turn into intelligence, all without physically deploying a police officer. Majority of forces in England and Wales offer the ability to report crime using social media, albeit for non-emergency incidents. Other use cases for information and intelligence, allows forces to directly upload CCTV footage or media appeals for individuals, without the cost of needing to either deploy officers physically showing content to members of the public while out walking their beat or printing leaflets of individuals they’d like to speak to.
With social media being a general term, encompassing many different services and products, it is particularly efficient for forces to use sites and services that already have most of the public on their site. 
The most popular social media platforms within the United Kingdom comprise of WhatsApp, Facebook, and Instagram. (Statista). Each of these sites offer different services and functionalities. WhatsApp provides private messaging and calling for free, to users across the globe (WhatsApp), Facebook allows its users to connect and share content with friends, family, businesses, and strangers online (Webwise), and Instagram being primarily a social site allowing users to upload photo’s to share with people they follow. (Instagram).
It is important that forces utilise the correct platform, whilst also ensuring that the tone in which they convey content be relevant and informative. Adhering to the Code of Ethics here enable this to function well. The two types of expressive use of social media by forces are displayed well if we compare Greater Manchester Police’s (GMP) use, against the Metropolitan Police Service’s (MPS) use. GMP use a more approaching style when sharing information online, such as using more expressive language, whilst MPS use more formal, descriptive language. For example, GMP shared the following, “Can you help identify these people? Check our Flickr gallery of wanted suspects and call 0800 092 0410 http://bit.ly/oyfZiN’”, whilst MPS shared “New CCTV images of people police need to identify on our Flickr page http://bit.ly/rnax8U Pls look and RT”. (Denef et al., 2013).
There are, however, inherently risks to social media usage. Paying particular attention to the demographic of social media users, to compromises and public perception of the sites, I’ll now be discussing the risks the police faces when using technology to assist their services, along with understanding the challenges forces may face. 
Social media sites are used majority by 16-34-year olds, with the usage of them getting smaller the older a person is. Statista (“UK: Looking at Social Media Sites and Apps by Age 2018 | Statista”). This shows a dangerous risk of heavily relying on social media sites, as users above these ages are less likely to engage with the content police share. Furthermore, older individuals are found to have no use cases for social media as it did not interest them or serve a purpose, with over 4.2 million people aged 65+ never having used the internet. (age UK). With this demographic having a particular vulnerability risk to them, it risks police forces abandoning certain services to these users, in favour of achieving efficiency and cost-saving measures. 
When discussing the compromises of using social media within policing, there are many aspects which may deem to be destructive of public confidence if guidance is not followed correctly. The Association of Chief Police Officers (ACPO) published guidelines on the safe use of social media by police officers and staff. The categories of risks identified in this report range from breach of trust, revealing personal information and bringing discredit to the force. (ACPO). 
Guidelines stated within this ACPO report state that information placed on the internet should be considered as public domain, as the risk of sharing information only intended for a private audience, may still leak to the public. An example of this could be the circulation of internal intelligence in relation to members of an organised crime gang. Should identities of these individuals be disclosed and made public, without prior convictions or policing reason, this can constitute multiple failings, not only in damaging public trust but also legally, by breaching the Data Protection Act or the General Data Protection Regulation.
Public perception is also paramount in ensuring an efficient policing service, as forces in the United Kingdom following the ‘Policing by Consent’ principle. Home Office (“Definition of Policing by Consent”). 
As it stands, public perception on policing in the United Kingdom can be impacted by a variety of factors, which includes the presence of police officers in a local area. Adults who reported seeing police officers on the street once a week or more, was 32% during 2013/14, but this has continued a downward trend since. (Office for National Statistics), with a reported 71% of respondents giving a positive rating of the police if they had reported high police visibility. 
The risks social media brings to this, is the need to send out police officers for tasks which can now be easily obtained via social media. As previously mentioned, there is now no longer a requirement for police officers to walk their local area, informing residents of risks or dangers, nor is there any need for police officers to visit a large area of their patch to obtain information for intelligence, as social media offers the ability to quickly disseminate information, efficiently. 
To conclude, social media can be used by police forces to engage and communicate with members of the public efficiently, whilst also providing some core aspects of policing, online without the need to spend resources. It can be used to build relationships with people that may have struggled to be in contact with police, whilst also allowing information to quickly shared and conveyed to multiple users at one point, all whilst saving money. However, the downsides of this is that should social media content be operated without any strict policies, guidelines, or care, then the potential damages to a force can be damning. In addition to potentially ostracising individuals in the older generation, social media can decrease policing visibility in the public eye, in return, further damaging the public’s perception on police. 
Word count: 1821.
















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.  


	
[bookmark: _Hlk130819787]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:

I will be critically evaluating and evidencing my flexibility in my leadership qualities, by looking into the different, unique styles and comparing how I adhere to each quality. Furthermore, I will be critically analysing my leadership strategies that I have developed to manage different situations and outlining the outcome of these strategies. Whilst efforts will be made to provide examples, I believe by analysing the benefits and risks of leadership strategies within policing context will provide more of an insight into their compatibility within the role of a police constable. 
According to the College of Policing, leadership expectations and what they look like in policing are defined by 5 stages, with stage 1 being everyone as a leader, incrementing then to stages above which are first-line leaders, mid-level leaders, senior leaders and chief officers and staff. College of Policing (“Leadership Expectations”). 
These stages each have similar expected and appropriate behaviours required from leaders at all levels. These being inspiring common purpose, developing and valuing people, building an inclusive workplace, leading across boundaries, performance, and improvement, and understanding self and others. These expectations are an integral part into the competency and value framework (CVF), which is the expectations of all staff and officers working in policing, defining relevant behaviours, competencies, and values, upholding the code of ethics. College of Policing (“Competency and Values Framework (CVF)”).
Leaders can build a strong sense of values and common purpose across all levels, with expectations to commit to the community they serve and remaining flexible and responsive to changes in situations. To assist with these changes, the use of the National Decision-making Model (NDM) is suitable to make decisions on spontaneous incidents operationally, for example. (College Of Policing). 
If we consider the leadership styles typically found in work environments, according to Indeed.com, there are eight common examples. A particular one that stands out in policing is the ‘Laissez-faire leadership style’, which is a style that focuses mostly on delegating tasks and encouraging accountability. (Indeed Editorial Team). This type of leadership style works well with individuals who are experienced and require little supervision on their work. However, for individuals who are less experienced and may need more guidance, this type of style can be challenging, with inexperienced colleagues feeling less supported by line managers.
When comparing the above leadership style, with the expectation of first-line leaders being to develop a team culture of debate and pursuit of common goals, this type of leadership style may be less suitable than that of a ‘Coaching leadership style’, which aims to promote the development skills of employees and encourage regular one-to-one feedback. So, it is important to understand the benefits and disadvantages of each leadership, paying particular attention to the style that better fits the individual and the person. 
I can evidence my use of different leadership styles within policing and my flexibility of their use, by discussing a policing incident in which I had a significant impact on the victim and my colleagues. 
An incident occurred whereby a woman had reported that her brother was outside her front door, holding a weapon and refusing to leave. Officers have attended the incident and apprehended the suspect. This stage is where I began to use the ‘Laissez-faire leadership style’. I set objectives to my colleagues in the matter of speaking with residents of the street to obtain accounts, ascertain any evidence such as CCTV and to reassure the public, as there were many onlookers in this incident. 
This worked well, as it encouraged each member of the team to be accountable for the work in which they are tasked with achieving, this being the ‘Golden Hour Principle’ of policing, a term used for when information is readily available to police after an incident. College of Policing (“Investigation Process”). 
Once the incident had been dealt with, will all enquiries completed, returning to the police station, I have then adapted the ‘Coaching leadership style’. I have done this to allow my team members to understand their actions clearly, with opportunities to discuss feedback and ways to improve in future. Should I have remained on the more task-initiating style, this could have been detrimental not only to the investigations, as key pieces of evidence may have been missed, but also to the individuals wellbeing and progression, as it would limit the discussions and building of relationships. 
If we consider the expected behaviours from all leaders across the police, according to the College of Policing, one being to develop and value people, the mixture of both leadership styles for me, worked well in inspiring a common purpose and understanding how each individuals goals form to build the teams broader strategic objective. 
According to LinkedIn.com, having a leadership strategy consists of utilising correct tasks and responsibilities, to effectively implement a strategy that achieves success. (Hodge). A good functioning strategy will consist of understanding the strengths and weaknesses of team members, delegating tasks based around their qualities and experience and providing that support to them, ensuring the necessary workplace mindset to succeed. Developing these skills personally, will allow me to build effective teams and creating a strong sense of accountability, thus increasing confidence. 
There is no set-term for defining what leadership means. The Chartered Institute of Personnel and Development (CIPD) states that it can be defined as a process of understanding motivation, leveraging it to achieve a common goal. (Chartered Institute of Personnel Development). Their reports state that when identifying individuals to develop their leadership qualities, organisations should look into their displays of honesty, integrity and strong more principles.  
Evidencing this, police officers are required to follow the policing Code of Ethics, as set by the College of Policing. These ethics set responsibilities and commitments to those working in policing, with such responsibilities demonstrating honest and integrity. A particular example with myself for this matter, involved informing a senior leader, an inspector, that due to work demand, I was unable to attend a priority-based incident (which is an incident police are required to attend within one hour). Demonstrating this level of honesty was well received by the inspector, and as a result, encouraged me to further focus on these qualities and understand their importance. 
Dealing with policing incidents involves strategic use of the National Decision-making model (NDM), in conjunction with utilising my leadership strategies that I have developed, demonstrates my leadership in a range of operational situations. Particular points of my strategies involve creating a good-working environment, encouraging confidence in team members and communicating effectively with everyone that I speak with. 
Indeed.com published ways to improve work environments, enabling a comfortable and positive experience for team members. Two of these ways involve getting to know your colleagues and building a strong culture within the workplace. Indeed Editorial Team (“20 Ways to Improve Your Work Environment”). Here, I encourage discussions within the team and ensure that support for each of them is available. I believe this to be important, as according to research conducted by the Harvard Business Review, teams thrive when there is a compelling direction that the organisation is heading, a strong structure and most importantly a supportive context. (Haas and Mortensen).
Having the ability to engage well with team members not only benefits work at a police station, but operationally too. It brings confidence boosts to team members and improved communication (Benenden Health), which are key qualities in a police officer to become effective at their duties. For example, an incident involving a distressed male inside an address, intent on ending their life, was dealt with confidently by all members of the team and encouraged good communication skills between them all, allowing for a good outcome of the situation. Discussions after this incident ensured that the team held compassion for another and were open to speak about their experience. Without that confidence or improved communication, this could have had a detrimental effect on their ability to perform well in other incidents. 
When considering leadership models used in policing, there is no model that guarantees good leadership. However, a police force can demonstrate good knowledge of effective leadership and the benefit it brings. Good leadership may consist of being open to change and quickly adapting to new and emerging trends, whilst also having the ability to challenge constructively in methods and processes, to achieve a common goal.
Good leadership, according to a report by His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMIC) allows for improvement in quality performance and is crucial for becoming a more efficient, effective, and legitimate police force. (HMIC). 
In response to how I am able to change my leadership style and strategy effectively, I encourage the use of multiple existing policing models, along with the code of ethics to perform at a standard that I not only expect to be achieving professionally, but also in my personal life.
The use of National decision-making Model (NDM) encourages me to think about the options available to me, and to understand the policies in place whilst also taking the time to review the outcome of my involvement. For example, dealing with a low-level offence involving children, I would handle this matter differently by being more friendly and using open dialogue, inspiring engagement with the children to understand their reasonings into why they have committed an offence. Should I adapt the same attitude towards a serious offence involving older individuals, may come across as condescending and unprofessional. 
The code of ethics ensures that whatever leadership style or strategy I employ, is used in accordance with how I am expected to handle crime, communicate with victims, and engage with colleagues. The code instils that I adhere to them for not only personal reasons, but for the purpose of building public confidence. I am able to effectively change my leadership styles and strategies operationally, by adhering to these ethics and with continuous use of the NDM.
To conclude, it is evident that there is no ‘size fits all’ with leadership techniques, models, or strategies. It is apparent that individuals with particular characteristics and traits of a leader are better developed within organisations that understand the importance of leadership, and the benefit it brings to both organisations and individuals. The College of Policing provide strong frameworks to all individuals within the police, ranging from initial entry routes such as the Police Education Qualifications Framework (PEQF) to the Competency and value framework (CVF). 
Enabling individuals, such as myself, to develop their professional progression inside the police service by recognising commitments such as honesty and integrity, whilst also providing solid expectations of each members required within the police, allows for good organisations qualities to benefit members of the public. I do, however, believe that the support police officer’s have in terms of recognising their leadership skills and encouragement are lacking. This is likely due to cost saving measures police forces across England and Wales have experienced since 2010, however, with the Policing Vision 2025 initiative nearing its completion, I believe this are will be improved upon.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

I will now be critically reflecting upon my time within probation. I will be particularly paying attention to the benefits of mentors and coaching, along with understanding if this process has helped me to achieve personal, professional, and organisational goals. I will be further looking into how this process has allowed me to learn, develop, and perform in the workplace as police officer, by considering different coaching definitions used along with the theories of mentoring and their benefits. To conclude, I will then be discussing how I provide feedback on the process, along with understanding the actions I take from receiving feedback. 
Mentoring, as defined by the College of Policing states ‘Mentoring is a relationship where a more experienced or knowledgeable person offers support, advice and guidance to help a less experienced person develop and progress.’. There are many aspects to mentoring, each with different techniques and goals. For example, traditional mentoring is having more of a focus on career and personal development, whereby the less experienced individual receives ongoing support and guidance from an individual considered to be experienced within a role. Additional mentoring options involve ‘Reverse Mentoring’, a process whereby in policing, trained front-line officers are matched with more senior leaders with the aim of increasing senior leader visibility and engagement. College of Policing (“Mentoring”). 
Having a professional relationship with a colleague for mentoring purposes can bring many benefits to individuals. These range from improving a personal and career-based development to leadership developments. According to University of the People, having mentorships within an organisation allows employees to take greater accountability of their development, whilst also exercising personal growth by having a personal and trustworthy source for advice. (University of the People). 
The process involves establishing that relationship, and working with individuals to identify goals, breaking them down to milestones and continuously evaluate the progress. College of Policing (“Coach/Mentor”). In my experience, I have had good relationships with all my tutors. They were approachable, friendly, and most importantly understanding. 
My initial progression into the police, particularly during the first weeks of my probation, were difficult. I am little knowledge of laws, procedures or how the role of a constable works. My tutor during this phase ensured that I remained committed to the role, regardless of the difficulties I would face, whilst also being compassionate and understanding of situations I face. This was paramount to me, as without that compassionate element, I believe I would have struggled to maintain my progression throughout probation, and potentially would have dismayed my interest in policing.
Personally, the process has allowed me to take the skills and abilities I have learnt during probation and apply them to cases outside of work. Particular examples involve having a strong professional attitude and being compassionate to all people I engage with. Prior to this, I would have described myself as immature and not fully understanding the importance of discipline and self-respect, with little regard to any future career developments. 
Professionally, the process has allowed me to garner greater confidence in my role, establishing a sound, underlying competency into both legislative practices, as well as policies both nationally and locally. During my probation, I have been receiving ongoing feedback and reports, both with a tutor and line manages, to identify any concerns or needs that I have. This has been of great benefit to me, as it allows me to focus on my qualities as a police officer more intensely, enabling me to confidently perform my role as a constable. 
In terms of organisationally if this process has helped achieved their goals, I believe it has done. Whilst engaging with my probation, I was subject to many operation changes during my time. These changes included a change of officers on my team, along with a change of line managers. I was required to adapt to new individuals and continue to build those existing relationships with previous colleagues, and bring the strengths from them, onto my new colleagues. 
As an organisation, I believe it is important to invest in their people. Without this investment of training and ongoing support from mentors within my probationary period, I believe I would have found it difficult to adapt to the needs of policing, whilst also trying to develop and maintain the new found skills and qualities I had found as a person working in policing. Should such a process not exist, and I was simply left to be held accountable on my own without that supportive structure, I believe this would have been detrimental towards my confidence as well as my mental health, which would encourage me to leave the role. Such a case would have had a negative impact on the organisation, as the monetary cost of training and employing a new officer can be expensive, particularly concerning considering these costs are absorbed by the general public. 
When it comes to learning and development within probation, there are many theories in place which aim to assist these, but most importantly, departments such as Learning & Development and Human Resources play an instrumental part in managing these opportunities to progress individuals. 
According to the Chartered Institute of Personnel and Development (CIPD), ‘The quality of coaching and the results it delivers depend on identifying appropriate performance gaps, choosing appropriate coaches and mentors, managing relationships and evaluating success.’. Identifying appropriate performance gaps during my probationary were regularly conducted by scheduling not only one-to-one meetings with my mentor, but by also having regular communications with my line manager. This is particularly important, as during my initial phase of probation, a quality was identified by my line manager with regards to taking statements from victim. This was a quality in which I struggled to achieve, but with the support from my line manager by understanding what a good statement is, to reviewing examples of such statements, allowed me to better understand how to write and take statements. 
My mentor further enabled this development skill, by explaining specific acronyms used in policing to structure statemen, such as ‘INSIDE’ (Introduction, Scene, Incident, Descriptions and End). As there is no set standard for what defines a mentor, in my opinion, this benefits the case as it allows for more fluid interactions and developmental goals, in place of having a set structure to adhere too. There are qualities that are agreed between mentoring definitions. Some of these include having a non-directive form of development, organisational and individual goals as well as better opportunities to assess strengths and improvements, all of which have been evidence during my probationary period with line manages and mentors. (CIPD).
In terms of personal applications of being mentored, the process has allowed me to build a better relationship with my line manager. The engagement with my line manager and mentor during probation allowed me to have more confidence in seeking support for personal matters, as it demonstrated to me that the mentoring is not only a professional requirement, but can be used as a method to improve my personal life. 
Engagement from the Learning and Development department has also been instrumental in progressing my career within the police. The department regularly offer training opportunities and career opportunities, whilst also recognising existing skills and maintaining efforts to refresh these skills regularly, in a timely manner. 
Such examples include opportunities to train ‘method of entry’ techniques, ability to handle weapons such as taser and learning how to drive safely and effectively on emergency basis, using emergency equipment like blue lights. Communications are regular and effective between myself and the department, allowing me to engage with existing opportunities within the service, and seeking further development opportunities should I wish. 
In regard to how I provide and receive feedback, currently during my probationary period, this is done both by the police force and the university. The mentorship I receive allows me to regularly provide feedback on how I am coping with the role, along with if there are any concerns that I have, along with ensuring that my wellbeing is good.
This is important as I function and perform well when I have a clear direction of my progress, whilst still maintaining that ability to ask questions and raise concerns, confidently. This further allows me to develop deeper relationships with my colleagues, whilst also benefiting my career to strengthen existing skills such as confidence. 
When being given feedback by both my mentor and the university, this is done by having regular meetings with the mentor, and by receiving feedback on my work by the university, along with having the option to attend sessions to discuss my work and ways to improve. Variety here is important, as should there have only been one way to communicate for my development, with no clear advice on how to obtain feedback, I believe I would have found it difficult to clearly demonstrate my feelings during my probation, along with having a sense of others not having interest in investing in myself.
These variety of options are helpful in many aspects of my probationary period, as it allows me to gauge how well I am progressing both professionally within my career, but also educationally, encouraging me to seek support via multiple methods.
The feedback received is concise, expands on ways to improve and encourages discussions around my development in order to succeed in this career.
Reflecting on the feedback I have received so far, I can state that it has been helpful in progressing through my probationary period at a pace that is comfortable, while also assisting me with my career. Each stage of feedback received, both in person on online, has proven instrumental in ensuring that I remain on path with my personal development by having that ability to engage with support and take on board positive criticism in relation to my work. 
To conclude, I have thoroughly enjoyed working both with my tutor in the force, alongside with the university, to progress my probationary period to not only be successful, but also to develop new skills I can attribute to my personal life, but also expanding on existing skills. Throughout this period, I have been offered many opportunities to develop my career onto progression paths I find interesting, whilst also still receiving regular feedback that was fair and constructive. 
The ability to engage with my mentor and line manager, in conjunction with the university has in my opinion, proven instrumental in ensuring that I achieve the status of a fully qualified police officer with confidence. The process was not treated as a standard benchmark to simply pass individuals from a check box exercise, but to encourage them to understand why they are doing academic work alongside their professional work.
The progression through probation was concise, well documented and encouraged me to work towards goals that would benefit myself professionally, personally and in return, benefit the organisation. Documentation, training materials and regular days to commit to my learning were readily available, allowing me to truly focus on my development with sufficient amount of time to complete and review my work.
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