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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:

Utilising elements from strategic plans published by the College of Policing, including ‘College of Policing’s five-year strategy’, ‘Workforce Transformation’ and the ‘Policing Vision 2025’, this assignment will critically evaluate how I have demonstrated the strategic vision of raising my own professional standards in line with the aforementioned strategies. I will utilise an incident in which I played a significant role to support this. This assignment will explore an incident which occurred during one of my shifts whilst attached to the emergency response department. This incident will show how I played a significant role to a victim of crime and how it has also enabled me to critically reflect as a newly qualified police officer observing how the role of a police officer has changed and developed. Through, drawing on knowledge from the College of Policing I will demonstrate how the strategic role of the College of Policing has impacted on professionalising policing in the UK and therefore my own policing practice. Linking this to change management principles I will demonstrate how elements of this principle can be demonstrated within the policing strategic plans. I will be using the Borton Reflective Tool (Dabell, 2018) to reflect on the incident, and also evidence how I am working to fulfil the role of a modern professional police officer now in my final year. I will discuss the legislative contexts which supported my decision making and thus actions taken when dealing with the incident.


The College of Policing plays a crucial strategic role in shaping and advancing policing in the United Kingdom. Without this there would be no set of professional standards by which police officers are held accountable.  As evidenced within the Corporate strategy (2022), in which the main purposes are “to support everyone in policing to reduce crime and keep people safe... To boost professionalism, drive consistency and improve leadership”. Many of the strategic aims within this framework lends themselves towards driving and promoting professionalism. According to College of Policing Corporate Strategy Review (2022) we can see the report has identified three core factors to promote change, ‘Sharing knowledge and good practice’, ‘Setting standards’ and ‘Supporting professional development. The report states:

“We provide the evidence base for what works in policing, support innovation and ensure that policing professionals have access to the latest information on how best to prevent crime and keep people safe” (Corporate strategy, 2022).

Considering the core function as a whole we can see how research has informed practice and driven forward change in order to put in place structures for officers and victims to feel supported. The review sets out a five-stage plan in order to effective implement change and evidence impact. Firstly, building trust and a fair culture; with the second noted as transforming police leadership. The third stage: supporting career-long professional development and wellbeing. The fourth stage, boosting core skills. And finally, the fifth stage, strengthening innovation and implementing what works. The structure and organisation of this strategy, draws parallel’s with ‘change management’ principles, in which a set of structures are utilised in order to support and promote change. The final stage demonstrates the importance of the final stage ensuring that change is sustainable and effective. This draws upon ‘change management’ principles in which the ‘zone of engagement’ demonstrates the impact and success of whether change truly has been embedded and therefore successful. 
(Hult EF Corporate Education, n.d.)

The role of a Police Officer is one constantly under scrutiny. For example, the role of the Commissioner’s strategic board is to provide a ‘critical friend’ in order to challenge or question any behaviour which may cause concern to the public (South Wales Commissioner, n.d.) In doing so processes are put in place to ensure the strategic aims of Sharing knowledge and good practice’, ‘Setting standards’ and ‘Supporting professional development within the five-year strategy are clear and put in place. With initiatives been introduced to modernised policing practice, for example introduction of body-worn cameras in 2005 (College of Policing, 2021) and tasers in 2003 (College of Policing, 2022a). Both resources aim to support and safeguard both officers and the general public. A report published by the College of Policing in 2021 demonstrates that complaints against police have dropped since in introduction of BWC (body-worn cameras), as well as a higher-levels of ‘self-awareness’ from officers when on shift. (College of Policing, 2021). Encompassing this with the Commissioners strategic board alongside the relevant policies related to these resources ensure professional standards are clear and any breech of these standards come with clear consequences.   

Having now been in the role for two years I can reflect on the development I have personal witnessed within myself. One event which I feel evidence this includes a recent call in which I was asked to attend a situation involving a young male who was demonstrating behaviours which concerned officers regarding his mental health. The male in question had threatened to take his own life whilst inside his home. 
The Policing Vison 2025 report states; “police need to develop a proactive and sophisticated understanding of community needs to keep people safe, particularly as communities become more diverse and complex” (2019).

The incident in question, included a complex situation in which a ‘proactive’ and ‘sophisticated understanding’ of the interaction was needed in order to ensure the male was kept safe. Therefore, in line with the Policing Vision report (2019) this incident demonstrated the need to help and support complex people within our community. In the first my instance I used my mobile device to contact the male whilst outside the property. My reasoning for doing this was to give the male warning and not alarm the male of our presence and create the possibility that he may react impulsively. Having now been in service for two years I understand that with calls which include mental health elements it is vital that officers lead with patience and empathy. Linking back to ‘raising professional standards’ as stated in the Corporate strategy (2019), this I feel is an important accommodation that police officers need to make in order to positively impact on a situation. Without this patience and empathy one call could potentially change the course of a person’s life. Demonstrating how important it is for police officers to follow a set of professional standards, as we will usually interact with the public during crisis’ or difficult periods within their lives. 

Returning to the incident, the male stated that he was in possession of a knife and intended to harm himself. Building up a rapport with the male was my immediate strategic decision, as I needed him to remain calm. My risk assessment of the situation was that had I used force to enter his property his anxiety would have been heightened and I could not control any choices or reactions he may have had to this event. Therefore, through talking to him calmly at a distance and through the phone the male agreed to let me into the property. I explained I was a taser officer and it was for my protection if anyone poses a threat, I wanted to ensure he had no surprises when he first saw me and therefore would become further agitated, again if this were to happen I would no longer be in control of the situation.  After a brief conversation the male he agreed to speak to the mental health team and therefore gain some professional support. 

According to Samaritans (2021) research, we can see the most common age for a male to commit suicide is between the ages of 50-55, to which this male would be categorised. It came as a shock to me that the greatest killer of males between the age of 35-39 is suicide. Understandably then, the police are called to a great number of potential suicides and mental health calls each day. Which again demonstrates the importance and need for professional standards. Had my decision making been different on this day, and had I taken a more ‘reactive’ approach to the male, the consequences could have been completely different. 

I received a thank you letter from the male following the incident, which enabled me to reflect and use this incident as a ‘blueprint’ as to how further support those in a mental health crisis in the future. 

Leading onto reflection, when focusing upon how my final year of probation has seen the role as a police officer change, I will utilise the ‘The Borton Reflective Tool’ (Dabell, 2018) to help reflect on my service so far. 

Dabell (2018) model for reflection enables its user to ask three important questions; firstly, ‘what happened’, secondly ‘so what’, what did this mean and how did it impact. And lastly ‘now what’, moving forward how will the reflections support future practice. 

Initially, when first joining the force, I was brought to the realisation that I will be meeting people at crisis point or during their most time of need. I was being called to situations in which people felt they have lost control and needed help and support.  Being constantly called to conflicts, or problem solving continuously day to day can take a toll on your own mental health. When asking myself ‘what happened?’ I can see that my own mental health is an aspect which I need to ensure I keep healthy and secure, in order to be the best police officer, I can be. 

Utilising Dabell’s (2018) second reflective question ‘so what’ I am able to reflect on the positive impact I had, for example during the aforementioned incident. Despite the pressure and difficulties which may occur when having to constantly problem solve or resolve conflict there does come a sense of achievement or pride when supporting communities in which we serve. The change I can see now from when I initially started has enabled me to become a more effective, empathetic and therefore effective police officer. 

Finally in Dabell’s third question ‘now what, how can this be improved’ (2018). Upon reflection my view of policing as changed since from when I joined the force a quote I found useful and help with critically reflection throughout my years of services so far:

“Self-reflection is the gateway to freedom. It also brings greater appreciation and enjoyment. We begin to enjoy spending time with our own mind, and we enjoy reflecting on our experience of the teachings” (Pangilinan, 2021).

With regards to this, by engaging in self-reflection activities, I have been able to question my own practice and how to improve. Therefore, displaying how I, myself can connect with aims set out in the Corporate Strategy (2021), raising my own professional standards. Linking in with ‘raising professional standards’, the quote above emphasises this and the importance of self-reflection in order to continually develop and improve. Elements which all the College of Policing aim to support when supporting policing within the UK (Corporate strategy, 2022).



In conclusion, this assignment has demonstrated how the College of Policing’s strategic plans including; the College of Policing’s five year strategy’, ‘Workforce Transformation’ and the ‘Policing Vision 2025’, have all had direct impact on policing within the UK. Demonstrating this through my own practice I have shown how the importance and accountability of ‘professional standards’ and practice has developed my own policing style through patience and empathy when dealing with situations. Through the incident with the male who displayed mental health issues, I have shown how these standards are imperative when dealing with calls in order to gain the best possible outcome. Therefore, feeding back into the process of change management when implementing developments and processes which come from higher authorities’ and strategies and how it impacts those ‘on the ground’ to provide the best possible service for the public. 
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Task 2

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


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

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


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




ANSWER:


Engaging with the public is a critical and crucial aspect of policing. Ensuring you are supported by the local community can positively influence on how an area is policed. The College of Policing demonstrate this:

“Without the cooperation of the public, policing in developed democracies would become essentially unworkable. In simple terms, the police service would cease to function without the active support of the communities it serves” (2013). 

In 2024, one way in which the police can reach the wider community it serves is via social media. This assignment will evaluate my experiences of social media as a medium to inform and engage the community. Utilising an incident which I supported that included a member of the public exploiting social media for personal gratification, I will demonstrate how I played a part in using the police’s links to social media in order to support the victim and the relevant legislation which underpinned the investigations. I will utilise the force policy on using social media and how it can be used in a positive way to engage with the community. Finally, attention will turn to whether there are any risks when utilising social media as a resource, and whether the benefits outweigh the risks in order for this resource to be a valuable strategy of modern-day policing. 

When looking at social media as a policing resource it is important to consider the sheer magnitude of social media as an entity, its networks and how wide it can span. This alone can prove how valuable a resource it may be to the policing structure. Reaching many communities and individuals who may not previously have engaged with the policing community, social media has no barriers or boundaries with regards to age, sex, race or abilities. From looking at its early conception; Facebook, the largest social media platform in the world, had 2.4 billion users in 2019 (Ortiz-Ospina, 2019). Other social media platforms, including YouTube and WhatsApp, also had over one billion users each. This demonstrates the volume of participants using this network. In 2019, there were 7.7 billion people worldwide, with at least 3.5 billion online. This means social media platforms were used by one in three people worldwide and more than two-thirds of all Internet users. (Ortiz-Ospina, 2019). From Ortiz-Ospina (2019) research we can see the vast amount of people that use social media. This has grown dramatically since the first major social account to reach one million active users was from ‘Myspace’ in 2004 (Ortiz-Ospina, 2019). In only 20 years the world has evolved and change in such a way it now is imbedded within our communication style. From this we can see that it almost essential that the policing service need to move with these changes in communication and adopted them to suit and support policing practices. This is why most of the UK use social media as a form on communication; it shows the public that policing is keeping up with current trends. A change is currently happening within the force where new technology is being introduced across all roles in an attempt to not be left behind.
South Wales police force state: 

“We use social media as an additional means to engage with our communities. We want to keep you, our followers, informed of what’s happening in your area and provide you with crime prevention advice. We also know that you can be invaluable in assisting us with appeals for information “(South Wales Police, n.d.)


With this in mind. social media has only been a recent invention. prior to this police forces had to take other steps to try and interact with the public. One of these intelligent ideas was a tv show called Crimewatch a British television programme which dramatised crimes in the UK in order to reach members of the audience which may assist in solving a crime. (Wikipedia, 2021)

This was just one of many tactics police forces use to gain interaction with the public as forces knew without the public support policing is impossible. 

An earlier example of this includes the ‘Police Box’. Police Boxes were utilised in the 1920s as a mode of communication with the public, as even as far back as one hundred years ago the British police force noticed the importance for communicate with the public was the best chance of having stability within society. (Stewart, 1994).


These examples demonstrate that even before social media, efforts have been made to keep communication within our communities as a recognised and important resource. 

Upon joining the police force, it is reiterated the importance of your own digital footprint. You are reminded of the impact you have on the public, even when off duty it is important you are held to a professional standard. Officer’s personal social media account are included, as they can be used as a reflection of yourself as an officer and in turn a reflection on the force. An example of where this can go wrong includes;

“In December 2020, several Metropolitan Police Service officers received final written warnings for gross misconduct after sharing text messages which contained offensive references to people with disabilities and jokes about rape, paedophilia, racism, and homophobia” (IOPC, 2021).

The officers involved in the incidents which resulted in the above consequences clearly had broken the requirements set out in the forces policy regarding social media.  Not only did these officers discredit themselves by their actions, but the consequences of these incidents impacted on public perceptions of the police. Which can be argued is one way in which the police force aim to use social media to demonstrate a more positive view on public opinion. 



Attention shall now turn to an incident in which I played a significant role as a police officer. Having looked for a particular suspect for several months who was wanted on a serious offence, as a team we were struggling to locate his whereabouts. It was alleged that the suspect had stolen their partner’s phone and posted exposing picture of the victim. The victim stated they felt great shame as the purpose of these pictures where for private use and not for the general public. In terms of legislation, the Criminal Justice and Courts Act 2015 – Section 33, disclosing private sexual photographs and films with intent to cause distress was utilised within this case. Which states:

 ‘It is an offence for a person to disclose a private sexual photograph or film if the disclosure is made:
(a)without the consent of an individual who appears in the photograph or film, and
(b)with the intention of causing that individual distress.’ (Criminal Justice and Courts Act 2015, s.33 available at legislation.gov.uk, (accessed 25th February 2024.)

This is a triable either way and carry with it a maximum sentence of two years imprisonment. 


Efforts were made for several weeks before the force decided to release personal information about this suspect. Being mindful that suspects have rights to privacy is important. In addition to this it was imperative that we had enough evidence to conclude that the suspect would be found guilty of the aforementioned charge. The decision to utilise social media was not taken lightly, as demonstrated in the College of Policing; 

‘Suspects should not be identified to the media (by disclosing names or other identifying information) prior to the point of charge, except where justified by clear circumstances, such as a threat to life, the prevention or detection of crime, or a matter of public interest and confidence’. (College of Policing, 2022)

With this in mind it was important to also be mindful of public reaction; there is a risk to also be aware of the local community, the personal community of the suspect and victim, as well as those who may wish to ‘help’ the police in a more disingenuous way. Safeguarding is an upmost concern with regards to utilising this resource and therefore it is imperative that practice follow policies. Within the aforementioned incident involving social media it was decided the suspect who was ‘wanted’ would have his picture published on social media; This was tactical as the general public are useful sources of information. The suspect personal details would be redacted as this is policy and all that would be published would be a picture asking for the public to contact if they had any information; prior to this post I had a handful lines of enquires. Within half an hour of the post going live on several social media sites, I gained information regarding the suspects current address, place of work, recent places visited and other helpful pieces of evidence which meant we were able to track him. The suspect was then arrested, and charges was bought to them by CPS. 

I believe that without that post on social media platforms his suspect may have evaded police for a length of time. Without the public help this wouldn’t have been possible. This shows the benefits of the use of social media within the police when used correctly and effectively. 


Many Police forces around the United Kingdom use a plethora of social media platforms, from X, (formally know as twitter) to Facebook and even more recently social media companies like TikTok or Instagram. One rationale for this includes demonstrating transparency to the public, ensuring that the force values of showing Honesty and Integrity are highlighted and the public are aware of the standards of professional behaviour. 



It must also be recognised that where there are benefits of social media and its networks on policing practice, there may also be risks. One example of this includes an incident in 2021, where the West Yorkshire police force Facebook account was hacked. It has been reported by Grieveson-Smith (2021) that West Yorkshire had appealed to the public for any information regarding a missing female. When hacked, the post was replaced by an ‘inappropriate image and description’. This understandably caused public outrage by the surrounding community. The post was quickly deleted by the West Yorkshire media team, but it was too late; During the time the post was left up the image was able to be shared 89 times prior to being removed.  This report alone can show the damage that can be caused by the use of social media by Grieveson-Smith (2021).

Situations like this may cause the public to lose trust, something which can take a large amount of time to build can be ruined in a matter of moments. The comments posted would have likely caused so much stress to the family involved and especially to the parents who child was missing. 
In turn with any social media account, the police are unable to control any outside comments or replies to posts. This can be a difficulty when wanting to maintain a positive presence within the social media world. However, as demonstrated by the BBC in 2012 ‘If the police do not have an official social media presence, unauthorised channels will spring up in their place, the report says; ‘Police forces with strong social media presences have better relationships with the citizens they are policing, researchers claim.’ Their study involved several European countries’ (BBC, 2012). This demonstrates that the rewards in utilising social media as a resource outweigh the risk and therefore make it a valuable entity. 

This assignment has demonstrated the benefits of social media as a resource utilised by the police in a modern world. By using an example of when I used social media as a policing resource this assignment has shown the benefits of involving the public when policing local communities. Despite the negative outcomes which may occur from utilising technology and social media, this assignment has shown how the police force as a whole can be supported through their positive presence on social media. Linking to other resources in the past this assignment has shown how social media is now used as another means to engage with the public and support a positive policing approach, engaging with the community rather than against them. 

Word count – 1998





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:


This assignment will critically evaluate and evidence my flexibility in my own leadership style. Drawing on traditional leadership styles, I will utilise Lewis’ three definitions of leadership (Thompson et al, 2020). And how this links with the policing structure. I will analyse my own leadership dispositions and behaviours and how my practice demonstrates these important skills and attributes and how I have developed these over the course of my probation. In addition to this I will make links with authors such as Matthew Syed and James Kerr when analysing my own leadership style, addressing their viewpoints on the importance of ‘diverse thinking’ and ‘marginal gains’. In addition to this I will utilise the ‘College of Policing’s Standards for Leadership Foundations’, I will evidence how I have shown these standards within three specific incidents which demonstrate a range of calls which have occurred whilst I have been on duty, in which I needed to ‘lead’ specific operational situations and make decisions for the public’s interest.  Finally introducing the Borton Reflective Tool to help me critically reflect (Dabell 2018), including; the three questions of ‘what’, ‘so what’ and ‘what next’ to support my reflective practice. I will consider the journey I have made as a leader thus far, and my next steps for professional development. 


An important aspect of any police officer role is to ‘lead’. This may not be in the traditional sense of being a ‘manager’ or ‘co-ordinator’, however, with each incident in which we are called to, we are expected as individuals to ‘lead’. Making important decisions, problem solving and looking for the best possible outcome each time. In addition to this, listening to our partner officers and making informed decisions based on all evidence presented to us. The College of Policing recognise this and have created a set of standards for all levels of leadership within the police. ‘Stage One – standards for leadership foundations’ addresses dispositions which are imperative for all members of policing staff when supporting the public. Within these standards it is highlighted that the Code of Ethics must be adhered to at all times. Other aspects include; promoting an ‘inclusive culture’, ‘using problems solving approaches’ and ‘evidence-based decisions’, ‘managing own wellbeing and resilience’ and using ‘reflection and engaging in professional development.’ (College of Policing, 2023).

From these sets of standards we can see that even within probation a police officer is viewed as a leader and held to account by the aforementioned points. 

Thompson et al. (2020) reports that Kurt Lewis was pioneer of “leadership psychology”. Researching and conducting experiments on “concerning decision-making styles and their influence on three different styles of leadership” Thompson et al (2020).

The first style being ‘Autocratic’ whereby leaders make the executive decision without consultation followers. The second style is called ‘Democratic’ where followers are involved in decision making but leaders make the final decision based on group consensus. The final style being ‘Laissez-Faire’ which states, there is minimal decision-making by the leader; with followers making decisions on their own and dealing with the consequences. All styles are popular today with each having their own positives and negatives depending on the team dynamic.


Working within a diverse team is an important consideration when leading within our roles. Structures are put in place for a sergeant to lead the team and within many teams this may appear as an ‘autocratic’ leadership style, in which a decision is made and those being ‘led’ must follow. This may be a common misconception, and linking back to the standards of leadership from the College of Policing we can see that ‘inclusive cultures’ and ‘problem solving’ are active elements which are promoted. This may lend more towards a ‘democratic’ leadership style and is mirrored by Syed’s concepts in which he celebrates “diverse thinking” (2021, pp.97–99).

Syed analyses the importance of having a diverse and inclusive way of thinking when working in teams. Stating the importance of each members opinion as they each bring different experiences to enable effective problem solving. This is particularly pertinent when reflecting upon an incident in which my team supported involving a family from a South Asian heritage. The incident in question involved a family that seemed to have had a verbal disagreement. Other officers were called to the scene and made initial enquiries into the incidents. However, with the absence of understanding the cultural aspects of the family the officers misinterpreted the communication for aggression. Following a call for more assistance as the situation was escalating, I was then asked to attend. From talking with the family, I could see that the officer’s presence became an aggravating factor in this situation and the officers who initially attended may have misread the events. The female in this report explained, once calm, that this however was not just a verbal argument but was in fact an assault.  This was a valuable piece of information which may have been missed had I not have some understanding of the culture way of communicating and the significance of this.

Syed describes this as ‘building collective intelligence (2021, p67). Within this incident I was able to provide a piece of information which could piece together the problem. In another incident, it may have been another member of my team from a different background, race or gender who may have been able to provide an unique insight which could support. Syed demonstrates how ‘leaders’ need active participants and a diverse team to enable success. When linking this with the police force, we can see how this would only be of benefit when working within diverse communities which we serve. 

Reflecting back on a particular incident in which I was supporting a Saturday Night Wind Street patrol. This patrol takes place in the city centre, in which officers patrol the area in which the majority of Swansea nightclubs, bars and other establishments are located. The aim of this patrol is to support the local community with regards to anti-social and drunk and disorderly behaviour. Being a visible entity within itself can often be a deterrent for issues arising. However, on this occasion there had been a fight between two groups of youths which escalated. Officers had previously dispersed the groups, however we had intelligence from CCTV officers that the youths were gathering again. As the most experienced officer present at that moment I took charge, I requested three units attend to obtain what the facts were at this stage, an officers with less service suggested the assistance of a dog unit as he was made aware one was close by. I agreed and this officer was tasked with arranging that. The units I sent to see what had been happening contacted myself to confirm a fight was taking place and for this I had to become autocratic requesting more units to attend to safeguard the officers and possible victims but also to preserve any evidence and apprehend any suspects.

This incident highlights the need for leadership styles to be more fluid within certain situations. Particularly within the police, where an element of danger is involved and the public’s interest to be taken into account, there are decisions which need to be made imminently in order to protect and preserve the public’s safety. 

I had previously not viewed myself or my role as a ‘leader’, but upon reflection I can see how I embodied the leadership dispositions described in the ‘Standards of Leadership’ College of Policing (2023). In addition to this when linking this to Lewis’ leadership styles (Thompson et al,. 2020). I can understand how I followed the democratic leadership style, by taking others opinions into account, but ultimately having the final say.  

Utilising Borton reflective tool (2018) and the three questions used to support ‘reflection’ I will consider on my time within probation and how my own leadership style has developed. The Borton Reflective tool (2018). Asks ‘what’, ‘so what’ and ‘now what’ as a means to reflect upon where practice begun, where we are today and how we can move our practice forward. This I feel has been an effective model to use particularly when reflecting on my own journey as a leader. As previously mentioned at the beginning of my probation I would not have considered myself as a ‘leader’. When addressing Dabell’s question of ‘what’ I consider what makes a good leader. The leadership standards as created by the College of Policing set out a ‘benchmark for the leadership knowledge, understanding, skills, attitudes and behaviours’ (College of Policing, 2023). When reflecting on these I can see how within every interaction and incident I deal with I display these dispositions in order to support effectively. When addressing Dabell’s (2018) question of ‘so what’, I can reflect on what stage of leadership I feel I currently am working within. Stage two of the standards for first-line leaders (College of Policing) state, to ‘lead a team to act in the public interest’. Although I am currently in probation and working as a response officer I feel I have demonstrated elements of this standard, within many of my caseloads. For example when dealing with one incident, the conclusion revealed a completely difference outcome to one expected. This involved what came to be a mental health call, following a woman’s reports of secret agents from the USA tracking and monitoring her home. Regardless of the reality in the matter I provided reassurance and investigated the matter fully. Due to this the female and I built trust whereby I suggested she seek mental health support, The female did, and I received a card from family members stating the female had suffered for years with mental health issues and never requested help until I took the time to help and support.

Finally, when addressing the ‘now what’ aspect of Dabell’s reflection, I will also draw upon James Kerr’s concept of marginal gains (2013.) James Kerr analyses the rugby team the ‘All Blacks’ and what their leadership styles can teach us. Their ethos of ‘marginal gains’ is one in which I feel is particularly pertinent to me. The idea being that as long as you are becoming 1% better each day then you are moving in a forward direction. My ‘now what’ reflection is to ensure that as long as I am developing, not matter whether in small incremental steps, then that is progress. This I feel has supported my own well-being and mental health greatly during my probation. Moving forward, I will take this theory into supporting other colleagues in the future. This has also enabled me to ‘take a step back’ at certain points during the past three years and witness how regular “marginal gains” (Kerr 2013), can add up to leaps forward in progress.  

In conclusion, this assignment has critically evaluated and evidenced my own flexibility in leadership style. By drawing on specific incidents in which I displayed leadership dispositions this assignment has demonstrated how I have followed the College of Policing’s ‘leadership standards’ within practical and operational situations. Leaning towards a more ‘democratic’ leadership style as described by Lewis (Thompson 2020), this assignment has demonstrated how my own personal ethos of valuing everyone’s opinions and ideas has pertinence within a team structure as evidence by Matthew Syed’s concept of ‘diverse thinking.’ In contrast to this utilising the incident in which I had to move towards a more ‘autocratic’ leadership style (Thompson 2020), this assignment has demonstrated how leadership styles can be fluid and therefore adapt to changing situations, particularly where an element of danger is present. Reflecting on my own practice and probation period this assignment has demonstrated my personal journey of not necessarily viewing myself as a ‘leader’, to now ensuring my own responsibility and accountability for making ‘marginal gains’ (Kerr 2013) each day to progress and develop further my leadership styles and dispositions. 
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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:


This assignment will critically reflect on my three-year probation. Reflecting back on the past three years I will analyse how the principles of mentoring and coaching have supported me to meet personal and professional goals, as well as support my role develop within the organisation. From my experiences during my twelve-week tutorship to other opportunities which I have engaged in which have followed mentoring principles, including specific attachments within different departments to courses such as ATLAS, I will evaluate how these structures have aided my own learning and development within the police. Utilising the College of Policing’s policy on mentoring (College of Policing, 2023b). As well as the Competency and values framework (College of Policing, 2017).

 I will demonstrate how these structures are well embedded within the policing service. And in turn how I have provided mentoring within my team to other colleagues. Initially I will look at the definition of coaching and mentoring, the similarities and differences. I will critique my experiences with both these systems and highlight aspects in which I feel further support could have been provided. 

When discussing the role of mentoring and coaching within the police service, particularly with regards to new recruits and the three-year probation period it is important to firstly define what ‘coaching’ and ‘mentoring’ is, the similarities between the two concepts and the differences. As defined by Hayden (2023)
both strategies are ‘development approaches based on one-to-one conversations to enhance an individuals skills, knowledge or work performance.’ From this definition alone we can see the vital role both coaching and mentoring play with police officers new to the role. The definition alludes to the fact that a mentee would be supported by a senior person in order to learn and develop from. Coaching is defined as focusing on a ‘specific skills and goals’ (Hayden 2023) and is a ‘non-directive form of development’. (Hayden 2023). Here we can see the importance of the one-to-one interaction as coaching relies heavily on the participant reflecting on their own performance and guiding the conversation based on their own outcomes. Mentoring is described as a process in which a ‘more experienced colleague shares their greater knowledge to support the development of an inexperienced individual.’ This in my experience would be where my twelve-week tutorship, as well as attachments within specific departments would fit over the course of the past three years. Both coaching and mentoring are meant to be a supportive process, both with the shared goal of raising professional standards and supporting reflective practice. Whilst coaching may be more time constrained, mentoring can be ongoing and be provided by various sources at different stages in a person’s career. Within my twelve-week tutorship I was allocated a specific mentor, whose role was to support practically the concepts and legislative learning I had undertaken during my time as a student within Police Headquarters. By modelling best practice and learning whilst doing my mentor’s role was to ensure that following the twelve-week period I was competent enough to be attached to a team and be an active response officer. 

The College of Policing set out a framework for ‘Competency and Values’ which all officers must adhere to. Each member of the policing team should embed these values within their work and the framework splits each competency into three levels depending on which level an officer is deemed to be, from a practitioner to senior executive (College of Policing, 2016). These competencies display the role of the mentor and mentee within the role of police. It is the role of the mentor to ensure that the mentee is held to account using this framework in order to ensure that once ‘signed off’ from tutorship they are able to be an effective and supportive police officer. 

Whilst on tutorship I was I turned a particularly negative experience into a positive through my own initiative and mindset. Unfortunately, my mentor was signed off sick for a large proportion of my twelve-week probation. This had a significant impact on my learning pathway, I was worried would something I had no control of impact my dream job and hinder the process, I felt I put in so much effort going thought the police application stage, from the length of time waiting to hear back from vetting to fitness and medical test, I felt I put in so much effort and now there was a possibility I may have to be moved or worst held back awaiting a few tutor that was willing to take me on with such short notice. I tried to do everything I could to learn from other experienced officers and worked with different teams in different stations in an attempt to try and meet as much officers as possible to try and see what skills I could see and us.

However, having built strong bonds with other members of the I was initially teamed up with and other departments other colleagues stepped in to support me enabling me to complete my tutorship successfully. I have learnt from the experience and feel that in fact I have benefitted from drawing upon a number of officer’s experiences rather than relying on one mentor to coach and lead my journey. I have instead taken positive experiences from various officers policing style and leadership techniques.  Upon reflection, I feel this has supported my understanding as I was able to gain a wide and diverse experience of differing policing styles. I took elements of others policing ethos and was able to use this to build my own set of values. This I believe I may not have been able to do had I just had one mentor throughout the probation period. This experience has also enabled me to be more empathetic with regards to new recruits, in which I can use my experience to support and mentor them with more patience and empathy. 

One attachment however, in which I have benefitted from mentoring included a period of time in which I was attached to Criminal Investigations department (CID). 
I was attached to a case in which there was an outstanding suspect with regards to a serious offence. The CID team I was attached to had up until this point struggled to locate him. In order to assist with this I introduced them to a tool, which is utilised regularly on response, called; ‘Nexus’, which enables staff to searches and collates all information held on police databases. This was used to search his phone number and we could see that he had given his details over to an officer who currently investigating a theft which he had been a witness of. This enabled us to pinpoint his last location which led to covert CCTV enquiries tracking him down to an address. This was a piece of my own experience which I was able to impart on another task force.  

This example demonstrates how “an effective mentoring relationship is where there are learning opportunities for both participants, encouraging joint sharing and learning” (College of Policing, 2023b).
 
From this experience and attachment, I feel I have a better understanding of my own professional development, goals and further interests. This attachment has enabled me to see that CID may be an area in which I would like to explore further in my future as a serving police officer. 

Over the past three-years I have been fortunate to engage in further professional development such as taser and driving courses. It has been during these experiences, in addition to my period as a student officer, that I have engaged with ‘coaching’ principles. During my taser course the lead engaged in ‘pre-brief’s’ and ‘debriefs’ (Wood et al., 2022, p.136).

Wood et al. (2022). describes coaching within a policing context as a format which enables the participant to actively reflect before or after an incident in order to question and develop their own professional competency. Blackstone (2022) highlight the importance “critical thinking and reflective practice…particularly to aid your own development and think about what you may do differently next time.” A particular scenario comes to mind during my taser course which I feel demonstrates this. When I attempted my first solo scenario where I was required to taser a person who appeared to be self-harming, I miss fired, missing the intended target. My tutors were able to discuss with me this scenario and offer that reassurance and reminded me about the phrase ‘Critical thinking’ and with this I was able to reflect and identify that anxiety around holding a firearm may have been the cause of the misfire and how I could use ‘critical thinking’ to support my own thought processes during the next try, to which I was successful.

Both coaching and mentoring provide opportunities for ‘reflective practice’, this is highlighted as an important aspect for any serving police officer (Blackstone 2022 p142). Constantly reflecting and asking ‘how can this be improved’ is one way in which we can ensure we are adhering to the Competency and Values Framework as well as constantly striving to become better officers. I was fortunate enough to attend the ATLAS course provided by South Wales Police. An initiative which provided further support for those from ethnic minority backgrounds. This initiative was supported by the Join Equality Plan 2019-2023 (www.south-wales.police.uk, 2023).

Providing both mentoring and coaching opportunities for newly qualified police officers in order to support their pathway to leadership. During this course myself and other participants had many opportunities to engage in coaching and reflect on our own strengths, weaknesses and journeys which could enable us to move onto the next level of policing. 

In my current team, I can see how the role of the mentor has come full circle, and now I can reflect on my role with newer recruits into my team. One example of this which I can draw on includes how I support and mentor ‘new recruits’ that enter out team. With more ‘real-life’ experiences I am able to support them through a variety of situations including; attending calls, completing PPN’s (support referrals) and managing caseload files.  This links back to the ‘joint sharing and learning’ experience which underpins the mentoring experience. (College of Policing, 2023b).

This assignment has reflected on my three-year probation period and looked at several opportunities in which I have engaged in mentoring and coaching. This assignment has highlighted how these opportunities have supported me to meet personal and professional goals and support my further thinking as to my development and journey within the policing organisation. Drawing on examples which have shown my own development and change in style throughout the three-year period. This assignment has demonstrated that whilst there may have been some issues and discrepancies during my twelve-week tutorship I utilised this into a positive and chose to gain further mentoring from additional police officers, and therefore broaden my experiences. I have demonstrated how I have engaged in coaching methods whilst on professional development courses such as taser and ATLAS. And how the particular attachment at CID has enabled me to question my future development.  
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