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Task 1

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

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


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

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

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


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



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



ANSWER:

For this task, I have been asked to critically evaluate the strategic role of the College of Policing in professionalising policing in the U.K.
In addition to this, I will evidence how I am working to fulfil the role of a modern professional police officer. I will aim to critically reflect upon how my final year of probation has seen my role as a police officer change
I will be applying the Borton 1970 model of reflection to this task (Borton, 1970). My reflection process will use Driscoll's adaptation of the three stages, What, So What, and Now What (Driscoll,2007).

What Stage:
The era of modern policing began during the late 1700s and early 1800s through the ever-evolving criminology and it began to advocate professionalism and trained police forces with advocates such as Sir Robert Peel who established the Metropolitan police service. (Longley, 2021). 
Bryant and Bryant (2020, P19) detailed “If there is one key date in modern-day policing it is probably 1829, when Sir Robert Peel, then Home secretary, introduced a Bill in Parliament for the establishment of a ‘Metropolitan Police Force’ for London” Today the role of a modern police officer is constantly changing to coincide with society. It’s about adapting and reacting to challenges faced whilst ensuring the basic principles and standards are being achieved through effective service delivery to which the College of Policing supports this outlook. 

Although many concepts are still used from history such as the Nine Pelean Principles however, the roles and functions of the policing organisation have changed drastically over the years and as such the College of Policing was established in 2012 with an aim of becoming the professional body for policing and providing fundamentals to modern day policing through training and setting out Code of Ethics in 2014. (College of Policing, 2022)
The College of Policing has defined itself as “A professional body for everyone working across policing. It is an operationally independent arm's-length body of the Home Office” (College of Policing, 2022).

The term policing can be differentiated from the term “The Police”. In “The Politics of the Police” Reiner (2000) encountered the sociological and historical advance of the police institution. It reflected his own understanding of the term 'Police', to which he referred as a social organisation, while 'Policing' implies processes, functions, and behaviours. (Reiner, 2000, P1). I’d argue that policing encompasses several organisations and not just the police as one, it is forever changing and evolving. There is a term known as ‘extended policing family” it includes special constables, community support officers, volunteers and so on. These extending policing families are important in keeping communities safe and help support the function of policing. Working with agencies is also vital to help develop relationships and operational responses. The College of Policing have stated that the cooperation between agencies is important to help reduce risk cases slipping through safeguarding systems (College of Policing,2015a) A lack of partnership working has been seen in history through the case known as Fiona Pilkington. Local authorities and police did not work together and there was a lack of training and understanding to recognise she was repeat victim. Since this case the College of Policing has developed its training for police staff and officers in working with agencies and creating a Service Level agreement with joint action plans (College of Policing,2015b).

The policies, leadership and training created by The National Police Improvement Agency (NPIA) were reviewed by Peter Neyround in 2011. The report contained 14 recommendations. Among them was the creation of a commissioned professional body for policing in which standards would be set and accredited, and new qualifications would be developed (Neyround, 2011). From this report, the NPIA was closed, and its functions assigned to the College of Policing. 
When the College of Policing commenced it set out a five-year strategic plan after becoming the new professional body. The plan entailed a vision to become a world-class professional body and focused on raising standards in policing. (Gov.UK, 2014a) since the creation of the College of Policing it has brought together many standards and training responsibilities to help support the policing organisation. It had developed the National Policing Curriculum by setting standards, supporting professional development, sharing knowledge and good practice (College of Policing, 2022). 
It is a continuation of the ongoing development of the College of Policing and since the report of Neyround(2011) the College of Policing initial work included the publication of The Code of Ethics for policing in 2014, which was met by the Home Secretary Theresa May as being fundamental to enable the College to provide leadership and leaves no room for doubt and that everyone knows what to expect of everyone within the policing organisation(Gov. UK, 2014b).

The Code of Ethics sets out and defines standards of behaviour for everyone who works in policing. The standards of behaviours are defined within documents that already exist however the ethics are regarding the person's beliefs and standards they set for themselves ensuring that their actions correspond with the organisation’s formal requirement (Code Of Ethics, 2014). 
I’d argue the development of these Codes of Ethics has played a huge part in the structure of policing today. If officers and staff fail to comply with these standards set out it overall reflects all police officers and is likely to lose the trust and faith of the public. Furthermore, The Association of Police and Crime Commissioners (APCC) were introduced to act as a middleman between police and public and IOPCC so that even as police we are held accountable to someone and aren’t exempt (APCC,2021).
Since the five-year strategic plan was created by the College of Policing it has been host not only to the Code of Ethics but the What Work Centre for crime reduction. It collates and shares research on crime reduction whilst supporting best practices. It aims to provide robust evidence as well as guide decision making (College of Policing, 2013c). This has been a great tool for officers in understanding what works and what doesn’t and supporting communities more proactively.  

The College of Policing have several objectives set out since their 5-year strategic plan, these include setting standards whilst promoting the code of ethics, supporting development, sharing knowledge and good practice (College of Policing, 2022) to help them achieve this they work alongside the National Police Chief Council (NPCC)
The NPCC which was established in 2015 aim to develop a joint national approach working alongside the College of Policing (NPCC, 2020b).

The Policing 2025 vision created and agreed between the NPCC, and the Association of Police and Crime Commissioners highlighted, a need for consistency and defined roles as well as specific skills and knowledge backed by qualifications, (NPCC,2022). It was then that the College of Policing developed the National Policing Curriculum as a basis for training in a variety of roles in the organisation. As a result, the Policing Education Qualifications Framework(PEQF) was created, and developed. This is considered a policing requirement to become a police officer today. The National Policing Curriculum sets out entry routes known as PCDA (Police Constable Degree apprenticeship) and DHEP (Degree Holder Entry Programme). It’s been described as a training framework for police officers and staff based on a curriculum of operational training underpinned by education and is focused on new staff and officers. (College of Policing, 2020a). 

I am one of those officers who undertook the PCDA route, and I am currently in my final year of study. The three years have not gone without stress and anxiety due to this new element required by the College of Policing to become a police officer today. 

So What?
The NPCC suggested that the policing vision can only be delivered by working collaboratively and with that, the College of Policing has been playing a vital role in delivering that reform to help oversee and support the changes like the PEQF programme (NPCC, 2022).
The NPCC and the College of Policing created the Workforce Transformation to help support the Policing 2025 Vision.  

The Policing Vision 2025 provides a framework for guiding decisions about transformation and how resources can keep people safe while providing a value for money that can be trusted. It was added that the communities police serve are increasingly diverse and complex and to meet the needs of these communities then officers and staff service must adapt to the modern policing environment that is it today. (NPCC, 2022)
I’d argue what is really modern-day policing today? The Police Vision 2025 framework assumes that consent can be obtained by getting the public's trust and support, and by involving them in decisions and strategies. The Policing vision 2025 puts emphasis on the need for police forces to be more responsive to community needs, but I would argue that Robert Peels time in 1829, marked a different approach to consent and that it was calculated differently. People were not protesting policing operations or proposals; however, I can also see that time has passed and the fundaments of policing essentially remain the same. However, it has not gone unnoticed that the police are now seen as a negative organisation more than ever through recent events such as Black Lives Matter protests and Sarah Everard case, but the Policing 2025 Vision suggests ways in which the College of Policing can help rebuild that public trust and confidence. A point within the Vision’s document is set to implement leadership and the skills and knowledge to succeed of which the College of Policing has succeeded within the implantation of the PEQF programme (NPCC,2022). 

The Workforce Transformation between the College of Policing and NPCC stated the PEQF it is about the police service establishing, achieving, and maintaining standards of professional education to gain formal professional recognition for doing so (NPCC,2018a). A range of strategies are required to enable policing to attract new recruits in a modern policing environment, I’d suggest that gaining professional recognition for undertaking a role that many desire is a good marketing point. 
I am working through the PEQF programme, therefore, I find I am helping to fulfil the role of a modern-professional police officer, I am adhering to the Policing Code of Ethics set out, additionally I am undertaking training days to develop and broaden my knowledge of the policing world as well as giving policing a voice to help provide feedback with what I see on the front line and suggest ways in which we can adapt and change to be a better organisation to support our communities. As I said above the PEQF hasn’t come without its challenges. Although I find the PEQF a good tool to help continue to build my knowledge within the role of an officer, I’d argue it is a lot of added stress onto the role whilst undertaking a full-time job with shift work and completing a full-time degree. For example, operational needs come first within the role and with this study days allocated have been cancelled. Being at the forefront as a response officer and university student there has been a lack of awareness between fellow officers of understanding this new entry route and what it entails.  

The Workforce Transformation document notes that they have not underestimated the professional complexity of modern policing. (NPCC,2018a), Although I’d say the mission of policing itself is clear by keeping communities safe and preventing crime, I’d argue being a new recruit with the added stress of full-time university work can affect that mission by means of colleagues going on the sick which as a result spiral into the shift not being able to respond the demand for those communities that need us. However, The College of Policing has created a Wellbeing service which was created through the Workforce Transformation. It aims to support officers and police staff with mental health as well as training and toolkits for force areas. (College of Policing, 2021). I would conform to say the wellbeing of officers is fundamental to support the strategic planning in professionalising policing in the U.K which support the likes of the PEQF framework.

With wellbeing in mind, The College of Policing is central to the policing organisation, to help meet challenges and demands of the future and support wellbeing through new recruits undergoing the PEQF framework. The Policing report “Future Operating Environment 2040” provides strategic planning within the policing organisation on how best to support and develop long term plans and capabilities (College of Policing, 2020b) With this strategic planning it allows organisations to identify actions that could be taken to help shape and support future officers and staff. I would agree with the report, it set out with policing staff in mind, and this will help drive toward the policing 2025 vision and support new recruits. 
At the start of my 3 years, I was overwhelmed with what lied ahead, how would I cope with being a police officer and the academic work. I was one of the older officers on my course and managing a young family and being out of education for several years I would say that my experience was different to that of my peers and had its challenges.
I would express that at the start of my journey the PEQF appeared new to the organisation and unfamiliar. It seemed that senior management and colleagues didn’t understand the added stress of new recruits. I would argue there was minimal information out upon joining policing, but the organisation has given us everything they could at the time and it being new to the organisation and trying to deliver through a pandemic it was bound the meet its challenges.
I would dispute that colleague who have not gone through this framework to become a police officer are still yet to understand the challenges new recruits face and that my experience of trying to become a police officer is different there’s. 

On almost concluding my 3 years of study, I can see the positives of the PEQF programme and how it has supported my learning on the job and helped with reflection and I would say that I feel a lot different about it now than when I first started. Having a degree in this job is going to become the path for a lot of officers who want to progress. For example, if I choose to become a detective, I’ll have to have a degree and doing this framework puts me one step ahead, so it is a perfect solution. 

Now what
During my 3 years as a police officer, it hasn’t been met without challenges from an operational front. 
I started at the beginning of the Covid 19 Pandemic and completed my independent patrol status at the height of the pandemic. Not only during my operational duties but through the academic side, I have been able to use the College of Policing as a useful tool to support me through the 3 years. 

The overall experience has affected my mental health however I have learnt to become more resilient over the years, it has however been a great learning and developing tool. 
For the future, I’d recommend more time for study as a lot of study time I felt was undertaken on my rest days. I’d suggest a schedule of a guaranteed 4/5 study days a month to help support the academic work. In relation to operational policing there has been more of an understanding of the added workload for new recruits and in general what is expected of you as an officer. 

Information has become clearer on the College of Policing website, with information on what to expect as a new starter under the PEQF programme with ongoing research on how it is coping and being facilitated, and this demonstrated in changes for cohorts behind myself.
But overall, the College of Policing is set out to develop officers new and old and help us adapt to modern policing. It maintains this by keeping the information relevant on its website and creating training packages for officers. We must remember that the College of policing is a professional body, and its function has been developed in the organisation of police regulation. 


(Word Count 2630)






1

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?


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




ANSWER:


For this task, I have been asked to critically evaluate my experience with the use of social media as a means of informing and engaging with the community and promoting policy initiatives. 
Social media has often been described as an internet-based form of communication that allows users a platform to have conversations and share information. It comes in many forms such as social networking sites for example Facebook and Twitter, instant messaging, podcasts, and videos, blogging and many more (USF,2022). It has become a great tool for sourcing news, information and entertainment and has continued to develop over the years. The Police Foundation (2014) suggested that media of this type influences not only the ability to share information via texts, photographs, videos, and much more with other users but also the ability for individuals to interact more interactively and as a result, it becomes a fundamental characteristic of policing
 
The use of social media has been hailed as a means of enhancing public participation in police work, as well as fostering openness and transparency (Bullock, 2017). Evidence of this can be seen by social media being developed within local police strategies and public interaction which will be explored later in this essay. 

Social media and social networking play a significant part in people’s lives around the world and as such, I would suggest it has become a great tool in modern-day policing. People's expectations on how they interact with the police are changing and with that the public expects the police to have a significant online presence (NPCC,2018b). As police forces started to adapt to the times and reach more communities who were making use of social media it appeared that the U.K police forces began experimenting with social media in 2008 (Fisher, 2012).
Social media platforms such as Twitter, Facebook and YouTube are becoming popular in online communications and interactions and have become widely used by police organisations to share important information with the public regarding live incidents and recruitment drives along with sharing videos such as virtual open days. Police forces are known to primarily use platforms Facebook and Twitter (Police Foundation, 2014). 
Statista (2022a) stated “As of January 2021 there were 4.66 billion active internet users worldwide”, this is spread across several social media networks. A study conducted by Statista (2022b) showed the number of active users on social media sites that reaches into the millions, an example being 2.9 million users for Facebook alone. 
This study highlights the vast reach of social media and when used in the right way it can be a great tool to communicate and reach communities. However, if social media is used incorrectly, it could hurt communities and police organisations. The impacts will be explored further on.  


The College of Policing suggested, “Effective communication shapes service delivery toward the needs of the public” (College of Policing,2013). This I would agree with as social media represents how society is changing and communicating with one another therefore it is crucial in building public trust and confidence of the public as well as obtaining information and intelligence. The Police Federation (2014) suggested “In a consent-based policing system engagement is crucial in building public trust and confidence; social media enables the police to engage better and to build relationships, as well as to gather information and intelligence”.
Community policing places emphasis on communication and problem-solving activities between the police and communities (Bryant and Bryant, 2020, p155). A way in which policing organisations can do this is using technology and online platforms such as Facebook and Twitter.
Police forces can use platforms to engage within their locality and help achieve policing priorities as many policing community meetings have suffered from low participation over the years (Bullock, 2017). Although, Andy Myhill(2006) suggested that a key problem with low participation is that meeting attendees are unrepresentative within their wider communities. As a result, I would suggest that balance is key between the use of social media and face to face interactions. Each force area has its own set of communities, and they know them best on how they wish to receive information from the public. By keeping the right balance, It is vital to keep in mind those not on social networking sites. Research has suggested that each force uses social media differently to suit its community area (Gascó, et al. 2017). An example of this is during the riots of 2011, Greater Manchester Police (GMP) and the Metropolitan police were compared on how they communicated during the riots through Twitter. The Metropolitan police had adopted an undirected formal and impersonal approach and GMP used a personalised and informal style with direct interaction with the public. As a result of this research, there were benefits and challenges to both communications tactics. GMP created more of a rapport with the public whilst the Met response showed the lack of ability to interact with the public (Police Foundation, 2014)
 
To support the development of the online network more commonly known as digital policing, The National Police Chief Council (NPCC) and Association of Police Chiefs Council (APCC) have worked together to support the Policing 2025 Vision which sets out a plan that will help shape decisions including how police use resources to help keep communities safe and supports budget cuts. (NPCC,2021a) The Vision suggested that the rapid development of technology plays a significant part in what police do and that the public is using technology in a way to engage with police. They stated that by 2025 digital policing will make it easier and more consistent to make digital contact (NPCC,2016a) 
As the use of social media is more prevalent in the 21st century, I’d still suggest that it must be balanced with maintaining traditional public contact for those who are not technologically inclined.
Social media has become an invaluable tool for policing organisations, but I believe it has some disadvantages as well. Social media is known to display negative, offensive information and fake news. An example from what I have seen is the sharing of “regular” missing person posts and people commenting negative things concerning the person going missing all the time. That person may still have access to social media and see these comments and as a result, become more of a risk to themselves whilst out missing. However, I would say that social media is a more cost-effective and simple means of communicating with local communities to get urgent messages out to the public. 
The use of social media has become more of a direct and immediate way of sharing information and is becoming more widely accepted by communities.
According to a survey on Policing, released by Accenture in 2014, most citizens (82%) said digital tools help improve police services and even a higher number of 88% felt that digital technologies help tackle crime. In addition, 79% of citizens would prefer digital interaction instead of or in addition to face to face interaction. 
(Accenture,2014). Policing organisations must respond and adapt to what works for the communities and in a specific force area.
 
As a police officer, I have had experience with the use of social media platforms called Facebook. My need to use this platform was to share a “good news story” resulting in a case that went to crown court.
The incident impacted the community following a serious incident and there was speculation about what was going on in the surrounding area. 
Internal teams had made the community aware that we were dealing with an incident by posting a short post on social media platforms, however, this provided very little on what the incident was. It was clear that the community was impacted by the event by ongoing online speculation and online media sources such as Wales Online produced an article stating that a road had been closed as police were dealing with a serious incident.
As a result of this incident, I felt it was important I shared with the community via the organisation's social media page what had happened subsequently to the person being arrested and attending court. Posts like these help the communities understand what police officers do to keep them safe and as a result, they help to build the trust and confidence of the policing organisation.
 
It is central to remember that when using social media officers and staff follow policies and procedures in place when sharing information whether that be on the policing organisation's page or that of my own. Whilst being a police officer or staff we are governed by the policing Code of Ethics (2014). These ethics set out several standards and principles that officers should follow. The professional behaviour we adhere to must be consistent with the Code of Ethics that we abide by whilst using social media. One of the standards of professional behaviour includes ‘Confidentiality’, ensuring that staff and officers treat information with respect and only access or disclose this information only during their duty. (College of Policing, 2014). With social media, it is important to remember that people's perception is different to that from our own and that whatever you post may be perceived or interpreted by the public in a negative light therefore your post must be compatible with policing principles. All police officers must ensure that they do not publish or offer a publication that may undermine mine or the policing profession and run the risk of damaging public confidence in the police service. 
Whilst there are many benefits of using social media in policing there are also risks that police organisations need to be aware of. According to research, police organizations utilize social media to present their image, which is often seen as a form of communication that is less bureaucratic than traditional police communication (Bullock, 2016). An example of this can be seen when the Independent Officer for Police Conduct issued a warning to police officers for posting or sharing offensive material via social media and as such stated that
“This is unacceptable and that individuals could face investigation for misconduct” (IOPC,2021).
This comes after Michael Lockwood, the director of the IOPC said that according to a report, an investigation between 2018 and 2020 revealed several instances of officers posting offensive and inappropriate content on social media. This included racist or sexist comments, photographing crime scenes, and engaging with victims of crimes for sexual gratification. (IOPC,2021)
Behaviour such as that mentioned in the report can result in disciplinary action or criminal consequences if the principles of the Code of Ethics, we are governed by are not followed.
Social media can be a very political platform and therefore, I must continue to practice the Code of Ethics and be mindful of what I post or share as I am accountable for my actions. There may be things that I find frustrating such as the slating of police whereby there has been an upload of a video of an officer conducting their lawful duty however that video has been snipped and has no context allowing the public to believe in “police brutality” leading to an unfavourable opinion of the police, however it is always important that I act professional and follow policies in place.

Engagement not just through your account but through the organisation’s platform can also conform to risk when being utilised. For example, if the information is not accurately received or assessed on its accuracy and then published, due to the internet and social media being so fast paced it would be difficult to retract that information that has likely been shared. The College of Policing has suggested that adequate safeguards should be in place to ensure the safe transmission of images and footage to avoid data breaches are adhered to. In addition, any victims’ names that can be published are done so with the consent of the victim (College of Policing,2017a).
 
Even though there are risks involved through social media use, Kelly (2014) suggested, that police services can manage risks and opportunities they offer which outweigh those risks they are faced with. For example, social media use can be beneficial to provide the public with crime prevention and safety advice along with urgent information appeals and timely information to the public. In addition, it helps the organisation build relationships as a result wider exposure is potentially gained through ‘followers’ sharing posts or likening status. (Crump, 2011, O'Connor, 2015, O’Connor and Zaidi, 2020)

Sir Robert Peel (1829) provided 9 principles of policing which are defined as an ethical police force and an approach that is expressed as ‘Policing by Consent’ (Rupert Matthews, 2022). I’d suggest that building trust and confidence within a consent-based policing system is vital, and social media gives police an opportunity to engage with and build relationships with the communities that they serve as well as gather information and intelligence. An example of good social media use could be a member of the public who has spoken to the control room regarding the disorder and then disseminated to a community page what is being done or what is happening, or information shared by the force directly during critical incidents.
The Association of Chief Police Officers (ACPO) provided guidelines on the safe use of social media for officers and staff and in addition recognised that social networking sites assist the police with more effective communication that allows officers to respond to real-time incidents and help police demonstrate greater accountability and transparency (ACPO,2013). As a result, I would reason that social media is effective in engaging with harder to reach groups from different demographics. For example, in 2010 studies have found that young adults continue to be the heaviest social media users of platforms like Facebook, with 86% saying they use this platform (Madden, 2010) to support this The London Assembly suggested that Social Media will not be suitable for all purposes as not many people use it but, younger people, in particular, have indicated a preference for routine police contact to be conducted online (London Assembly,2013) An example of this would be leaving a percentage of people who are not internet inclined and unable to get access safely to report incidents and as a result, leaving applications open so the perpetrator may be able to see or hack into.
Other benefits of social media include the assistance of intelligence and information gathering. It has become a crucial advantage when appealing for witnesses of incidents or looking for missing persons. An example of this is during May 2021 there was a violent disorder in Mayhill, Swansea following this South Wales Police published on their social media pages Twitter and Facebook several suspect images linked to the incident in hope that the public may be able to assist in locating the people involved, which in turn provided public interaction and identification of offenders (Harries, 2021). 

In conclusion, social media use by policing organisations is key for modern policing today and it should be used as an engagement platform and not just giving of information. If the public feel like the force is more interactive it will continue to build trust and confidence and those members of the public are more likely to provide information in a way that can lead to intelligence gathering, therefore, I would suggest it should be a two-way system. Research suggested that 53% of people believe social media usage by police can improve overall police services, however, only 84% of people in that research feel minimally informed of local police activities (Accenture,2016) 
According to Police Federation (2014), there is currently no strategy for police use of social media and every force is left to develop its approach. Therefore, when communicating through social media the policies and procedures of that force should be adhered to. Bullock (2017) hinted “Social media will provide an efficient technological response to an enduring conundrum in public policing – that of how to stimulate communication between officers and citizens”, she further claimed “Whilst it is a useful tool in creating opportunities and supporting police strategies if not managed correctly it can decrease public confidence while managing online communities’
 
It can be suggested that there are certain risks and confines to using social media however on the contrary benefits are apparent, therefore for policing to be seen as a modern-day policing organisation having a robust social media presence is vital, however, it is important to remember that not everyone uses social media and face to face interactions should continue to help promote trust and understanding between the public and the police. Furthermore, consideration should be given to the content and context of the post and its connectivity to those members of the online community (College of Policing 2017a).
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 						Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  
	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

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




ANSWER:
For this task, I have been asked to critically evaluate and evidence my flexible leadership style. Whilst doing this I will analyse leadership strategies that I have developed to manage a range of different operational situations.
 
Gardner(1990, p.1) defined leadership as “The process of persuasion or example by which an individual (or leadership team) induces a group to pursue objectives held by the leader and his or her followers”
 
There are many types of leaderships strategies used within an organisation, such as Autocratic, Democratic, Laissez-faire, Transaction and transformational, Situational, Adaptive and Supportive (IMD Business School, 2021). Transformational and Transactional leadership has been described to lead in the policing approach to leadership. Bernard Bass (1985) suggested, “Transformational leadership relies upon the charisma of the leader transforming individuals’ groups and organisations” (Bass, 1985). From understanding Bass (1985) suggestion it appears that transformational leader is likely to build connections to encourage employees’ motivation and good work ethic in the communities they serve and as result build a report with that community. Additionally, transformational leadership is often known as leadership through team building and personal development whereas Transactional leadership is known to be leadership promoted through compliance for example reward and punishment. (Bass and Riggio, 2006). 
 
The research found that Police officers reporting to transformational leaders were more willing to comply with the leaders' use of both harsh and soft approaches compared to those officers who worked for non-transformational leaders (Schwarzwald, Koslowsky and Agassi, 2001). Leaders should adapt to their environment and know their audience, especially within an operational setting if you don’t have the trust of your colleagues how do you expect to deliver great teamwork and improve productivity for the communities you serve?
 
Some would say that people are born great leaders, and this has also been suggested by Thomas Caryle (2008). Thomas Caryle promoted the Great Man Theory in the 1840s, which is still referenced today. The theory asserts that great leaders' inherent characteristics, can be developed when confronted with the right circumstances (Carlye, 2008). However, some would argue that the quality and productivity of work undertaken in any organisation tend to be affected by the leadership style demonstrated, and despite leadership's effectiveness, it can also influence others to become great leaders, resulting in better results (Asrar-ul-Haq and Kuchinke, 2016). This behaviour can be demonstrated in John Adair's (1989) theory “The Three Circle Model” whereby he argues leadership can be taught and that it is a transferable skill (Adair, 1989).
 The Three Circle Theory promotes a 50:50 rule, that’s 50% motivation coming from the individual and 50% that comes from the leader and environment they work in. According to this model, a leader must fulfil three functions to be effective: Achieve, Build, and Develop (Stone,2016). 
Leadership plays a crucial role in team effectiveness and performance, if one of these elements within the model is ignored is unlikely that leadership will succeed. By examining the model, the right balance can be found through communicating, reviewing, and identifying responsibilities and resources. 
 
Leadership within the policing organisation is vital and its leaders must understand the significance of delivering great leadership skills by following models like the ‘Three Circle Model”. A leader often takes charge in times of crisis and can think and act productively in complex situations. Transformational and Transactional leadership has been described to lead the policing approach to leadership. 
While Transformational leadership incorporates other contributions it also creates a supportive environment and active listening within the organisation and the community. The National Policing Plan between 2003 and 2006 stated “Improved police performance and reduced crime and fear of crime were dependent on strong police leadership” (Home Office, 2002), however, the Home Office white paper followed by the Police Reform bill in 2002 suggested improved training and performance will be central to take on challenges faced within policing and become more adaptive to modern policing. (Home Office,2005). The development of great leadership styles is being developed through the Policing 2025 Vision which incorporates improved training and professionalism. 
 
The Policing Vision 2025 created by the National Police Chiefs Council (NPCC) and the Association Police Crime Commissioner (APCC) is working with police leaders to reform and transform policing by 2025 (NPCC,2020a). Within the vision, challenges of service delivery to the public are mentioned. A way of combatting some of these challenges is through the development of effective leadership and management. Changes to culture and leadership are vital if policing is to modernise at the pace required today (NPCC,2016b). As a result, effective policing is now more dependent than ever on leaders who recognise the changes ahead and those who can lead and inspire staff during challenging times (College of Policing,2015b).
 
In the Winsor Report (2011-2012) which reviewed remuneration and conditions for police officers and staff, two recommendations were made to change policy leadership and culture which would likely help meet the Policing 2025 Vision through increasing diversity within the organisation, and within higher rank positions. These recommendations included:
- Introduction of a national direct entry to the rank of superintendent scheme to improve police leadership and offer rapid training and promotion to individuals of ability and capacity
- A direct entry route to the inspector scheme allows external and internal candidates to reach the rank of inspector within 3 years” (Winsor, 2012).
 
From these recommendations, it might be presumed that officers with more service or more experience in a role may find it hard to respect leadership from someone with less service. As some may suggest that leadership and authority must be earned over time and through experience. Rowe (2006) researched frontline officers which suggested, they place a great deal of value on having senior officers who have direct street-level police experience leading them. He added “The promotion ladder is regarded as suspect by those who have climbed it without "serving their time". Facing hostility is a hurdle that new officers going through the ranks quicker than colleagues with more service would have to deal with and as result would need to find a leadership style to match the team they lead.
 
Displaying and delivering great leadership is likely to empower teams and as result, it becomes a key part of the performance. Procedural justice plays a crucial part in any organisation when it comes to leadership. Leaders must be seen to be fair in the way they treat people and are open to challenges (HMICFRS, 2017). The College of Policing set out several principles under the Code of Ethics published in 2014. It is suggested that police personnel in leadership roles are critical role models who will encourage ethical behaviour and as a result feel they are treated fairly and act with integrity (College of Policing, 2014). If the principles within the Code of Ethics such as ‘Fairness’ and ‘Leadership’ start to fail policing organisations will start to lose the trust and confidence of the public and develop a lack of team cohesion.
Working as a team is essential to policing. Officers and staff work effectively to promote public confidence by developing professional relationships with colleagues, superiors and partner agencies and as stated previously this is developed through great leadership.
 
During my role as a police officer, I believe I have shown transformational Leadership and developed the skills throughout my career. An example of this leadership approach follows my leading and taking control of a warrant. On being given this opportunity I knew colleagues would look at me with uncertainty with questions like how I am executing a warrant only a few months into the job? Nevertheless, I showed motivation in what the warrant was for and aimed to push this motivation onto the people supporting me in addition I wanted to act as a role model for those with less service than me. I aimed to set out ideas on how we would execute the warrant whilst being open to ideas from colleagues with more experience. If I was not open to suggestions and ideas, It is likely I would not receive cooperation or team cohesion and as a result, develop conflict within the team dynamic. By developing commitment and loyalty through active listening skills and good communication skills I likely developed more of a sense of respect from my colleagues and that their values match my own. Following the warrant, I asked for feedback from my colleagues as if I wanted to develop myself as a leader, I need to take the negative feedback and turn it into positive. On reflection, I could see characteristics of a transformational leader in myself through the passion I had for this job. A Transformational leader has a perspective that links with passion and purpose (Moradi Korejan and Shahbazi, 2016). Although factors that could have affected me during this time could have been conflicting, due to the lack of motivation and interest, in addition, I questioned had I earned enough respect from senior colleagues in having to delegate certain aspects of the job to what needed to be completed. 
 
I knew I may come across conflict from colleagues who may not have agreed that I should have this opportunity due to my lack of service but being aware of Tuckman's (1965) theory developed my understanding of what I could expect within a new team dynamic. Bruce Tuckman (1965) offered a model comprising 4 stages Forming, Storming, Norming and Performing, which helps us recognise how a team develops. He suggested that conflict can often take place as a team is developing and to prevent poor performance and the inability of teams to function effectively, a proactive approach to identifying conflict resolution is essential. The model shows how a team develops over time through building relationships and maturity which promotes effectiveness and changes within leadership style. I would agree that joining a shift for the first time I was met with the Tuckman (1965) model and went through each stage. However great leadership was provided which united team cohesion and excelled performance. 
 
From experience and during my time as an operational officer, I have noted that an effective leader should be able to adapt his or her style to suit the environment and development level of the people they are trying to influence. In the case of policing this would be the public or colleagues. An example of this type of leadership is called the Situational Leadership theory developed by Paul Hersey and Kenneth Blanchard. (Hersey and Blanchard, 1977). They suggested that matching the style of leadership would correspond with the level of maturity you are faced with. As a police officer, you must be able to adapt the way you lead certain situations to correspond with the scenario you are faced with. To enable public trust and confidence you must consider a level of authority within your leadership approach. However, this should be met with respect and fairness therefore being flexible with your leadership approach is critical. 
 
As a police officer, I have had to change my leadership approach when dealing with the public. By doing this I have looked at the way I have communicated with the person(s) and adapted my approach. For example, in hostile situations or safety concerns, I needed to show that I was in control of the situation and remain calm to de-escalate the incident. This, of course, presents challenges. More than likely, the situation will continue to change. Therefore, I must act quickly and authoritatively, while changing my leadership style to adjust to the shifting circumstances. I need to be able to communicate with specialist teams who are taking over the situation and that communication must be clear and precise if I need to delegate. If I don’t do this it is likely to result in risks to myself, my colleagues, and the public. 
 
Through the role of policing, I have learnt over time that each situation is different and therefore I should always attend with an open mind and be ready to show leadership in a way that suits the circumstances presented, this now more so with experienced colleagues leaving the shift and people with less service joining who look at me for guidance and instructions, although I do worry I would come across as impatient and arrogant as I am a person who just likes to get on with things, however I have self-awareness and I know I was once new and nervous therefore I am aware of how I need to conduct myself in certain situations, whether that be assertive or empathetic, in additional be sure to give effective feedback following situations and thank people for their support as it has been suggested “The best leaders inspire and encourage the employees working under them (Forbes, 2021) Through examining leadership approaches I feel I have been able to show transformational leadership, and Democratic leadership being open for discussing and sharing ideas. In addition, I have been able to work with people who show transactional leadership and Situational leadership approaches. 
 
To improve my leadership approach, I have developed emotional intelligence which is a skill that enables me to recognise and control my emotions and behaviour (Landry, 2019) I have been able to recognise emotions in others which will support me in building working relationships in a changing environment. There have been many links between emotional intelligence and leadership approaches. Research has suggested that emotional intelligence and transformational leadership which is the more common approach of police organisations work in unity increasing organisations satisfaction, commitment and effectiveness (Kumar, 2014) if you are unable to recognise others' emotions and adapt your emotions to match the circumstance you are in, how do you expect to gain respect from the public and colleagues to help maintain law and order within the area you serve.
 
The College of Policing (COP) set out guiding principles for organisational leadership in 2017. Within the report, leadership was described as the heart of what it means to practice as a professional (College of Policing,2017b). The COP set out for change in the way police services across England and Wales equip those working in policing with leadership skills and knowledge. In addition, displaying leadership through innovation, morale and well-being forces strong commitment and openness. (College of Policing,2017b) I’d argue that these things are what make you a great police officer and earn the respect of the community, additionally following the National Decision Model in every scenario I go to helps develop a working strategy and decision making and as a result, will make a more competent leader. The NDM is something I have used throughout my career when attending situations however I have mostly relied on more experienced colleagues to make these decisions but now I find myself being one of the more experienced colleagues on shift and being the one to make decisions as a leader. The College of Policing(2013b) states “The NDM is used throughout the police service. The NDM is a scalable model that can be used before, during and after any incident to help manage responses to situations ensuring they are reasonable, proportionate and lawful” Following skills and qualities I have gained through my role as a police officer I have found myself able to put these into leadership format and step up under pressure. 
 
The National Policing Improvement Agency researched ‘What makes great police leadership’. In 2011, they claimed “Leadership is key to performance within the police service” (NPIA, 2011) As a police officer, I would argue that recognition plays a big part in team morale and integrity which as a result increases performance and improves public perception. According to Kenneth Berkowitz (2016), he suggested recognition promotes greatness “Often the greatest gift police leaders can give is a pat on the back to recognise someone” (Berkowitz, 2016). It is evident today that police forces face many pressures; however, it is expected they promote good leadership to help achieve the Policing 2025 Vision and ways in which they can do this is through simple recognition which will likely enhance performance within the organisation.
 
In conclusion, efforts must be directed toward well-being and leaders must acknowledge the importance of ethical behaviour to be good leaders, its. Furthermore, leaders need to adapt leadership styles through evolving new skills through a ever changing environment and this can be done by showing willingness to innovate, be receptive to challenges and support and mentor.
 
I would suggest that developing and acknowledging your behaviour to improve leadership skills will be important in the ever-increasing demands on the policing organisation.
Through understanding the Policing Vision 2025, it's evident that they aim to promote more leaders than followers by developing skills and knowledge through the job. Building relationships and having the ability to understand and provide valuable feedback are likely to result in a high level of performance.
In addition, colleagues going through the fast-track schemes need to be met with respect as they would if they had a considerable amount of service. This would likely defuse tensions and conflict and improve team cohesion through great leadership.
 
The Code of Ethics is a key aspect of leadership and developing professionalism in policing. Forces need to be showing that they are treating people fairly whilst dealing with colleagues and the public. The culture of policing is ever-changing and as a result, the leader needs to act as a role model to their colleagues and the public by building positive relationships with communities and partner agencies which can be seen through fair treatment. With the skills developed through good leadership, it is likely to make a difference in how efficiently police serve the public.
 
By developing Strategies and understanding the capabilities of the team you work with, superiors and colleagues can use those skills set to provide better results to the public. 
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

For this task, I have been asked to critically reflect upon my three-year probation within the policing organisation. I will illustrate how I have benefited from mentoring and coaching and how this has helped me meet personal, professional, and organisational goals, also, how it has aided me to learn, develop and perform in the workplace.
I will use the Gibbs (1988) model of reflection. Gibbs suggested “Reflection is followed by six stages: Description, Feelings, Evaluation, Analysis, Conclusion and Action plan” which will help me slow down my thought process and make sense of situations which will enable me to understand what I did and what could be done better in the future.  
 
Description:

I started my journey to becoming a police officer in 2020. A career change into something entirely different from what I was used to.
I knew I was now undertaking a profession I hadn’t much knowledge or skill in and this would be developed through mentoring and coaching over my 3-year probation.
Police training started inside a classroom where I received initial training and coaching from experienced staff over 6 months. That training consisted of knowledge-based lessons and practical elements that would prepare me for the rest of my career. After completing the 6-month training, the coaching didn’t stop. The next step of my development into becoming a police officer was when I arrived at the Professional Development Unit (PDU) where I was allocated a tutor for 12 weeks before I gained Independent Patrol Status.
 
Coaching is often heard to be interchangeable with training, (Golveworx,2019) however, there is a difference between the two. Training is where someone has expertise in a topic area and they will teach that knowledge so it can be replicated, this is often seen within a classroom and can be structured, whereas coaching is more of a hands-on approach and a relationship is built on achieving goals that are collaborated and personal objectives are set and achieved individual (Nodine,2014)
 
On arriving at the PDU I spoke with my tutor with regards to my experience, knowledge and what is it I feel I need to improve on. We discussed my strengths and weaknesses from training and how we can look to develop these. From these discussions, a development plan was generated and with that, we were off to our first call.
Following the first incident, we returned to the station for a debrief. I knew attending the first incident would be important in terms of an assessment of my skills and behaviours that need to match the Police Constable Degree Apprenticeship (PCDA) requirements.
My tutor asked me open question about what I thought went well and what didn’t go so well. As a result, my tutor made notes and compared them to what they had already written about how I dealt with the incident.
 
The feedback was mixed. It addressed my strengths and weakness and what needs to be improved on going forward. This method I found beneficial as it set several goals, I had to work toward to gain IPS. The assessments and feedback continued for the next 12 weeks within the PDU until I achieved IPS which enabled me to join a shift. I was told I would have an individual mentor for 2 weeks when joining the shift to provide guidance and further support when attending calls, but unfortunately, I didn’t have this opportunity due to the absence of leadership and resource issues. However, this is not to say that there was collective mentoring taking place in form of relationships I built up with several colleagues.
 
Feelings:
Upon reflection during feedback sessions in the PDU I felt I dealt with it well on the outside, although internally it was difficult to hear at times. I had conflicting emotions. I knew I wasn’t going to be perfect as I have never been met with certain situations before, but I felt disappointed in myself for not getting it right the first time.
Following my experience of these feelings, I was able to learn more about myself. I would describe myself as a perfectionist. The concept of a perfectionist has been described as “Someone who endeavours to achieve perfection”. (Good Therapy, 2021).  I find myself rendering with this statement as I am very critical of myself. 

 
The conflicting emotions I felt impacted my mental health and as a result, I was developing low self-esteem, so I was open with my tutor about how I was feeling. My tutor was very receptive to my feelings, and we discussed ways in which I could improve on this behaviour and not be so critical of myself going forward. If I continued to be hard on myself through the feedback, I received it would have likely led me to have unrealistic goals as I would only focus on the negative and not move on until I got whatever it is right.
 
Looking back as a more ‘experienced’ officer I can see that I did set myself high expectations and I needed not to take the feedback so personal but just enough to continue my development. When I look back to the classroom-based learning, initially I thought it was incredibly difficult and I wanted to give up but in hindsight on gaining my IPS it was the least stressful and safer environment to get things wrong.
 

Evaluation
Throughout my 12 weeks, I had benefited from having a tutor coach me toward IPS, I found the experience with my tutor a reflective period in which after every incident we were able to reflect on what had happened and what could be done differently should I face that experience again. I was able to look to develop my weaknesses and revisit areas I was struggling with.
 
My evaluation of the 12 weeks was met with mixed emotions in context, some days I felt I could do the job and other days I couldn’t. I had a period where I was met with inconsistencies due to my tutor taking time off and I was having to go with someone else. This came with challenges in that every person deals with things differently, so I found myself having to adapt my approach to match my tutor's expectations.

Overall, the 12 weeks were a great time for reflection with time to learn a small portion of the job. My only critic would be that I felt some aspects of tutorship needed to pay more attention to areas where officers struggled, I often heard “You’ll pick it up on shift”. This could be met with added pressure or tension when joining a shift because it is something you have not been able to develop within the 12 weeks. However, I also see the time constraint that it is only 12 weeks and there is so much to learn it would be difficult to spend more time on one issue than develop other skills and knowledge.

On issues I felt I struggled with inside the PDU it appeared they were not cascaded to the shift I was joining because there was no Sargent, the inspector was absent, and I didn’t have a mentor to support me. This was difficult as I was expected to learn quickly. I look back now and feel that I did learn aspects of the role a lot quicker and developed my confidence skills in a way of asking for help from colleagues on shift when required.
 
Analysis:
Coaching and mentoring have been described by the Chartered Institute of Personnel Development (CIPD) as “Effective approaches to developing employees' skills and knowledge. (CIPD,2021). Coaching aims to produce optimal performance and improvement at work whilst focusing on specific skills and goals, whereas mentoring tends to describe the relationship a more experienced colleague shares their knowledge to support the development of an inexperienced colleague (CIPD,2021). An example of this can be seen through my three-year probation where I had experienced coaching through a tutor and mentoring through several colleagues.

When I joined the PDU I knew I was being coached to develop my skills and knowledge as a police officer. Coaching is usually based on a relationship of truth and openness, and as such the coaching received should evaluate the person to identify opportunities to develop and support the individual through self-awareness and performance (CIPD,2021). Although I would suggest, advancing self-awareness and performance a person must receive honest feedback from those, they are being tutored by albeit this can be difficult to hear at times. I have experienced this feeling and on looking back even though sometimes feedback could sound harsh my tutor was only preparing me for what was to come and as result has made me a better police officer today.
 
Coaching is the component of developing a person's potential and maximising their performance from the start. Most coaches follow models that will support them in developing a person’s capability. One of the most popular is known as the GROW model. The model was innovative in the 1980s and developed by Sir John Whitmore. GROW is an acronym for Goal, Reality check, Options and alternative strategies, What needs to be done and by who promotes good teaching practices and is content focussed (Whitemore,2010, P.91). Mukherjee (2014) stressed that this model is easy to understand and straightforward to apply as a result it offers an excellent tool to engage leadership and achieve objectives.  
 
I feel the GROW model reflects the way I was coached in the PDU as well as my journey through my three years. It provides a structure with a clear focus and has a sense of direction with an end goal which we both wanted to achieve. I have felt many benefits from coaching, these benefits included the development of my skills including self-confidence, motivation, and self-awareness. I also felt the flexibility of coaching was critical in a way that goals can be reset based on feedback and allow for redevelopment. I had established that coaching is developed by self-awareness of how I receive feedback and recognise my own emotions and behaviours. Without being aware of my own emotions and understanding then it would have been difficult for me to establish a relationship with my coach and build on the objectives set.
 
Coaching has 3 principles that should be followed, these being building a rapport, listening and summarising (Open University, 2022) These principles will help guide coaching and help achieve objectives, some would argue that effective coaching relies on these principles for success.
I believe the coaching I received related to these principles and that is why it went well. I built a good rapport with my coach in the PDU, and they understood my goals. They also provided valuable feedback through reflection which helped achieve objectives set.
 
After leaving the PDU I did not have much mentoring due to resources as mentioned earlier on, additionally there was a lack of communication between the PDU and my shift as it appeared my shift were unaware that they would be having a new probationer join them, consequently, I did not receive a mentor on shift, however, I did have support from several colleagues and not one specific person. “The role of a mentor is often there to support the overseeing development of another person. They often encourage the mentee by empowering personal development, identifying gaps in skills and knowledge and increasing confidence” (University of Southampton,2022).
I would define my experience as being collective mentoring rather than the usual relationship between two people that most are used to. As my relationship started to build with my colleagues, I was seen as an equal, I had developed a strong network around me who had more knowledge and experience that could assist me when needed.

On my arrival on shift, I was met with support that helped develop my skills and knowledge however it was myself driving that motivation to keep going and finding ways to increase my confidence when I would get things right, additionally being out on my own allowed me to see my professional capabilities and as such seeing my capabilities improve helped increase my confidence and quality of work which I get praised on today by higher rank colleagues. The acknowledgement of good work gives me a sense of pride and exerted my self-esteem, something which I did not feel in the PDU. Yichen Lu and Virpri Roto (2016) stated “Pride experience can be derived from self-focused achievement and other-focused interpersonal interaction”.
 
Conclusion:
The College of Policing, which supports the new Professional Educational Qualification Framework (PEQF) for aspiring police officers, states “Tutors are still deployed in frontline service, but take time to coach and assess the student officer, supporting reflective practice and evidence of competence as required” (College of Policing, 2020c). As a result of the coaching received from my tutor within the PDU, it demonstrated to me that officers who were tutors were very realistic in the way they coached and what the job entailed.
I felt they were honest and transparent with their coaching. 
 
As a result of good coaching, I have managed to reach organisational goals such as gaining IPS within my 12 weeks of tutorship. It has also helped me reach professional goals like building relationships and improving my behaviours to match the Policing Code of Ethics whereby the standards are set to reflect the expectations that the public has of those working in policing (College of Policing, 2014). I have reached personal goals which included improving my skills and knowledge to become a competent police officer and building relationships with other departments to continue developing this knowledge.
 
Although I found my PDU experience reflected and good in learning the foundations of policing, it did not prepare me for the reality on shift, for example, the handpicking of calls in the PDU compared to the bouncing between calls on shift.
Through reflection, I have learnt that I cannot be a perfectionist and that being a perfectionist is driven by the internal pressures I set myself. As a result of not receiving great feedback, I would let this affect me which would cause me anxiety and self-doubt.
Additionally, as I didn’t have a mentor on shift, I am conscious of asking new starters if they need help with anything as I am mindful of how coming out of the PDU can feel and how daunting being on your own for the first time feels.
 
My three-year probation has aided me to learn, develop and perform in the workplace by completing the practical aspect of the role. As a result of public engagement, it has assisted my confidence and I have started to build a rapport with members of the public.
I have also been able to develop my conflict management skills to ensure I am protecting my colleagues and the public from harm. Additionally, I have developed my behaviours in increasing my resilience, decision making and having a good work ethic.

I have become receptive to feedback, and I have been able to receive this and work on what needs improving. I understand that I cannot be right all the time, and everyone has improvements to make in some way. Furthermore, I have developed confidence to also give feedback whether that be on processes or in incidents. If I do this, I ensure that it is constructive and delivered in the right way and the right environment.
 
 
Action Plan
From my experience of this process, I will be honest with people looking to join the police ensuring they join with an open mind and are receptive to feedback.
 
The skills and knowledge I have gained over the years have set me up for progression should I wish to change roles in the future. I will continue to develop these by receiving training and coaching from more experienced colleagues
 
If I was met with the situation again, I would go in with an open mind, be more receptive to feedback and not so hard on myself.
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