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Task 1

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

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


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

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

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


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



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



ANSWER:
The College of Policing plays a critical strategic role in professional policing in the UK by setting standards, providing training and development opportunities, conducting research and promoting best practices within the police service (College of Policing, 2014). The College serves as a central hub for driving excellence and professionalism across all levels of policing in the UK. One key strategic role of the College of Policing is to establish and maintain professional standards for police officers and staff. Through the development of codes of ethics, conduct, and practice, the College ensures that all members of the police service adhere to high ethical and professional standards, thereby upholding public trust and confidence in policing (Holdaway, 2017). Moreover, the College of Policing is responsible for delivering training and development programs to enhance the skills and capabilities of police officers and staff. By providing access to innovative training courses, resources and tools, the College equips policing professionals with the knowledge and expertise needed to effectively tackle complex challenges and deliver quality services to the community. Additionally, the College of Policing conducts research and analysis to inform evidence-based decision-making within the police service. By conducting research on policing practices, crime trends, and emerging issues, the College helps to shape strategic priorities, policies, and operational strategies that contribute to the overall effectiveness of policing in the UK (College of Policing, 2014). Furthermore, the College of Policing plays a crucial role in promoting collaboration and knowledge-sharing among police forces, agencies, and partners. By facilitating networking opportunities, sharing best practices, and fostering partnerships, the College enhances coordination and cooperation within the policing community, leading to improved outcomes and enhanced public safety (College of Policing, 2017). To provide national consistency and professional recognition of the educational standards of the service, the National Police Chiefs' Council (2018) also known as NPCC supports the implementation of a Policing Education Qualifications Framework (PEQF) that offers entry routes for new police constables, PCSOs, and direct entry detectives. Hallenberg (2012) said that professionals are seen to require academic education because of the complexity of their work, their position of authority and responsibility, and the assurance of competence that comes with having an education. According to Tong (2009), the difficulty facing the police is in offering a training and educational programme that strikes a balance between meeting the officers' requirements for both knowledge and abilities. To conclude, the strategic role of the College of Policing in professional policing in the UK is instrumental in driving professionalism, excellence, and innovation within the police service. By setting standards, providing training, conducting research, and promoting collaboration, the College plays a vital role in ensuring that the police service operates effectively, ethically and with the highest levels of professionalism.

The strategic policing requirement (SPR) brings to view the Home Secretary’s perspective of what the current national threats are, and national policing abilities to deter those threats (Home Office, 2023). The Strategic Policing Requirement (SPR) was first issued in 2012, in accordance with section 77 of the Police Reform and Social Responsibility Act 2011. Police, crime commissioners and chief constables must evaluate the SPR when conducting their functions. In conjunction with the SPR, is a  national policing requirement which specifies the requirements needed to counter identified threats. Its sole purpose is to notify chief constables, police and crime commissioners of the facts that are compulsory initiatives to face challenges that go beyond force capabilities (National Police Requirement, 2012). The ten-year police plan is outlined in this Policing Vision 2025. It will influence choices about transformation and how we use our resources to support public safety and deliver a dependable, efficient, and cost-effective service. The service itself is the source of this vision. In addition to motivating chief constables, commissioners of police and crime, and employees and volunteers, also the public (NPCC, 2016). NPCC, (2016) states that “By 2025 there will be clear accountability arrangements to support policing at the local, cross force and national levels”. The police force "is critically reliant on the quality of its people," according to the Policing Vision 2025. The professional method by which the service creates and supports a workforce capability that is sufficiently broad and flexible to deliver the skills and abilities required for 21st-century policing is known as "workforce transformation." It all comes down to creating a workforce that is responsive to change, modern, and flexible. For recruiting to the policing profession to adapt to an increasingly competitive and fluid job environment—where views towards careers and work look vastly different; the service must act. This is known as workforce transformation (NPCC, 2018). The goal of the IOPC's, (2023) strategic plan is to increase public trust and confidence in law enforcement by outlining our goals and the plan of action to reach them. It describes our goals for each of those areas as well as our priorities. Up until 2027, this will serve as the blueprint for all their work. Building trust and a just culture, changing police leadership, promoting career-long professional growth and welfare, enhancing core competencies, bolstering innovation, and doing what works are the five strategic goals outlined in (College of Policing, 2024) corporate plan. The Policing Vision 2030 published by (NPCC, n.d) outlines their main tenets are combating crime and preventing it from happening, acknowledging the importance of cooperating and sharing knowledge to accomplish both.

Now that I have commenced my final year of probation, I have undertaken several training requirements in line with the role of a police constable. As a first responder to crime, police constables are essential to the criminal justice systems’ efforts to deter and detect crime. Constables collaborate daily with the community and other officers of all ranks to uphold the law. it also has the duty to make independent decisions in line with the National Decision Model and Code of Ethics, using professional judgement when necessary to fulfil the role's requirements and adhering to established legal frameworks and policy guidelines (College of Policing, 2024). Modern police officers are utilising technology to enhance their effectiveness and efficiency in performing their duties. This includes using body cameras, dash cameras, crime analysis software and other tools to improve transparency, accountability, and decision-making. Police forces can now use innovative technology as instruments to promote public safety and save lives thanks to technical breakthroughs. Byrne and Hummer (2016, p.375) said that transport, weaponry and protective wear are some of many strategic police initiatives that have featured of the evolution and reform of policing. Police officers are actively engaging with the public to build trust, uphold positive relationships, and address the needs and concerns of the public. Neighbourhood policing initiatives, outreach programs, and partnership-building efforts are key components of modern policing practices. Longstaff et al. (2015) said that research shows that quality daily encounters with the public are crucial for improving confidence and building trust within communities. Continuous training and professional development are essential for modern police officers to stay updated on the latest laws, procedures, and best practices. Officers receive training on topics such as de-escalation techniques, cultural competency, mental health awareness, and bias-free policing. Police officers adhere to ambitious standards of accountability and transparency in their interactions with the public. This includes following departmental policies and procedures, reporting incidents accurately, and being responsive to feedback and complaints. British policing is based on consent in a manner that their existence, actions and behaviour lies on ‘public approval’ (Home Office, 2012). Police officers today must foresee the importance of diversity and inclusion in law enforcement. They strive to create a diverse and inclusive work environment that reflects the communities they serve, and they work to eliminate bias and discrimination in their interactions. Ethical conduct plays a significant role due to police officers must uphold ethical standards and integrity in their actions and decisions (College of Policing, 2024). They must demonstrate honesty, fairness, and respect in their interactions with colleagues and the public and ensure to adhere to the principles of justice and accountability. By embracing these principles and practices, modern professional police officers are working to fulfil their role in serving and protecting their communities with professionalism, integrity, and dedication. Reflecting upon my current role as a police constable in my final year of probation my hardworking ethic demonstrates my ability and willingness to fulfil the role of a modern professional police officer, maintaining up to date training requirements and possessing new skills. Research reflects what a day in the life of a modern professional police officer holds. 

Reflecting upon my final year of probation in terms of how my role as a police officer has changed, I have witnessed several changes over my three-year probationary period. Chief among them is the departure of peers who are either being mentored exclusively on the team or leaving the shift to work in specialised divisions. Approximately fourteen people have left and joined my shift in the past 2.5 – 3 years because of people departing. People frequently come to me for advice because I am the officer on my team with the greatest experience, this carries a lot of responsibility. I have also noticed an incident-related change. I have discovered that we respond to a greater number of requests for other emergency services, such as the ambulance service. These calls are primarily related to mental health, and the reason for this is because the ambulance service is understaffed, and concerns for the individual who could be attempting suicide. Over the past three years, I have also witnessed advancements in technology. For example, we have been equipped with better and more effective body-worn video cameras, which not only improve the quantity of evidence we catch but also boost officer productivity. Officers like me can now upload evidence via the internet while responding to other calls thanks to the new body-worn video cameras. Live streaming is another exciting development for body-worn cameras. Senior personnel and the control room use features like this to better comprehend events as they evolve during major or critical incidents. Over the course of my three-year probation, I have observed a shift in the size of the neighbourhood policing teams and a shift in the degree of community engagement by the police. Ever since their inception, they have expanded annually, which has enabled them to partake in additional activities, interact with the community, and acquire not only a deeper comprehension of the requirements but also lasting relationships.
Overall, The police force has changed for the better, the force has evolved to adapt to the changing needs of communities and technology advancements, there are also further changes that are required, if police need to continue to fill in for ambulance services then we need relevant mental health training on a regular basis, despite us having some level of training, more is required to meet the level of demand as it continues to rise.

Word count – 1802.




















1

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


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

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


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




ANSWER:
This task aims to critically evaluate my experiences with social media as a means of engaging with community members and promoting policy initiates. I will establish what social media platforms are used, not only by the force in which I work but others around the UK. I will explain many benefits, but also explore the risk of social media. I will also consider the forces’ policy on using social media for information and engagement purposes. 
Rukavina et al. (2021) say that social media has been defined as a group of online applications that allow for the creation and exchange of content generated by users. To interact with the public and disseminate information, police forces as well as other agencies are increasingly using social media sites. Simon Kemp, (2024) said that social media sites like Facebook, Instagram, LinkedIn, and Twitter are frequently utilised by organisations, A study conducted by Datareportal shows the scale of social media use, their study shows in January 2024, there were 56.20 million social media users in the UK, or 82.8 percent of the country's entire population. 
During my brief time as a police officer, I have used social media a small number of times, one occasion stands out. During my shift I was allocated a G4, a G4 call are slow time calls which are handed to staff as they cannot be solved by our IRT (Incident resolution team) which deal with stuff via phone. This incident involved a vehicle that had failed to stop at a road traffic collision and had not reported it to police, therefore not complying with section 170 Road Traffic Act 1988 which is the act where a person involved in a collision is to remain at scene and provide relevant details including their name and insurance company details. Due to the incident being several days old when it was allocated to me there was no scene or persons present at the scene in which I could visit, therefore, any evidence of that nature had been lost. For this reason, I first obtained CCTV from the local authority which due to the time of night was insufficient in identifying the vehicle involved, the CCTV camera was unable to pick up the vehicle registration mark (VRM). I knew the vehicle involved was a ford fiesta however, I did not have the VRM. My next step was to instruct a ANPR check to be conducted to look for all black ford fiestas moving within a 30-minute period of the collision time. This again provided negative results, this was due to the lack of ANPR within the area that I work. Another factor could be due to several shops being local to the incident location, vehicles can go weeks and months without hitting any ANPR at all. At this stage I began running out of options to identify the vehicle and offender. This is when I spoke to Senior Management to seek authorisation to place a social media message onto the force areas’ Facebook page, this was authorised, a message was created and posted. Within 24 hours of the message being placed I had several enquires, one Facebook user was even able to provide me with a partial index as they were further up the street when the road traffic collision happened, this allowed me to use the police nation computer to conduct a check known as VODS. I conducted the check with brought up thirteen vehicle that matched the description including colour, make, model and most importantly the partial index given via the social media appeal. I had then used the police national computer to find out where the vehicle was registered to which narrowed my search down to three. I attended the address of the first one and found the black ford fiesta with damage that matched the damage to the other vehicle. I had then spoken to the registered keeper, who admitted to being the driver. After the driver had been identified to stop further messages coming in and hindering the social media appeal. I had updated the post to say that the driver had been identified and thanked the community for their quick responses. I managed to identify the driver and put a casefile together for the court in two days of having the incident allocated to me.
Upon evaluating my use of social media on this incident, had it not been for a social media platform, in past experiences, I would see myself spending weeks even months trying to identify the driver of a vehicle which is not always successful first-time round. The use of social media in this case was beneficial, timely and most of all effective in prosecuting any individual who feels they can willingly break the law. I can however see how placing an appeal on social media could have a negative effect upon the investigation and aid people to be aware that we are looking for them. Withing my role as a police officer I have experienced the other side of social media, I have been involved in an incident where a paedophile hunting group placed information in relation to a person they were looking for, the individual seen this post along with another 2,487 members of the community in which he lived, this caused approximately 500/600 people to turn up at the address in which the individual was located. This caused South Wales police to call officers from every division, officers with full riot kits were required to address ensure the safety of the surrounding community. This is the negative side of social media, initially letting people know about an offence committed, secondly notifying people who were not present that police had turned up. This causes a snowball effect, the more shares that it had via social media, the more people were turning up to see what was happening at that time. In the end, it  transpired that the individual targeted was not actually committing any offence, however due to the social media post he had to move from the area due to ongoing targeting. The Police Foundation, (2014) stated that social media gives police a means of communicating and interacting with the public, facilitates the rapid and easy distribution of critical information, and can help with intelligence gathering. 
Designated officers within South Wales police are authorised to access the social media account, however, the posts are reviewed by senior management before being posted online. All posts are monitored by using a social media management tool known as orla. Orla can manage messages, understand the engagement and most of all, can post the same message to multiple platforms at the same time (Orla, 2024). South Wales police have a policy in relation to social media, the policy is very robust and states that all posts must be in line with the core policies of South Wales police and must always comply with the code of ethics, any person who attempts to place a social media message that does not comply to those standards will find themselves under investigation. South Wales Police, (2024) state that “We want our social media accounts to be safe spaces for all who use them, so we ask that all followers adhere to our house rules. We reserve the right to hide or delete comments or block users who break these house rules”. Most of the time, South Wales police and other police agencies have used and continue to use social media to interact with the public and provide information in relation to missing persons, crime detection and prevention (Dekker,  Brink and Meijer, 2020).
Another beneficial use of social media by South Wales police allows persons to directly message accounts, whether this be to request help with non-emergency incidents or to provide information. Social media platforms give organisations such as police an instantaneous and direct means of sharing critical information, addressing community concerns, and communicating with the public. Police can reach a larger audience within minutes, encourage openness and build community trust by using social media. Furthermore, police forces can use social media to highlight their campaigns, including recruitment drives, crime prevention efforts, and community outreach programmes. In addition to strengthening ties with the community, this serves to draw attention to the excellent work that police forces are doing. It is critical that police forces use social media in an appropriate and productive manner. The accuracy, timeliness, and community-respecting nature of the information given must all be guaranteed. Active monitoring and being receptive to comments and issues are also necessary when interacting with the public on social media. Given the circumstances, police forces have found great benefit from using social media to promote programmes, inform the public, and engage with the community. Social media can improve community ties, foster partnerships, and promote communication when used carefully and wisely. When employed correctly social media gives police the ability to distribute trustworthy information while providing a means of debunking fictitious news reports quickly and accurately (Kershaw, 2023). 
There are several advantages of social media use, some of these are enhanced communication and outreach, social media gives businesses the ability to connect with more people and interact with them instantly. Another benefit is the increased awareness for the force/organisation. Social media also facilitates community engagement and connection, which helps to establish rapport and trust. A great advantage to South Wales police is cost, using social media to disseminate information is cost effective and quick and can reach thousands of people within a few minutes. As discussed above, there are risks to the use of social media use, social media can serve as a haven for the transmission of harmful misinformation and fake news, which can spread quickly. There is also risk around bullying and harassment, these activities can occur on social media platforms, affecting the mental health and general wellbeing of those involved. A partial risk to South Wales police is data breaches or security lapses which can result from social media accounts being subject to hacking and cyberattacks. This could be partially dangerous to a police organisation as hackers could make post not in line with force policies. Schneider, (2019) agrees and states unexpected hazards associated with social media for police include loss of control over material on the internet, problems with credibility and legitimacy, and privacy concerns for both personal and professional use.
Overall, using social media has many advantages, but organisations also need to be aware of the hazards and take the necessary precautions to reduce them. Planning, observing, and participating appropriately are crucial to maximising social media advantages and lowering its hazards. 
Word count – 1763. 













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:
The aim of this essay is to critically evaluate and evidence my flexibility in leadership styles, I will critically analyse leadership strategies that I have developed to manage diverse types of operational situations. Firstly, what is leadership? The action of leading a group of people or an organisation. What is the definition of a leader? A leader is someone who directs, motivates, and persuades others towards common goals or ideals. They are the epitome of qualities like decisiveness, empathy, resilience, and honesty. In addition to providing guidance, leaders encourage teamwork, give team members authority, and inspire them to achieve success. Communication, problem-solving, flexibility, and the ability to make problematic decisions are all necessary for effective leadership. In a variety of contexts, including business, politics, and community organisations, leaders arise and promote positive change and progress (Nikhil Pandey, 2022).
A leadership model is an illustration of a framework, made up of ideas and methods, that you employ to make your leadership style and methods clearer to others and to yourself. It is an illustration of your priorities concerning leadership and your intended conduct while pursuing your objectives. Everyone from police constables to the chief constable, every member of the police force has a leadership responsibility. From their first day of employment and throughout their full career, officers and police staff are expected to demonstrate leadership in a variety of situations, including when attending to an incident weather that be day to day incident, critical or major incidents, coaching colleagues, or overseeing a team or department as senior Management. Each incident or situation could be a different type of leadership and most police officers will use different models for different situation, for example a leadership style/model used a major incident may differ from one used when teaching a peer. The term "authoritarian leadership" describes any circumstance in which a leader maintains the greatest amount of control and authority. Authoritarian leaders, often referred to as coercive or dictatorial leaders, typically reserve all decision-making power for themselves and decide on matters pertaining to structures, roles, policies, rewards, and punishments. When an authoritarian leader demands unquestioning obedience and conformity, their main goal is to maintain power (Kiazad et al. 2010). 
Democratic leadership, sometimes referred to as shared leadership or participative leadership, is a leadership approach where group members take part in decision-making. Any kind of organisation, including the government, schools, and companies, can benefit from this kind of leadership. A leadership style known as transformational leadership has the power to encourage followers to make beneficial changes. In general, transformational leaders are vivacious, and enthusiastic. These leaders care about and participate in the process, but they also have the goal of ensuring that everyone in the group succeeds. Leaders that practise laissez-faire leadership, commonly referred to as delegative leadership, take a backseat and let group members make the decisions. According to research, group members that follow this leadership style are typically the least productive. Transactional  leadership is a kind of leadership where followers are directed and motivated by rewards and penalties. This style of leadership, which is also known as management leadership at times, places a strong emphasis on the value of structure, organisation, supervision, output, and performance. The group's objectives and assignments are quite regimented, and members receive praise for meeting deadlines and criticism when they do not (Schuh, Zhang and Tian, 2013). Every leadership style has advantages and disadvantages, and skilled police officers can combine several types to suit the demands of the team, the organisation, and the circumstances. Historically I have always identified as a Laissez-Faire Leader because of my dyslexia, especially throughout the first six months of training and the training days that we attend every twelve weeks. I lack the self-assurance to take the initiative and stand up. Denton, (2020) states that the authoritarian leadership style is diametrically opposed to the laissez-faire model. Laissez-faire leaders delegate decision-making authority to their team members or subordinates instead of making decisions themselves. Regardless of the circumstance, they rely on their employees to make all the decisions. This laissez-faire attitude is not optimal for police officers because the executive leader should take the lead. 
Before putting myself forward, I will frequently step back and let others attempt it. There are both arguments for and arguments against my preferred leadership style, Leaders Don't Accept Responsibility. When used inappropriately or by the wrong individuals, some except laissez-faire leaders will use their style of leadership as a good excuse to avoid taking responsibility for their work. rather than accepting accountability for not reaching objectives (Online Learning College, 2022). When originality and invention are essential for success, laissez-faire leadership can be remarkably successful. A study by (Sarver and Hiller, 2014) investigated the relationship between the effectiveness, personality, and demographic traits of police officers and their leadership styles. The police officers were categorised evenly across leadership styles, according to the results, with transformational leaders being deemed as the most effective. The traits of transformational leaders include self-assurance, vigour and openness. While some personality traits were significant indicators of leadership styles, few demographic variables were. A transformative leader connects with people and builds relationships through charisma, which raises employee motivation. A transformative leader finds out what drives their team members by considering their requirements. Such a leader will prioritize the information provided to them by members and tailor their approach with an awareness of the greater good (Denton, 2020). Campbell and Kodz, (2011) also talk about a mixed style leadership and studies suggest that through police officers using both transformational and transactional behaviours, their effectiveness may exceed that of those who only use transformational behaviours. Research on leadership styles in the police force from (USD, 2019; Raza, 2019) had shown that there was no dominant leadership style and that leadership styles were situational, changing depending on the situation or environment. However, other research from (Cain, 2017; Decker, 2018) had shown the existence of dominant leadership styles in the police force. According to Cain (2017), a leader's approach, actions, and mindset towards their subordinates are the characteristics that make up their leadership style, which is not a position they have inside an organisation. The leader in an autocratic style, sometimes referred to as an authoritarian or authoritative style, makes all the choices with little to no input from the followers. With little to no input from people under their direction, the leader exercises complete control over decision-making and bases judgments only on their own opinions and convictions (Denton, 2020). Through the demonstration of exemplary leadership behaviours, leadership in police has a significant impact on colleagues' work output and fulfilment (Miller, 2020). 
My leadership style changed because of an incident I attended, in late 2023 I was on duty when our public services department received a call regarding a two-vehicle collision on the road. The first caller said that a car had collided with a bus. Since the police officers covering that area had already left, I was initially unable to attend, However, later, we received information from our control room that someone had reported seeing a deceased person in the middle of the road. Since this is now a call involving the need for lifesaving first aid, another officer and I have begun attending the scene and while on route, I heard that the first responding officers had arrived. I could tell they were clearly horrified. They have informed all officers that there was a two-vehicle road traffic collision; six people were hurt and required CPR, one person had left the scene. I was about four minutes away when this communication was sent. As soon as I arrived on the scene, I assumed an authoritarian leadership role over the other officers who were obviously in a state of shock and panic because they were so new to the force. I asked them if they needed anything from me and told them to stay with the casualties. After that, as I was surveying the area, the fire department arrived and started performing CPR on another casualty. After that, I sent an update to our control room informing them of the resources required, where they would be needed, the number of casualties and their needs, and the specifics of the incident. I persisted in providing unambiguous instructions to members of the public, bus accident victims, and colleagues until a senior officer arrived and assumed the commander's position. Before adopting a transactional leadership style and following the commander's directions on the scene, I provided a quick verbal handover. There scene was one of the utmost challenging circumstance due to the number of injured parties and the large crowd who were gathering, in total I would estimate that there we 50/70 people now watching police, fire services and ambulance conducing measures to save life. In total there were over one hundred police resources attached to the incident. Looking back at the situation I felt like I had to change my style of leadership not only for the officers but the onlooking crown, I need to get clear control of the situation, one to preserve life but also to ensure that evidence opportunities was not damaged by the on looking crowd. 
My leadership and the leadership of other officers is set on base foundation; however, this will change to the needs of the situation, I have mentioned how my base leadership style is Laissez-faire due to my dyslexia and how I was required to change when placed into a high-pressured environment. However, in my next situation it changes to a distinctive style again. I am lucky enough to be in a position where I am trusted to mentor and tutor students when their fulltime qualified tutors are off. When working with students I like to use the transformational leadership style, I like to build a good relationship with the student and understand their background, I like to fully establish their learning style. I like to try and motivate and empower the student to perform to the best of their abilities but will always be there to step in and assist where necessary. I like to see continuous improvement from the moment I start working with the student and on the way to call will ask them what they think is required including at the call and the paperwork to follow. As you can see from the example, I have given there are many leadership styles used by just one-person, other police officers may use alternative leadership styles to suit them. What is clear is that leadership and leadership styles are very much needed within the police force and are the foundation for not just live incidents but the foundation of our day-to-day work. It is also clear that leadership style needs to be flexible to gain the best outcome for the learner and situation. 
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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:
The aim of this essay is to reflect on my three years’ experience during my probation within the police force, I will reflect on achievements gained, and explain how coaching and mentorship has supported me in achieving personal goals, organisational goals along with how it has aided me to perform to the best of my ability. It was beneficial to me if I researched the role of a coach and mentor, I also feel it would be beneficial that coaching and mentoring theories are explored to understand which suited me best. 
Mentoring and coaching are essential to individual growth and success in a variety of professions, including policing. The College of Policing, ( 2024) defines the role profile as a coach and mentor as an individual who works one-on-one or in small groups to assist people identify and accomplish their goals, whether they are personal or professional, enhance performance, or address work-related performance concerns. The partnership is limited, frequently lasting only a short while, and it concentrates on abilities or development objectives. Coaches or mentors will possess key attributes to achieve the best outcome for the person in which they are coaching, some of these include, building a rapport and trust with the learner. The ability to effectively provide developmental feedback and use assessment strategies while monitoring and evaluating performance and the able to identify relevant development actions and use a human behaviour understanding to the detection of performance and learning limitations. According to (CIPD, 2015) mentoring is becoming more common in the workplace than standard training interventions because it is an affordable method of integrating long-term movement and change into an organization's operations and culture. Additionally, there appears to be a trend indicating that employees and adult learners are increasingly asking for more individualized, flexible, and learner-centered learning and development opportunities as workplace and labour process expectations change (Knowles, Holton and Swanson, 2015). It is commonly known that the public sector has faced significant economic, political, and social pressures related to shifts in public expectations, recessions, and changes in political leadership. These pressures have necessitated institutional change (Clutterbuck, 2015), and many public sector organizations in the UK are using mentoring increasingly as a development tool (Snell, 2009; CIPD Factsheet, 2015).
A popular approach to learning, behaviourism includes several ideas and includes the writings of prominent figures in the field, including Thorndike and Skinner. Numerous police training environments frequently use behaviourist instructional approaches. Police force training ought to emphasize the importance of trainees engaging in self-directed learning. Community policing and this may go hand in hand. Police trainers may find support from the theory of andragogy (Birzer, 2016). It could be beneficial for police training academies to move away from the mechanical, militaristic, and behavioural parts of training and instead develop curricula that teach police officers how to recognise, address, and resolve issues like drug use and crime. Police training can become mission-focused and address the knowledge police officers need to perform their duties efficiently. 
On reflection of three years in the police and looking back to the very beginning of my probation period, I had several expectations to maintain, the public perception towards police, expectation of the role, including calls in which I would attend, and expectations of my development. My expectation of what the public thought of the police were low, I believed that 90% people hated the police, and each day would be a tough challenge to get people to assist us, upon reflection this is not the case. Many of the population support police and the role we play within society, however there are also many people who are not favourable of the police, I feel this has been heightened due to many of the persons we deal with and those who participate in crime. There is a figure of speech that I have heard several times which is “we deal with 10% of the population 90% of the time”. I also feel that the media do not help police forces as they only ever report on bad publicity, I feel the UK media will report on the one thing police do wrong but do not report on the many of things we do outside of our role every day, whether that be helping someone with a minor task or saving someone’s life and risking our own. My expectation of the role was that we would be attending and arresting people all the time however this is not the case, I spend a lot of my day assisting paramedics and attending mental health related calls. I have been to several mental health calls in which I have been required to take that person to hospital. I have also been to several calls where individuals have taken their own lives. 
There have also been many challenges along the way, prior to joining the police I worked Monday to Friday 0900hrs to 1700hrs, one of the challenges I faced was adapting to the shift pattern, at first I found this difficult and struggled with sleeping after night shift. I also had to adjust to a new team and working environment and understand how other people work to make myself an asset to the team. While all this was going on I also had to think about the targets I had to achieve, including the OCP which was mandatory and had to be completed by the end of my 12-week tutorship. OCP had always been a factor in my probation period as I am required to do one every year to meet the standards required by South Wales police. During my three years challenges have include moves to the team in which I am based, I am the only one currently left on my team from when I first started my probation period meaning seven people have been moved from my team whether that be to promotion or due to their skill set being required elsewhere, one of my fellow team members, I would class as a close mentor figure. 
Throughout the three years I have had two sergeants, both sergeants have been easy to have a good relationship with and can see my enthusiasm for the role. We would often have meetings where I would go through my workload, but they would also point out areas that I needed to develop my skills in. They would often allow me time when demand allowed, to advance my skills in particular areas. They also played a critical role in identifying my strengths and would often allocate me to incidents in which they felt I had partial skill set in. For example, if there is a traffic or firearms incident my sergeant will allocate me to such an incident. I have gained thorough knowledge of these offences but also take a keen interest in the areas. Sergeant would often give feedback verbally and then follow up with written confirmation, this would occur frequently which allowed me to go back and see if I were improving on the areas in which they required. There have of course been mistakes along the way and these have been exceptionally good learning experiences for me, these mistakes have not only been made by myself but also other officers. I also learn from mistakes made by other officers, due to us being a transparent team, we often outline our mistakes for the whole team to learn. When reflection on such mistakes, they are minor and easy to be rectified and improved upon. 
There have been several achievements since joining the police, these include calls that I have been to, I have been successful in investigations and placing persons through the court process via the crown prosecution service. One case stands out, where I helped with many other officers to safeguard a victim of coercive control that she had been subjected to for approximately 15 years. I am also lucky enough in my short career to have completed a number of course, I have successfully taken part and passed my initial driving course, a stinger course, taser course, Station breath test producer course and a method of entry course. I have also been lucky enough have been successful in the application stages of the firearm and I benefited from the coaching and mentoring for not only the firearms process but throughout my three-year probation period. This has allowed me to achieve set goals that I thought were out of my reach and something that I never thought I could achieve, guidance from not only senior officers but also my peers has allowed me to achieve a goal with will see me joining the firearms unit in 2025. Through the coaching and mentorship from the start of my journey with the police has moulded me into something that the firearms unit looking for, Not only that but one Particular peer coached me through the fitness element and requirement to join the firearms units providing me with daily fitness related tasks, allowing me to train with him giving up his free time to assist, through his support and guidance, I would have never applied as I always thought it was out of my reach.
I have found that a massive part of being a police officer is resilience, for example I have been to road traffic collision which have involved multiple casualties, some that sadly passed away at scene, However this is where resilience shows, I was required to go from that incident after facing extreme scenes and trauma to continue my tour of duty and was required to attend further call. This incident showed me the level of resilience required by not only police but other emergency services. This also shows the requirement for strong relationships within teams, an incident like this is only experienced by the team who were involved, meaning that only a small number understand what trauma was experienced. I am lucky enough to have an incredibly supportive team, I can say that I get on with every single one to the point where we will often spend time together as a team outside of work. I am also lucky enough to have a good relationship with several senior officers and know if advice is required, I can go to them. Having a good relationship with my peers and senior staff has benefitted me with not only the requirements during my three-year probation but have also helped me achieve targets I thought were above my reach, one officer whom I have become good friends with mentored me through my firearms application and was the one that pushed me to achieve that goal. If it were not for his mentorship, I would never have applied for the role in the first place.
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