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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:

This essay will critically evaluate the strategic role of the College of Policing in professionalising policing in the UK. I will evidence how I am working to fulfil the role of a modern professional police officer now that I am in my final year of probation; I will also analyse how I have developed as a police officer as well as how my role has changed and evolved.

The College of Policing is a statutory body which the police service, in England and Wales, must adhere to. The College of Policing is responsible: for establishing guidelines in conjunction with relevant training courses and for setting the standards and policies for police officers to abide by. The College of Policing emphasises the National Decision-Making model (NDM) and the Code of Ethics police officers abide by in their daily working: ‘The Code of Ethics is a written guide to the principles that every member of the policing profession is expected to uphold and the standards of behaviour that they are expected to meet’ (House of Commons Home Affairs Committee, 2016-17). The NDM helps police officers at live incidents and guides them regarding how they must carry out their role on a day-to-day basis. The College of Policing provides all relevant information to police officers on relevant models used in the police service in England and Wales. The College of Policing has also set an educational requirement for police officers who join the police service, called Policing Education Qualifications Framework (PEQF); this is a requirement for all police officers. The College of Policing requires officers to have a degree. The requirement for officers who join with a degree is that they must undergo a two-year diploma called the Degree Holder Entry Programme (DHEP) and officers who join without a degree must undergo a three-year degree called Police Constable Degree Apprenticeship (PCDA), the latter being my requirement. On a personal level, my daily role in my employment has made me immediately aware of the existence of the College of Policing as an umbrella authority; my initial knowledge explained in my own reflection has been from my experience of academia, so far, alongside my job requirements and the College of Policing provides guidance to officers. However, as the College of Policing is a statutory body that provides guidance to the police service, the College of Policing has created a Five-Year Strategy which is a plan to keep the community safe and to set standards and guidance to officers in how best to do so, one of the intrinsic elements being: ‘Keeping people safe from crimes such as domestic abuse and child sexual exploitation is a major feature of modern policing. To be effective today, the police have to deal with new threats such as cyber crime and rising expectations that they will not only guard the streets but protect people in their homes and online’ (College of Policing, 2014, p.7). 

I have been a police officer for South Wales Police for two years and six months and  I am proud of the officer and the person I have become. On starting my training, I was considerably nervous, anxious, and full of doubt of not passing my mandatory exams to get out on the street as a response officer. The training consisted of six months with two written exams. On reflection, I do not think anything could have prepared me for what it is really like as a response officer; we, as response officers, experience numerous emotions on just one given working shift. As a police officer, we carry many roles and responsibilities, such as: investigating crimes and offences, arresting and interviewing suspects, responding to calls in order to help the local community and giving evidence in court. I have learned the skill of and the necessity for discretion which is a key element of being an effective police officer: ‘Police officers receive training and guidance on the lawful and effective use of their powers and authority, but ultimately, they have discretion to make decisions. As ‘office holders’ they are personally responsible for their decision making’ (Brown, 2021, p.6).

Although I have only been in the police service for two years and six months, I have seen a change regarding digital policing, regarding the police service being more accessible to the community via online platforms and online access. As a result of this modern accessibility and communication between the police and the public, my colleague and I attended an individual’s home address after receiving an online report informing us that they had been a victim of a burglary. Whilst in attendance, I obtained a victim statement and a victim personal statement. Whilst at the address, it came to light that the victim knew the suspect in question. The victim, therefore, provided us with the individual’s personal details and address, along with an accurate description of what they were wearing. The offence had taken place approximately two hours before our attendance on scene. At the time of the incident, I felt confident and comfortable taking a detailed victim statement and a victim personal statement, as I could see that the victim was extremely upset and vulnerable. Once I obtained the statements, I then took photographs of the forced entry to the rear door of the property and used my radio to ask for Crime Scene Investigations to attend (CSI). Once all golden hour enquiries were conducted at the home address, I passed over a detailed description of the initial circumstances along with the individual in question over the radio to update the local control room, local response police officers and local CCTV authorities. Additionally, I was aware of a Live Facial Recognition Van (LFR), that was in the high street of the local area, so they were also updated with the personal details of the individual who was well-known to the police. Shortly after leaving the victim’s home address, I was made aware that the individual in question had been identified by colleagues in the LFR van, with all parties using the same radio station. The CCTV authorities assisted me with their direction of travel; consequently, I eventually caught up with the individual and arrested them on suspicion of burglary, as defined in section 9 of the Theft Act 1988.

This incident gave me a great sense of job satisfaction and I was especially happy with the timing of the incident in terms of arresting the individual quickly, as well as the effective communication skills between all parties involved. In hindsight, I should have asked colleagues to attend the individual’s home address as we were aware of it being on our systems, whilst I conducted an area search for the individual. We were fortunate that the individual was spotted by colleagues. This fortunate chain of events is not always the case, so cannot always be expected or relied upon. At any other future incident like this, I will utilise the Gibbs Reflective Cycle, which I have contemplated via my reading on The Open University, to adapt my thinking and, consequently, to directly attend the suspect’s home address where and when appropriate (Vernon, 2020). 

Reflecting on my final third year of my probation, my role as a police officer has changed. I left my role as a response police officer and joined the HUB which is an investigative role in October 2023. This move made me divert from my comfort zone, as my new role is very paperwork and case file focused. When I first joined the HUB, I felt anxious because it was unknown territory; fast-forward eight months’ time - I am a completely different officer in how I now deal with incidents and my role has changed from responding to calls from the public to now interviewing suspects for the crimes they may have or may not have committed, building the case file to send it to the Crown Prosecution Service (CPS), and attend court on a much more regular basis than when I was working as a response officer on the streets. I made the executive decision to ask if I could transfer to the HUB after having worked on the streets because, by working in the HUB, one can progress actively and rapidly as it is the most effective method to gain investigative experience and skills. I am content with the decision I have made as it has also allowed me to progress as an officer regarding attending relevant training courses to enhance my interviewing and investigative skills. The relevant courses I have attended are a five-day suspect interviewing course which has allowed me to enhance my interviewing skills and learn how to deliver the interview in a conversational manner which allows me to build a rapport with the suspect. The second course was a Tier 1 forensic phone examiner course which allows me to have the clearance to download the suspect’s mobile phone for evidential purposes. I attended this course due to technology advancements and the increase in how technology is causing and spreading crime: ‘The pace of technology continues to advance and digital adoption is accelerating. Policing does not exist in a vacuum: we must respond to evolving demands on our service, and overcome the internal challenges that currently hamper us’ (National Policing Digital Strategy, 2020). 

The Policing Vision 2025 was published in 2016 by the National Police Chief’s Council (NPCC) which is a ten-year plan of guidance on how decisions will be made to help keep people safe: ‘Digital policing will make it easier for the public to make contact with the police wherever they are in the country, enable us to make better use of digital intelligence and evidence and transfer all material in a digital format to the criminal justice system’ (Policing Vision, 2025, p.3). 

The Strategic Policing Requirement (SPR) was created by the home secretary to set out the national threats, one of these being Cyber Crime: ‘The Government Cyber Security Strategy 53 pursues a central aim - for government’s critical functions to be significantly hardened to cyber attack by 2025, with all government organisations across the whole public sector being resilient to known vulnerabilities and attack methods no later than 2030’ (Home Office, 2023, p.47). This problem and the nature of this potential threat may have not existed in the past, but is now likely to worsen in the future, therefore this strategy is of paramount significance.

To conclude, it is evident to perceive the extent to which I have evolved, personally, as an officer since moving to the HUB in October and how much my role has changed, compared to what it was, whilst being a response police officer. It is evident to perceive the vital role the College of Policing plays in policing, with the guidance, information and training they provide, which I have learnt from first-hand from being in the police. I am extremely grateful that we, as officers, are given the opportunity to complete a university degree which the College of Policing oversees to supplement the training and guidance that I have received from the onset. It allows me to develop my education and expand my realm of knowledge and experience within the police. It is clear to see from: the Policing Vision 2025, the College of Policing, the Strategic Policing Requirement and the Workforce Transformation 2018 that all the correlated elements form a collective mission with the overall aim of keeping society safe and of setting high standards for all police officers. 
WORD COUNT – 1910. 
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:


This essay will critically evaluate my personal experience of using social media platforms as a means of informing and engaging with the community, as well as promoting policy initiatives. I will consider the force policy on social media for professional information, which specific social media platforms tend to be favoured by the police in terms of usefulness and investigatory purposes and, more importantly, the benefits and risks associated with using social media. 

As a student officer in the final year of my probation, I have had over two years of first-hand experience in observing the benefits of social media use within the police. The 21st Century has seen a vast number of individuals: becoming familiar with, being regular users of and having become very reliant on social media. This has had positive effects of bringing communities and populations closer, although it has also had negative effects on the mental health of some individuals, especially young people, as well as having made it, potentially, easier for potential crime involving sex offenders and human trafficking. In this current day, mobile phones consume people’s lives, with many individuals controlling their daily schedule and their life through their phone. Alongside, it is usually Police Community Support Officers (PCSOs) who may be seen on the streets while police officers may be preoccupied with work demands within police stations or on call-outs and with responding to emergency calls in vehicles; it could, therefore, be somewhat easier for members of the community to contact the police via forms of social media, more instantaneously, rather than by phone which could involve queuing systems or in person at a police station, if there is not one easily accessible. The notion of community policing has, therefore, evolved from the community having interaction with members of the police on the streets to a more technological method of communication; ‘Through the use of a call, an instant message, a post on social media or even real-time video communication, users can easily use their smartphone to report an event, ask for assistance or provide information about their status, allowing the provision of  faster  and  more  efficient  safety  services’ (Leventakis and Haberfield, 2018, p.55).

Firstly, social media is a hugely beneficial tool to the police service due to the vast number of individuals using it and how it can also be effectively and positively used by the police. The police services’ use of social media can be broadly divided into three related areas: ‘Providing information’, ‘Engagement’ and ‘Intelligence and Investigation’ (The Police Foundation, 2014, p.3). Regarding the provision of information, this provides information to be shared quickly and at a low cost or, even, at no cost. Engagement helps the police to connect and build a rapport with their local communities. Lastly, the combination of intelligence and information allows the police to listen to their local communities and to build evidence for possible and current investigations and incidents (The Police Foundation, 2014, p.3). 

The police use numerous social media platforms: to engage with their local communities in order to promote positive initiatives and outcomes, to help locate wanted suspects, to search for missing persons, to promote specific departments within the police and to make the public and communities aware of on-going day of actions  (a term used within the police) tackling specific crimes; ‘Forces are using social media sites as a method of widening their access to communities and engaging with people through their preferred method of communications’ (College of Policing, 2020). With regard to which social media platforms the police are most likely to communicate on, from my personal experience, the three main sites that they are use are: Facebook, Twitter and Instagram. With the evolution of time, in the decades prior to social media and the Internet, the only way would have been in paper form in relation to a wanted suspect or missing persons, which would have been very limited to the amount of exposure and awareness. This immediately exemplifies the positive aspect of social media use on the police and on society. The Association of Chief Police Officers (ACPO) has released guidelines to all police forces in England and Wales. These guidelines indicate that any information derived from social media can be used only in line with investigatory purposes. Police officers have access to a significant amount of sensitive data which is protected under the Data Protection Act 1998; according to Section 6 of the guidelines: ‘Police officers who obtain personal data or sensitive personal data about third parties in the course of their duties and disclose that data without authority on the Internet or social media are likely to have committed a criminal offence (Ministry of Defence Police, 2013, p.5). 

On the other hand, although there are numerous positive aspects of social media used by the police, there is also a negative risk of individuals mis-using social media whilst the police are attempting to deal with an investigation, especially while on scene; ‘large groups of sensationalist smartphone owners take camera or video footage of accident or crime scenes, and put these images on Facebook, Twitter or similar social mass media’ (Akhgar, et al, 2019, p.32). From my own experience, this only has a negative impact on the incident, itself, especially on: the people involved, the police service, itself, and the evidence linked to the ongoing incident. An incident I attended posed this type of situation. We had exactly this scenario which was proven extremely difficult to manage due to the amount of people filming the incident; when onlookers were asked to stopped filming, this only made the matter worse which caused further escalation due to the abuse that the police received by the numerous individuals filming; ‘There have been reports that groups of this new breed of non-helping bystanders have actively abused police, because they were asked to stop the filming of victims and police’ (Akhgar, et al, 2019, p.32). Arguably, the police have no right to stop people from using their phones as they wish. Nonetheless, the people who are doing this with their phones and then posting on social media are impeding both the investigation and they could also be, potentially, invading the personal privacy of the officers involved. 


Another incident I attended allowed me to witness firsthand the positive benefits of social media used within the police service. I attended to a report of an individual who was graded as a high-risk missing person who had left a note of a concerning nature to their family and was not answering their phone and had been uncontactable for numerous hours. Due to this unusual behaviour and unprecedented circumstances, concerns were at a heightened level due to the police having been contacted regarding the individual in question. My colleague and I attended the family home of the individual who was deemed to be missing and received the full circumstances of the incident as well as the relevant places the individual attends regularly; this being said, it was disclosed to myself and my colleague that this behaviour of the individual was completely out of character and was not the norm.
  
I conducted checks on the individual which confirmed that this individual was not known to the police, at all, which sparked further concerns for us. Whilst I was at the home address, I asked if we could be provided with a recent photograph of the individual to help us locate them. Once the full circumstances of the incident and all of the relevant information was obtained, from their family members, we left the address and began to check the local areas the individual regularly attends which did not come to fruition; my colleague and I were attempting to contact the individual’s associates, in response to which they informed us that they had not heard from them that given day and they further informed us that they would make contact with us if they were to hear anything. My colleague and I then made the decision to attend the individual’s place of work and to liaise with the person’s supervisor and colleagues, in response to which we were informed us that the individual had not arrived at work that given day, which was completely out of character for them. With this incident escalating, due to no persons sighting or knowing the whereabouts of the individual, I decided to contact our local control room and provide the recent photograph of them (which I had obtained from their family members with permission to share it) along with a description of the individual, in the hope that the control room would further upload the image to Facebook, seeking information regarding their welfare and possible sightings and/or whereabouts. Whilst interacting with the individual’s family members, I observed and noted the vast distress that is caused on the family of any individuals when it becomes clear that they may likely be in imminent danger: ‘The NCA estimate that approximately 180,000 people are reported missing every year in the UK; for the carers, families, and friends of the missing person it can be highly traumatic and stressful few hours or days’ (Wood, et al, 2022, p. 292).

As time was of an essence and the risk to the individual was quickly rising, my colleague and I were running out of lines of enquiry. The control room contacted myself and confirmed that the photograph of the missing person had been uploaded to Facebook; my colleague and I were relying on this line of enquiry to assist us with locating the individual. Whilst my colleague was on the telephone to the local hospitals, to ascertain whether the individual had rung or been to the hospital, I was contacted via the control room informing me of relevant comments made on the photograph by members of the public and the local community commenting on locations and times that they had seen the individual, along with members of the community commenting that they knew the person and it was raising concern in the local community – therefore, awareness had been heightened due to social media publicising that this person was missing. We were receiving relevant time stamps of where the individual had been seen, which allowed us to search the areas in a timely manner, as the searches were being conducted by the police whilst local members of the community were assisting, which showed a great sense of humanity, and it was building trust between the community and the police – this method of working together with the public had the opposite effect of when bystanders found themselves impeding the police’s work with the previous incident. Shortly after, we were made aware by the control room of a comment made under the Facebook post, indicating that someone has seen the individual at that given time at a specific location. With the risk being high, regarding the individual in question, my colleague and I made our way to the location on an emergency call and finally located them. Therefore, not only does social media play its positive part in police investigations, but also, it is imperative that each and every possibility is observed and investigated.

Whilst on scene, our main priority was to ascertain whether the individual had not come to any harm and to find out what their intention had been at the point that they had gone missing; whilst engaging with the individual, we could clearly see that the person was distressed and upset - we eventually safeguarded the individual and the incident came to an end. On reflection, this demonstrates the power and benefit of social media; it displays that the police, society and local communities amalgamate and succeed; this incident portrayed great trust within the community and the police. It illustrates that we are extremely fortunate to have social media in this day and age, not only as a police force, but also, as a connected society, as it swiftly aided us to locate an individual who was in distress and was at high risk: ‘Good use of social media can help the police to better understand, respond to and attract the attention of specific audiences. Used in the right way by the organisation, social media enables real two-way communication with people interested in engaging with the police’ (Crump, 2011. p.11). 

In conclusion, social media is, overall, positive. On reflection, regarding the aforementioned (second) incident, it was solved due to social media leading the local community and the police to find themselves working together to locate an individual who was in distress and needed help - a positive of community policing. Nonetheless, there can be negatives to social media within the police service, as it can create and escalate complications in ongoing incidents and cause a divide between the local community and the police, therefore, paint the police in a negative light. As indicated earlier in this essay, not only can misuse of mobile phones and social media paint the police in a negative light, but it can also present a misinterpretation of events as well as, potentially, invade the privacy of individual people who are merely attempting to do their daily job and to solve crimes as well as to protect their local community. 

WORD COUNT – 2195.






















Task 3

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


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:


This essay will critically evaluate my flexibility in leadership style, analyse leadership strategies and models that I have developed to manage a range of operational situations. I will consider leadership models used in policing and evidence how I was able to apply change in leadership style to reflect the changing circumstances in a live incident.  

In my current role as a police officer, I have not yet been promoted in the hierarchal structure of the police service to a Sergeant yet, so I do not have any actual subordinates within the hierarchy. Regardless of hierarchical level, however, leadership is needed on a daily basis; ‘There are many different leadership styles, models and approaches across policing and there is no simple model or style that guarantees good leadership’ (HMIC Police Leadership, 2016, p.8). Regardless of whether I currently have any hierarchical subordinates, I must always develop how I manage and lead situations. I must flexibly decide which leadership style best suits each situation: autocratic, democratic, delegative, visionary, affiliative, pacesetting, transactional, transformational, coaching and bureaucratic: (Institute Project Management, 2022).

If the situation were to arise at an incident with a Police Community Support Officer (PCSO) in attendance alongside me, they would be, as per the hierarchy, my subordinate, and I would automatically assume automatic leadership. As I am still only within the third year of my career in the police service, the evolvement and adaptability of my management and leadership skills are demonstrated in my previous, and current, work ‘on the streets’ as a response police officer and, currently, in my position as a HUB officer where my intrinsic role is to interview suspects; this is sometimes conducted between only me and the suspect when I automatically become the leader, as I lead and direct the interview. In this respect, I would be a combination of a: transactional, bureaucratic and a transformational leader. However, depending on the anticipated length of the interview and on the severity of the offence, the interview may be conducted by me, alongside another HUB officer. From the start of my career, my experience has also evolved by attending court trials, when necessary, for which I am the OIC (Officer in Case) which allows me to further lead the investigation but, this time, in Crown Court or Magistrates Court. As the OIC, I am the one responsible for: interviewing the suspect, gathering evidence and relevant material and then sending it to the Court, so the leadership then falls into the Court’s hands for the final outcome of the case; if the case evolves as a Magistrates case, there is normally no reason for me to attend, but, if the case becomes a Crown Court case, my presence is required. In this respect and in this aspect of my role, my leadership necessity constantly evolves. The type of leadership style which I would likely need to adopt when serving the Court would be affiliative because I am working in affiliation with the Judge’s process.

Furthermore, my most recent experience has expanded via a five-day interview course with experienced officers. From the five training courses I have attended so far, the most recent was the most intensive and this required small group activities with experienced officers where either I, or one of my colleagues, was placed as the group leader. As I analyse my daily role regarding leadership, training courses make it clear that there are different types of leadership - ‘Four leadership styles are directive leadership, supportive leadership, participatory leadership and achievement orientated leadership’ (Walsh and Vito, 2018, p.61). Within the group activities of this course, I, as well as the other members of the group, worked within the realms of supportive leadership.
 
In summary, my experience so far in the police has been: a colleague and I working as a pair on the streets as response police officers, where we are both equal leaders working alongside each other and where we are leading the public, either just me interviewing a suspect where I am the leader or me along with another HUB officer where, once again, we are both equal leaders developing and leading the interview, but we are the ones in charge of the questions being posed, not the suspect, and finally, my role in the court trial is minimised because I am only supporting the trial but I am not in charge of the judicial system and I am supporting the legal investigation. As a police officer, always working with a colleague, I would be constantly a visionary leader, regardless of there being any incident to deal with, or not; if I were then dealing with an incident, I would also have to instantly take an autocratic role.
 
As I am evolving in my current role within the police service, my intention is to next become a Sergeant with automatic hierarchal subordinates (police officers and PCSOs). Leadership is evident in two ways: the obvious subordinates under me in line with the ranking I currently hold in the police service but also, regardless of ranking, how much and what leadership skills I must flexibly display in line with the scenario I am facing. From this point, I have reflected on my experience in the police generally and I have tried to analyse the general leadership skills that have been necessary in my day-to-day job, whilst maintaining the wellbeing and safety of those around me, as well as my own wellbeing; ‘Well-being and resilience in the police have garnered much attention among academics and policymakers. For police leaders, their personal resilience and the well-being of their staff is increasingly recognised as fundamental to successful organisational performance’ (Davis and Silvestri, 2020, p.109). I will analyse a specific incident that I have handled in my career, so far, which has required a more specific and flexible leadership and management style, and very likely, overall, a delegative leadership style.

To close the general analysis of my various roles, to date, and before looking, specifically, at a particular incident, it is worth summing up what leadership refers to. In all, in my current position as police officer since the end of 2021, as I am in probation as well as a student undertaking undergraduate studies, alongside the practicalities of my role in its three aspects so far: on the streets, face-to-face interviewing at Headquarters and in court trials, I do not actually consider myself to be a hierarchal leader yet; ‘In generic terms, leadership typically refers in contemporary society to those in senior roles in organisations who oversee institutional change and development, endeavour to achieve results through directing personnel, and have to cope with the demands and restraints of specific environments’ (Van Dijk, Hoogewoning and Punch, 2015, p.19). 

Regarding flexibility in leadership styles, my colleague and I attended a specific call where a member of the public who had witnessed a visibly upset individual who disclosed that they had been robbed of their mobile phone. We were equal affiliative leaders, but my colleague and I were, ultimately, responsible for deciding, between us, the order in which aspects had to be handled and we had to lead together, in a delegative manner. As regards flexibility, this incident was one of the first live incidents where the suspect was outstanding, therefore, the suspect had left the scene but would be able to automatically be identified by the victim, if found and arrested. My colleague and I attended the location. This specific scenario needed: good communication, patience and, whilst at scene, I instructed my colleague to obtain details and a statement from the witness whilst I was with the victim giving them time to compose themselves so they could tell me exactly what had happened. The victim gave a detailed description of the individual, in response which I swiftly relayed the relevant information regarding the incident and the description of the suspect in question to surrounding officers on the channel and asked all the surrounding officers within the area to start searching for the person matching the description – my flexibility went from delegative to my colleague on to delegative across the radio to other colleagues. After safely transporting the victim home, an area search was conducted, where we were patrolling the local high street and saw an individual matching the description. During this time, all officers involved were equal leaders.

My colleague and I exited the vehicle and started to walk towards the individual, at which they had spotted us and started to make off on foot away from us. Shortly after, my colleague and I caught up with the individual where I subsequently arrested them for robbery, as defined in section (8)1 of the Theft Act 1968. Given the circumstances of the incident and a knife being mentioned by the victim, I made the personal executive decision to conduct an urgent interview on my body-worn camera with the individual and asked them where the knife was and what they had done with it to which they confirmed where it was. 

This incident occurred when I was early on in my career, approximately fifteen months into my role, and on reflection, I was happy with how the incident was handled by myself and my colleague. It was a very fast-paced incident, in terms of events and material timeframe which required quick, effective thinking in order to resolve the incident; in hindsight, I would have liked someone to stay with the victim for reassurance and to obtain a statement there and then, so that their memory was fresh, specific and accurate. I was most definitely contemplating how we could collectively locate the individual in a timely manner. Within the Gibbs cycle, on reflection, I felt great empathy for the victim, and, at the same time, I felt very unsettled regarding an individual with a knife who was yet to be apprehended. If a similar incident were to arise again, I would ensure that a statement was attained by the victim on the same evening, and I would also ensure that the victim would know who they could contact should they feel the need to. Reflecting on this incident, I do not think that, collectively, anything could be done differently (Vernon, 2020).

I took charge of the incident at my earliest opportunity, at scene, by directing my colleague to obtain an account from the witness whilst I stayed with the victim to obtain an account and calm her down, which then led me to effectively communicate. It is a vital component in leadership to have good communication skills. I stayed calm and ethical throughout the incident and, subsequently, saw the suspect at the end of the high street. The importance of being ethical is, first and foremost, to ensure safety, but secondly, to remain respectful and polite and not to cause undue offence; ‘In 2013, a systematic review into the characteristics of good police leaders identified seven characteristics of a good police leader as being: ethical, a good role model, having legitimacy, being a good communicator, making sound decisions, trustworthiness, and critical strategic and creative thinking’ (Kilgallon, 2024, p.78). There was an element of risk when the individual ran away from my colleague and me, as we were unsure whether they had any weapons on them which could harm members of the public or other officers; this was handled with instant, clear communication over the radio for officers’ awareness and for assistance. Meanwhile, there were many members of the public in the immediate vicinity, which made me anxious whilst on foot, chasing the individual; in hindsight, the ideal situation would be to not have anyone around, but the beauty of leadership is the dynamic of: risk assessing, quick-thinking and communication.

Overall, I believe that each leadership style has its own advantages and disadvantages. It is, potentially, a negative trait if someone predominantly has one singular leadership style and it is essential to be flexible and to adopt a different style depending on the scenario in question and on the colleagues, as well as members of the pubic, that an officer is dealing with, at any given time. When dealing with the pubic, whether a victim or a suspect, the leadership style needs to be different than when working with colleagues and when working with subordinates/superiors and, also, especially, when being in a Court scenario where the Judge is the head of any decision-making. I however believe integrity is a key component in leadership: ‘One of the central tenets of effective leadership, repeatedly expressed by most experts on the subject, is the need to act with integrity. It is the key to winning trust and commitment’ (Kippenberger, 2002, p.8). 

In conclusion, it is evident that it is important to maintain your composure in fast-paced incidents along with being ethical and having eloquent communication skills is invaluable in any type of leadership. This said, it is clear to see that it takes time to develop varied leadership skills and the necessary confidence to continue to evolve with every incident, every case and in line with future potential promotion prospects within the police service. This development of flexible leadership skills will develop together with every incident encountered and with years of experience.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

This essay will critically reflect upon my three-year probation. Also, I will detail how I have benefitted from mentoring and coaching from my leader, in terms of a tutor/mentor, in my first twelve weeks, as well as being mentored on my mandatory attachments during my probation. Furthermore, I will reflect on how both mentoring and coaching have helped me to meet personal, professional and organisational goals and how they have helped me to learn, develop and perform in the workplace.

I can, wholeheartedly, say that I have thoroughly enjoyed being a student officer, but I have also found it extremely challenging within my own learning and understanding about the role of a Constable and realising the responsibility that comes with it and the demands it can have on your personal life. These effects on personal life entail: potential unsociable hours, taking ‘work’ home with you (mentally) in that you cannot switch off, potential elements of danger and not being able to talk about your job with friends. All of these aspects do not affect me in any way, but I am aware of them; also, the fact that I can deal with these aspects makes me enjoy my job all the more. 

I have been very fortunate with the mentoring and coaching I have received during my three-year probation. My first twelve weeks as a police officer were challenging, but rewarding, as I found my tutor/coach beneficial in helping me to grow as a student officer: ‘Coaching is different to mentoring as mentoring usually involves a more experienced person offering advice and acting as a role model to others. In coaching the coach does not have to know the answers as their role is to help the coachee find their own way’ (Cook, 2009. p.3). This role very much involved communicating with members of the public and learning how to deal with conflict in a professional manner. Looking, retrospectively, on my first twelve weeks as a student officer to having over two years’ service, I know that I am a completely different officer and person than I was before joining the police. I have completely changed my mindset and understanding of the world and am proud of my versatility. In my late teens and early twenties, I used work as a barber; in this role, I developed the ability to listen to people, to read their minds and to speak easily with them, all pertinent skills as a Constable. I also thought about joining the police but waited until my mid-twenties until I felt mature and old enough to take the necessary steps. During the first stage of my having taken the step of transitioning between two vastly different jobs, I found having a face-to-face tutor, who was a practising police officer, beneficial because I was proud of myself stepping into a new job to promote myself, personally, and taking on a completely different, professional role, to help society and, especially, local communities. This is clear on reading that, ‘Workplace or executive coaching is a one-to-one learning and development intervention that uses a collaborative, reflective, goal-focused relationship to achieve professional outcomes’ (Jones et al, 2016, p. 250). 

I have been appreciative of my mentors, such as my twelve-week tutorship, but, especially, my four-week attachment to the investigation department where I was allocated a mentor who clearly had a passion for teaching and watching young officers grow from novices into professionals; ‘Mentoring is a relationship where a more experienced or knowledgeable person offers support, advice and guidance to help a less experienced person develop and progress’ (College of Policing, 2024). From this statement, the extent to which this attachment had a huge impact on my early career as a police officer due to the experiences and situations that were provided on the attachment along with the multitude of guidance, advice and support given to me is clear. The attachment gave me an opportunity to shadow experienced officers and gave me plenty of exposure and confidence regarding interviewing suspects of the on-going investigations and court exposure, particularly Crown court. I was beyond grateful to be the Officer In Case (OIC) in a case where we were looking into remanding a suspect, so it was my first complex interview. It was a remarkable experience as well as an opportunity to receive relevant feedback on how I performed as the police officer in charge of the interview and what I could improve on next time. I thrive on receiving feedback on everything I do as an officer due to the complexity and varied situations we face as officers on a daily basis. I find it a significant factor in my development as an officer as well as a human being, I never take criticism and feedback personally; I always take it professionally and use it in any subsequent situation. I receive feedback on the premise of developing, improving and evolving. I received feedback from my mentor on the good aspects of my performance as an interviewer and I was given signposts on potential improvements.

The case then progressed which allowed me to attend Crown Court alone as the OIC for the first time in my career, which, at first, felt overwhelming, and I had the feeling of being slightly out of my depth. The day before, I received advice from my mentor and Sergeant face-to-face regarding how the courts are run, what to expect on the day, as well as my demeanour and how and when I was supposed to address the Judge. The initial mentoring came from my mentor, but it is enhanced by my superiors within my department. Furthermore, my surroundings in the court and the people that I had to deal with provided me with all the relevant knowledge and experience: ‘A number of characteristics come to mind when one considers the qualities possessed by those who can be described as performing effectively. Effective coaches have the aptitude to interact positively on a face-to-face basis with each person under their supervision’ (Moore and Miller, 2011, p. 297.) After the court trial had finished, I reflected on my attachment and, specifically, the court case, and realised just in the four-week period quite how far I have matured as an officer significantly thanks to the exposure, but, more importantly, thanks to my mentor. I have a lot to thank my mentor for as I am a huge victim of imposter syndrome for which they helped me gain confidence as an officer. I was quite taken aback at how much I enjoyed the office-based environment, as I am the type of officer who thrives in the chaos of the demand required in response policing, but it gave me knowledge on how investigations are conducted from the interview all the way to the court case. It helped me to broaden my understanding and mindset on how to tackle an investigation. The experience of the investigation, the court trial and, especially the mentoring I received, have helped me meet a personal goal which is to be a confident and competent officer when it comes to dealing with complex and serious investigations. It has taught me great coping mechanisms to not be overwhelmed at the first hurdle of dealing with the person in custody, as well as dealing with the content of the investigations which could be, depending on the individual, mentally and emotionally scarring. The support received from both my mentor and Sergeant has allowed me to benefit from the experience to deal with my next investigation but, also, to develop a method of maintaining my emotional stability by not allowing investigations to affect my personal wellbeing. Both my mentor, and my Seargent, play the role of a support network to allow me to speak freely about emotions and any potential problems I may face; ‘Counselling – in the context of support and learning as opposed to therapy - is a relatively non-directive means of helping someone cope. By acting as a sounding board, helping someone structure and analyse career-influencing decisions, and sometimes simply by being there to listen, the mentor supports the mentee in taking responsibility for his or her career and personal development’ (Clutterbuck, 2014, p.11). 

The mentoring has also helped me reach a professional goal, due to a sentiment of self-satisfaction in my role within the investigation department. It has now allowed me to join the team, full-time, where I am dealing with daily, complex investigations. This was a professional goal of mine after the attachment to join the team to allow me to develop, even more, as an officer. Also, it will open new doors of opportunities into other departments which deal with sensitive, complex investigations. 

I found that the organisational goals have helped me significantly. I was able to receive relevant guidance and support from my mentor, my Sergeant, and the Inspector. I was able to look up to the department leaders with aspirations to be in their shoes, one day. It has helped me to learn and develop in the workplace; one of the factors I struggled with was the investigation paperwork. The particular area which had caused a slight problem for me was the case file being built prior to being presented to the court for the court to make a formal decision on the outcome of the investigation. My mentor provided excellent support and feedback as regards this aspect. It was explained in such a way which made it all fall into place. I have noticed that, since the mentoring, my performance in the workplace is incomparable to where I was when I joined the department. I have found it very satisfactory to see me develop as an officer; I can safely say that I have been extremely proud of my growth as an officer and would like to progress as a mentor, myself, one day, in the department I am currently a part of. This is because I feel like I am a prime example of someone who reaped the benefit of mentoring and coaching whilst putting everything that I learnt and acquired into real-life investigations and daily duties of being a police officer: ‘Mentors tend to nurture potential and deliver useful insights to their mentees while enhancing their own professional life in the process. It also aids the retention and development of talent within an organisation’ (Washington,2018, p.7)

My day-to-day duties in my current role rely heavily on feedback, where, at the beginning of the shift, I receive feedback on what prisoner is in and the angle we are going to take to tackle the investigation. I then provide feedback to my Seargent on what was said in the interview. Feedback is key to people’s development; I am currently mentoring a student officer who is currently on their four-week mandatory attachment just like I was. I have noticed it is crucial to provide constructive feedback which aids the mentee’s learning, I take great pride in guiding and teaching the student the correct way to start an investigation: ‘Constructive feedback increases self-awareness, offers options as well as opinions and encourages self-development. It does not mean giving only positive feedback on what a learner has done well. Feed-back about poor performance, given skilfully, can be equally useful and important as an aid to development’ (Parsloe and Leedham, 2009, p.117). When in the workplace and mentoring students I use the GROW model: Goal, Reality, Options and Way Forward (Centre for Ministry Development).

In conclusion, it is evident that, as a student officer, you must be allocated a knowledgeable and supportive mentor. This can aid your professional, and personal, growth; it will help you to develop and perform in the workplace to the best of your ability. It will help you to gain confidence in your ability as an officer which will allow you to look to the future in order to set and reach personal and professional goals; it will allow you to plan your career and to join your chosen specialist departments. This can also be a pivotal point in self-development in terms of establishing a five-year plan, and potentially, further, as the police hierarchy allows for potential promotions. On reflection, it is evident to perceive that I have grown as an officer and as a person due to my mentor on my attachment; the mentoring, coaching and advice have also allowed me to grow and be organised with my personal development as an officer since my commencement within the police structure and hierarchy in January 2021. In one way, the unexpected Covid pandemic may have been the catalyst that moved me from my years working as an experienced barber which would have been a business directly affected by the unexpected lockdowns; in another way, Covid led to a delay of sixteen months until I joined the police. Moreover, in one way, my previous employment vastly contrasts my current occupation; however, my previous continual verbal interaction with clients has led to me becoming a police officer who is very good at interacting with both colleagues and members of the public and has also led to me being perceptive, observant and confident.  
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