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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 role of a modern police officer has evolved significantly over the years. The College of the Policing has guided the way for a reform in the police by identifying a strategic vision. The Chair of the College of Policing identified that as a result of changing demands, there has been a strive for professionalism and concerns are being raised regarding the culture, leadership and body of knowledge needed for 21st century policing (College of Policing, 2014). This essay will evaluate the College of Policing’s role in the professionalisation of the police and discuss how the role of a modern day police officer had adapted over the recent years. I will reflect upon a specific policing incident I attended and explore how I have adapted to meet the demands of a modern day police officer during my final year of probation. 



During my final year of probation, I responded to a domestic abuse incident whereby a neighbour had reported hearing a domestic disturbance coming from within a neighbouring property. Accompanied by a colleague, I attended the address, where the male occupier was unwilling to answer the door. Due to the report of a disturbance inside the address and the lack of co-operation from the occupier, we have entered the address under Section 17 of The Police and Criminal Evidence Act 1984; The power, under this section, enables a constable to enter and search a premises for the purpose of saving a life or preventing injury (Legislation.go.uk, 2020). Upon entry, I have observed a female with visible facial injuries, including significant swelling and a laceration above her right eye. Also present in the property was the male occupier and a 12-year-old boy, who was the woman’s son. We immediately separated all the individuals with an aim to obtain an account from the female. The female initially claimed that she was intoxicated, and that she had fallen down the stairs, hitting her head on the radiator. The female’s partner, who was present at the scene, provided the same account as the female, however, was becoming increasingly agitated with the police presence. Despite this, the female appeared fearful and hesitant to speak, raising concerns for her safety. Due to the initial report of a disturbance at the address, and concerns over wellbeing of the female and her son, the male was arrested on suspicion of assault and taken into police custody. Once he had been removed from the address, the female disclosed that she had been subjected to years of physical and psychological abuse by her partner. The female expressed her fear of retaliation should she speak out about the abuse. 

This incident emphasised the importance of enforcing the law, but also providing empathy, safeguarding and working collaboratively with partner agencies.  During this incident, my role involved the preserving and obtaining of evidence for a potential prosecution.  The College of Policing (2013) defines the golden hour as the critical period immediately following the report of an offence and the crucial actions that should be taken, including the perseveration and gathering of material and evidence and the safe guarding of victims and witnesses. I obtained evidence from the victim, including a written statement, photographs and swabs of her injuries. All evidence was documented and stored according to force policy. I have then completed a risk assessment with the victim and referred her to an Independent Domestic Violence Advisor (IDVA) and the Multi Agency Risk Assessment Conference (MARAC) for further safeguarding. This incident highlighted the complexity of modern day policing, requiring a delicate balance between law enforcement and the protection of vulnerable victims and witnesses. 

The structure and functioning of UK police forces today remains significantly  influenced by the principle of ‘policing by consent’, a concept introduced by Sir Robert Peel when he established the first police force in 1829 (Tudor, 2023). Sir Robert Peel’s first principal outlined that the primary role of the police is to prevent crime and disorder (Home Office, 2010). Whilst this remains true, the challenges of policing and the community has evolved significantly since then. The Home Office (2010) acknowledged that despite crime reduction continuing to be the main priority of the police, there is now a greater emphasis on maintaining the safety and reassurance of the public, and strengthening the bond between the public and the police. Maintaining the consent- based policing approach requires a continued commitment on strengthening police legitimacy and fostering better ties between the police and the community (Martin, 2019).

A review of police leadership and training conducted by Neyroud in 2011 showed there to be ambiguity within both the police and the government about the body responsible for setting policing standards (Holdaway, 2017) In 2012, the Home Secretary established the first Police Professional Body, The College of Policing, with a mission to develop a body of knowledge, define the standards of conduct and ethical values, and enhance the skills, leadership and professional standards of police officers (Parliament, 2015). In addition to this, the College of Policing aimed to provide the public confidence that the police would follow professional policing practices and undergo professional development through their careers (Holdaway, 2017). This highlights how crucial community engagement and transparency are to modern day policing. 

 Since its creation, the College of Policing has played a pivotal role in the professionalisation of UK police forces. The College of Policing has been instrumental in the setting of professional standards for police officers. One of the key contributors to the professionalisation of the police is the introduction of the Policing Education Qualifications Framework (PEQF). The PEQF scheme introduced three new entry routes for new recruits, all of which are a degree level education requirement. The main purpose of the professionalisation of the police was to recognise the level of which the police operate and to provide standardised learning to officers across all forces, with particular focus on the learning of new recruits (Kadry and Lambert, 2022). Levi and Maguire (2006) believe that the professionalisation of the police aligns with other professional services such as law and medicine. This enables better collaboration with partner agencies. 

A benefit of professionalisation of the police force is that it creates greater accountability. The framework for ethical and professional standards, created by the College of Policing, encourages a police force that is more transparent and accountable to the public. This enables the public to foster greater trust with the police, which has been identified as a key factor within modern policing. 

The College of Policing aims to improve the efficiency and effectiveness of police officers by implementing standardised training and competency frame works. The National Decision-making Model (NDM) provides a comprehensive model which can be simply understood and utilised by officers at all levels. The NDM ensures consistency in decision making across all areas of policing (Edwards, 2021). 

In 2014, The College of Policing released a five-year strategy with a vision of equipping officers with the skills and knowledge necessary to prevent crime, protect the public and secure public trust (College of Policing, 2014). The purpose of the five-year strategy was to create a professional body, providing opportunities and supporting the professional development of those working in the police (College of Policing, 2014). Alongside the College of Policing, the National Police Chiefs council (NPCC) also created a 10 year Policing Vision with an aim to shape modern policing. The Police Vision 2025 aimed to increase the focus on prevention, risk management and vulnerability within the communities. The Policing Vision emphasised the need for the development of skills needed to meet the demands of changing crime and circumstances (NPCC, 2016). The Vision also highlighted the importance of a collaborative, whole system approach to public protection and ensuring emerging threats are tackled effectively (NPCC, 2016). This demonstrates how modern policing has changed, placing more emphasis on community engagement, safeguarding and professional growth, in addition to reducing and preventing crime. 

As a police officer working to fulfil the role of a modern professional police officer, its is essential to demonstrate professionalism through actions and behaviour. A key element of professional policing is to adhere to the ethics, values and professional standards enforced by the College of Policing. I ensure that I continue to uphold the code of ethics, and that my conduct is consistent with the standards expected of a police officer. These underpin all actions and decisions I make within my role as a police officer. 

During the incident detailed in this essay, I displayed attributes necessary for a modern, professional police officer, such legal knowledge, safeguarding, empathy and collaborative working. I applied an awareness of legal powers and legislation when explaining my decision to enter the premises under Section 17 PACE 1984. This same knowledge of my powers and policies enabled me to arrest the male based on the initial evidence while protecting the victim and her child. 

Transparency and community engagement are critical components of modern day policing. Throughout this incident, I maintained transparency with my victim. By being open, empathetic and patient, I established an environment in which she felt comfortable disclosing her past abuse. My victim- centred approach prioritised the safeguarding and wellbeing of the victim and her son and I was able to refer the victim to partner agencies such as the Multi- Agency Risk Assessment Conference (MARAC) and the Independent Domestic Violence Advisor (IDVA), through my thorough risk assessment of the incident. This demonstrated not only a collaborative approach to public protection, but also showed commitment to ensuring long term safeguarding and support to the victim. 

My final year of probation has seen a shift in my role and responsibilities as a police officer, reflecting personal and professional growth. During my first year of probation, my primary focus was on building a strong foundation of knowledge and understanding of the procedures and requirements of operational of policing. During this first year, I heavily relied on the guidance and support of colleagues and supervisors, learning and understanding what was required of me as a police officer. As I progressed and developed a deeper comprehension of the legal knowledge and the expectations of operational policing, my role as a police officer has evolved. I am now expected to take initiative, display adequate levels of leadership and uphold professional standards in all aspects of my work.  Taking initiative has enabled me to make informed decisions during dynamic and complex situations, such as the incident detailed in this essay. Despite not yet being in a formal leadership position, I have seen that leadership has become important part of my role during my final year of probation. As I have recently become one of the most senior officers on my shift, I have recognised the importance of leadership, demonstrating good standards and leading by example. In situations, such as this incident, whereby a multi-agency approach has been required, I have adapted a more active role in enabling the effective communication with partner agencies. Ultimately, my final year of probation has seen a greater independence and understanding of the role and responsibilities of a modern police officer. 

As a result of this incident, the male was charged with a number of domestic violence related offences, and was remanded into police custody, to ensure the safeguarding of the victim. During the investigation, and following, the victim has been supported by the police and partner agencies. 

In conclusion, the incident discussed during this essay highlights the complexity in modern day policing, and how the demands and requirements for modern day policing has changed since the introduction of the first police force. Despite the ‘Peelian Principals’ still playing a pivotal role within Modern Policing, the role of a police officer has adapted further as the challenges of policing and the public have significantly evolved since the creation of these principals. The Home Office (2010) identified that there is now a greater emphasis needed on the maintaining of safety and reassurance of the public and community engagement. This shift has given an emphasis to the necessity for adaptive skills, leadership and evidence based practices. The College of Policing has played a significant role in shaping this transformation: By setting the professional standards, codes of ethics and behaviours, and providing standardised training, the College has equipped officers to meet the demands of modern policing. 


Word count: 2041


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:

In recent years, there has been a focus shift in the police towards a more intelligence-led police force. Social media is a fast-growing form of communication used by the police used to engage with members of the public. Social media is a forum used to interact, engage and communicate with the public. It enables to police to keep the public up to date with what is going on in the community and helps maintain a good and open relationship between the police and the public. During this essay, I will identify the police force policy on the use of social media as a forum of communication with the public and discuss the types of social media utilised in policing. In this essay, I will discuss a policing incident that I dealt with, in this case a high risk missing persons case, whereby I heavily relied on the use of social media as a means of communicating with the public. I will reflect on the incident I attended, evaluating my experience with the use of social media and discuss the benefits and risks of using social media. 

I was allocated enquiries for a high risk graded missing person. The missing person was a looked after child who had recently been moved to a residential care facility in my force area from London, following concerns of child criminal exploitation, county lines and organised crime links. There had been an incident three months prior, whilst the child was living in London, whereby the child was a victim to a serious knife assault which had suspected links to organised crime. The child was moved from the area due to concerns for their safety and the safety of other members of the community. At the point where I was allocated enquiries for the missing person, the child had already been missing for around 3 days. There was intelligence provided by the staff at the care home that the child was looking to seek revenge on the person responsible for the knife crime, and there were grave concerns that the missing child would be returning to London and both himself or other persons could be at risk of harm. 

At the time I was allocated to conduct enquiries for the missing child, all avenues in the Gwent Police Area had been exhausted. All associates of the child, living in the Gwent Police Area had been checked and most other enquiries were believed to be within the Met police Area. I had liaised with the single point of contact (SPOC) in the Communications Data Unit for Gwent Police requesting phone work to be conducted on the missing person’s phone. The results of the communications data shows that the child’s phone was last used in the London Area, which increased the concerns for the missing person and other members of the public. Social media platforms are often utilized in missing person cases to disseminate and appeal for information about missing person cases and allows for a wide distribution of information (Ciobortaru et al, 2022). 

“The number of people using both the internet and social media platforms have increased rapidly in the past three decades” (Statista, 2022). The increase in people using social media, provides the police an opportunity for increased community engagement. In recent years, police organisations across the world have increased focus and invested resources in using social media as a tool to carry out their roles more effectively (Ralph and Robinson, 2023). The police typically use social media for two core purposes, thus being to ‘push’ or ‘pull’ information (Ralph and Robinson, 2023). The ‘push’ notion is the dissemination or distribution of information to the public via social media. It is a one-way communication, whereby the police can inform the community regarding issues happening in their force and provide guidance and safeguarding advice (Ralph and Robinson, 2023). The ‘Push’ strategy allows transparency with the community. It enables the public to understand what is going on in the community, understand what the police are doing to combat issues and helps build a better working relationship. The ‘pull’ strategy is utilised by the police to promote engagement in communities and to draw information from the public. For decades, the police have relied on the public assistance in ongoing investigations. The public are considered ‘the eyes and ears of the police’ and can be a valuable source in obtaining information; The public often have knowledge and awareness of local people and incidents, which may otherwise be unknown to the police (Ralph and Robinson, 2023). 

In 2008, UK police forces began experimenting more with social media, and since then, the police’s use of social media, such as Facebook and Twitter has grown considerably (The Police Foundation, 2014). Although networks such as Facebook, Twitter, YouTube and Snapchat have all been utilized to communicate with the public, research shows that Twitter was the primary platform used by police officers and staff (Bullen, 2017). Currently in the UK, there are around 2000 official police Twitter accounts, and at least half of these accounts are believed to be community policing accounts (Bullen, 2017). This shows the importance of social media as a tool for community engagement. 

Often, missing person investigations can be complex and require the police to collect lots of information around the individual to ensure that they are located as fast as possible (Howlings and Solymosi, 2023). Social media is a valuable tool in missing person investigations to not only gather more information about the individual but to appeal for information from the public around the missing persons life style or whereabouts (Howlings and Solymosi, 2023). During the investigation into a missing person, there has been six key elements highlighted, one of which being the use of publicity and responding to information gathered (Ciobotaru, 2022).. “Appeals have the potential to have a significant impact on missing person investigations by providing time sensitive information and sightings related to the missing person” (Ciobotaru, 2022). Social media appeals are fast and far reaching, and information can be shared with certain groups who may be reluctant to engage in other typical public settings. Each missing person case is different and it is important that the police risk assess each missing persons case. There are a number of factors which can influence the risk grading of an individual, including age, vulnerabilities, and any information and intelligence gathered.  Risk assessment much be carried out prior to releasing any publicity appeals for those who are missing. The risk assessment will determine if a publicity appeal is appropriate and if appropriate, it will determine at what point the appeal should be released (Ciobotaru, 2022).  It is crucial that the police follow police force policy and guidance on the use of social media.  

The association of Chief Police Officers, otherwise known as ACPO, released guidelines on the safe use of social media, recognising that social media platforms can assist in police engagement, transparency with the public and allow the police to engage with otherwise ‘hard to reach’ groups (The Police Foundation, 2014). The guidance/ policies on social media appeals are case dependant and often policies provide a criteria for officers to consider prior to any public appeals. The College of Policing has released guidelines that officers are expected to refer to when dealing with a missing person. The guidance states that officers should be mindful of how much information is being shared on the media post, considering necessity of using full names and also referencing certain relevant locations (College of Policing, 2022). The guidance emphasises the importance of assessing the risk of revealing locations especially where there is a risk of vulnerability and exploitation. The guidance also states that vulnerabilities or concerns from the police should not be mentioned in the appeal, as not to put the individual at any increased risk (College of Policing, 2022). Most importantly, permission of the appeal for a child must be authorised by a guardian or social services and officers must consider if there is a realistic prospect of public assistance from the media appeal (College of Policing, 2022). 

The Gwent Police Corporate Communications Department states that prior to any social media appeals, officers must consider any increased risk posed by issuing appeals to potential victims of child sexual exploitation, organised crime, domestic abuse and modern-day slavery. Social media appeals have their fair share of benefits and risks, therefore this should be assessed on a case by case basis.


There are a number of of all-round benefits of using social media as a platform to inform and engage with the community. Social media gives the police a new way of sharing information with the public. It allows the police to disseminate real time information about issues going on in the community, inform the community about police actions and provide safety advice to the public. Social media encourages engagement from the community by providing them with an opportunity to communicate with the police and feel that they are heard within their communities (The Police Foundation, 2014). Encouraging communication and engagement help build a better relationship between the police and the public which oftens means the public are more willing to assist in police investigations. A survey by Accenture (2012) found that 58 percent of UK respondents would like to see the police using social media to engage with the community, rather than a forum to provide information (The Police Foundation, 2014). Whilst there has been plans that social media may transform police communication with the public (Bullock et al, 2020), research would suggest that the social media platforms are not quite engaging enough. The National Police Chiefs Council (NPCC) states that missing person “cases can often benefit from publicity appeals” (NPCC, 2024). Social media platforms are wide reaching, and media appeals gain instant engagement from communities (NPCC, 2024). It allows the police to quickly disseminate information and images around the missing person and allows the police to gather further information or leads around any sightings, locations or information about the missing person. Social media can often assist the police in locating a missing person quicker. Although social media can assist with missing person investigations, there are also risks and disadvantages associated with a public appeal. The NPCC (2024) state a disadvantage social media appeals is that they can often be shared, re-posted and the police can lose control of the content of the appeal. The NPCC urges forces to closely monitor negative remarks or intelligence on social media appeals and to maintain control of the appeal. Once appeals are shared on social media, they can become difficult to remove and this could have possible long lasting consequences (NPCC, 2024). Under Article 17 of GDPR, individuals have the right to be forgotten, therefore the difficulties in removing this information from social media may result in the breach of Data Protection Rights (Legislation.gov.uk, 2016). These is also a risk that repeat social media appeals can flag and enhance vulnerabilities. Organised crime groups have been known to target and recruit vulnerable and missing children, directly as a result of missing person appeals (NPCC, 2024). 

Referring back to the missing child I was allocated to investigate, I had to consider all of the risks of the investigation and weigh up the benefits and risks of a social media appeal. As NPCC state, there is a risk by publicising a missing person appeal on social media that missing person by become more vulnerable and at further risk of exploitation. I understood that there were possible risks to the missing child, considering the previous assault three months prior and links to organised crime and county lines. I was cautious that by publishing a social media appeal, that information around the missing person may be shared and place him at risk of being targeted again, especially if the child was believed to be in the area where the assault had previously taken place. However, balancing the risks, I felt it was necessary to publish the appeal as the risk of not locating the child was greater than the possible repercussions of the appeal. I had liaised with social services who had agreed and provided consent for the social media appeal and a short time after the appeal was shared on Facebook and Twitter, a member of the public had contacted the police to report the missing child had been staying with her niece in London. The missing child had been located and returned to his home address safe and well, and they had not been subjected or the subject of any violence or crime. As soon as it was confirmed that the missing child at been returned, the appeal had been removed from social media. 

In conclusion, the use of social media in police work highlights its transformative role in modern policing. Social media has become an invaluable tool within the police force to enhance communication with the public, improve public relationship with the police and enable the public to assist in police investigations. Social media within the police allows for real time dissemination of information, and encourages public engagement and assistance. Appealing for information via social media in missing persons cases can be advantageous in many missing person cases. However from a review of the literature, it is essential that missing people are reviewed on a case by case basis, balancing the benefits and the risks of utilising social media. 

Word count: 2144



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:

Leadership in the police is about guiding, motivating and managing officers to achieve the operational goals of the force, adapting to changing situations
and upholding ethics and standards. Leaderships styles in police managers are crucial in the development and performance of police staff and officers. However, leadership is not only important in management roles, but is important in the role of a police constable. Police officers are required to be good leaders, and need to have flexibility in leadership styles to manage a number of different operational situations. This essay will discuss common leadership styles and models used in policing and highlight the importance of flexibility in leadership styles. I will discuss a policing incident that I dealt with within my first three years of probation whereby I played a significant role with a service user. I will critically evaluate the leadership styles utilised to deal with the incident and reflect on what happened. 


Leadership skills are required in all roles within the police, not only the role of a manager. “The leadership development of every officer is a crucial priority in preparing to cope in the future. Having leaders at all levels of the organization is crucial to becoming more efficient in time of fewer resources and more difficult working conditions” (Anderson, 1999). Over the last 10 years, resources in the police have been stretched due to increasing demand for non-crime incidents and the increase in complexity of crimes (Institute for Government, 2023). This emphasises the need for leadership skills in non-management roles. Andy March, the Chief Constable at the College of Policing, states that “Policing must have high quality leaders at every rank and grade” (College of Policing, 2023). Around 80% of police officers chose not to progress to the rank of a supervisor and therefore its necessary that leadership training is also provided to police officers who can lead from the ground (College of Policing, 2023). Leadership within the role of a police constable can be demonstrated in ways such as taking the lead and managing an incident or mentoring a colleague. The College of Policing categorises policing leadership into five stages. Stage one evolves around leadership foundations, including that of police constables and police staff. Stage two evolves around first line leaders such as Sergeants or roles with similar levels of responsibility. Stage three includes leadership in inspector and chief inspector rank. Stage four is the leadership standards for superintendents and chief super intendants and lastly, stage five are the standards for executive leaders, including that of chief constable or those aspiring to becoming chief constable level (College of Policing, 2023). Throughout this essay, I will be referring to stage one of the College of Policing Leadership Stages as this outlines the national bench mark for leadership in my role of a police constable. The model provides a number of expectations for foundation level leaders; including working effectively as part of a team, demonstrating leadership and role modelling good practices and successfully delivering organisational and operational requirements. This stages also includes the use of problem solving approaches and being able to make effective decisions and all the while upholding codes of ethics, standards of professional behaviour and acting within the public interest (College of Policing, 2023).

The way that police officers and staff are managed by their seniors is crucial in their development. A number of front-line officers state they value being managed by senior officers who have previously had a direct experience of front line level work Rowe, 2006). Employees have reported being able to identify more with leaders with such experience as they are more representative and have more in common with them (Hoggett et al, 2019). Senior management have a responsibility to motivate their staff and create an organisational culture whereby their staff become more intrinsically motivated (Maurya and Agarwal, 2013). This can provide an environment for staff to thrive and reach performance potential. Good leaders, of all types, require a diverse set of skills, including managerial skills, personal skills, leadership skills and operational experience. Management skills might involve organising, planning and directing. Personal skills include the capacity to communicate, encourage and influence people, while leadership skills include strategic focus and adaptability to changing circumstances (Flynn and Herrington, 2015). 

Throughout the duration of my three years probation as a police constable, I have had the opportunity to work with a number of different officers and experience different types of leadership and management styles. Over this period of time, I have noticed the development of my own personal leadership skills and adaptability to manage a range of different operational situations. An example of where I have demonstrated effective leadership and management of a situation was when I attended an emergency graded call from a member of public, reporting hearing a disturbance at a block of flats. This incident occurred only a number of weeks ago and during my final year of probation. I have attended this call, double crewed, in company of a special constable, for their first operational shift. I had to adapt to a coaching style of leadership to allow me to mentor, motivate, build confidence and provide appropriate support and feedback. Coaching leadership has been seen as one of the most effective leadership styles (Schaffner, 2023). A coaching leader should adopt a facilitative approach, fostering a helpful and encouraging environment that promotes growth and performance development of team members (Schaffner, 2023). It was important that during my time with the special constable, that I, not only led by example, but provided her with the opportunity to learn, develop and utilise her skills and experience. The initial circumstances of this call reported having seen a male enter a top floor flat and having heard the sounds of smashing and a disturbance coming from within. At the time of the call, the male involved was unknown and it was not believed that he was the resident of that flat. I have attended the incident, in company of my colleague, and as we have arrived, I could see the male climbing out of the window of the flat and onto the roof of the neighbouring building which was four stories high. The male appeared very intoxicated and under the influence. He was unsteady on his feet, appeared very aggressive and agitated and was incoherent. I immediately recognised that some of the behaviours and characteristics the male was presenting were those of someone experiencing acute behavioural disturbance, otherwise known as ABD. ABD has been described as a potentially life-threatening state of delirium, aggressive behaviour and dysregulated physiological responses, often induced by drug use or mental health episodes (Stevenson and Tracy, 2021). Stevenson and Tracy (2021) state that the symptoms and prognosis of ABD can worsen when prompt and adequate care is not provided. It was important that within this situation that I not only recognised the changing situation, but was able to quickly adapt and manage. I immediately identified that this incident was a medical emergency and therefore requested further units attend to assist with containment and scene management and requested both ambulance and the fire service to be contacted. Initially upon first attendance to the call, I explained to my colleague what I thought that happening and discussed a strategic plan to manage the incident. I tried to engage in conversation with the male and calm him down. I believed it was important to utilise my communication skills and build a rapport so that the male felt that he was in a comfortable environment and as to allow us and other services to come to his aide. It was immediately apparent that the male was not engaging, and appeared that he was becoming more agitated and irrational. The male was making serval remarks for us not to speak to him and made threats that he would throw himself off of the building headfirst, if we continued.  The threat, harm and risk at this incident was ever increasing and it was important that this incident was managed effectively in order to gain control and deescalate the situation. As other officers have attended the incident, I have adopted a leadership role and tried to manage and coordinate the incident. I suggested that a few officers contain the area, keeping eyes on the male but providing him with enough space that he felt comfortable. As other officers have attended, I noticed that the males behaviour had ever so slightly calmed and that he recognised one officer from a previous encounter. I asked this officer if he would try and engage with the male as he already had somewhat of a rapport with him. All the while, I have adopted the role of a single point of contact with the Force Incident Manager, relaying information from the scene, seeking guidance and disseminating this information back to my team. I also liaised with multi agencies, contacting and relaying information over the ambulance and fire services, insuring we had an immediate and appropriate response to deal with this incident. As ambulance have attended, the male has calmed down and has safely returned back into the flat. I debriefed paramedics with the circumstances, and they have provided immediate first aide to the male. The male was taken to the hospital via ambulance to undergo further testing and observations. As the male had calmed down, we were able to ascertain his name, address and date of birth. Despite the initial circumstances of the disturbance being unknown, we decided it was more important for the male to be dealt with medically and that the investigation around the initial incident could be conducted at a later time.

Being this first on scene at this incident, I felt it was important that I adopted a strong leadership role to effectively manage and deal with the situtaion. Although I would typically describe my leadership style as that of a democratic or transformational style, I felt that in this situation that it was important that my leadership style was suitable for the incident I was managing. Democratic leadership is described as a style in which all members of the team share the decision making amongst a shared level of expertise (Khajeh, 2018). Democratic leadership encourages group participation, discussion and allows for creative inputs. Somewhat similarly, transformational leadership is whereby a leader provides an environment for their team to be inspired, enable them to develop their skills, values and ethics (Khajeh, 2018). Both types of leadership allow for the growth and development of performance. Transformational leadership has been shown to improve overall performance, by providing an environment where employees feel happy and comfortable (Khajeh, 2018). Improved organisational performance is key within this remit. However, there is a greater chance of poor decision making and poor implementation when using a democratic leadership style. Democratic leadership frequently operates under the presumption that all parties have an equal stake in the decision, which might impede the ability to make choices quickly (Khajeh, 2018). As this incident was high risk and effective decision making was crucial, I adapted to other styles of leadership which was more suited for the situation I was dealing with. Autocratic or commanding leadership style is a leadership style whereby the leader retains the decision making rights (Khajeh, 2018). Autocratic decision making is argued to be the most suitable in situations with a deadline (Khajeh, 2018), and autocratic leaders excel in crisis situations (Schaffner, 2023), such as the one described, although it is not deemed effective as a long term management style. An authoritative leader is assertive, direct and expects compliance from their team (Khajeh, 2018). During this incident, as I was first on scene, I was able to use the National Decision Making Model to discuss the circumstances and develop a working plan with my other colleague. By the time other officers had arrived, a strategic plan had been identified and it was important that the decisions and the plan was implemented quickly and effectively. I therefore adopted an autocratic approach and delegated roles to attending officers so that a prompt response was provided. As a result of this, each member understood their roles within the situation and the incident was dealt with effectively. Upon reflection of this incident, I feel that not only was I able to quickly recognise and adapt to the change in circumstances, but I was also able to adapt my leadership style to allow the incident to be dealt with successfully by my team. This incident was critical and as Stevenson and Tracey (2021) stated “failure to provide timely appropriate care can exacerbate the symptoms and worsen prognosis”. The quick decision making by myself, and the team allowed for immediate care and safe guarding of the male. 

To conclude, leadership is a key component of effective policing. Leadership is crucial in the development of police officers and staff of all levels and is fundamental in the performance of individuals and the organisation. Although often, different managers and leaders have adopted different leadership styles, it is important, especially within this remit, that there is flexibility in leadership styles and have officers and staff are able to implement change in styles based off feedback and shifting circumstances. Incidents I have dealt with, such as the one discussed during this essay, have shaped my leadership philosophy and have prepared me to deal with future challenges. I understand the importance of adaptability to changing circumstances and the effectiveness of utilising different leadership strategies. 
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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:


Mentoring is the foundation of personal and professional growth and ethical conduct in policing. Mentoring is not only beneficial for the development of officers but fortifies police forces by encouraging a well-trained and resilient police force. Mentoring and coaching is fundamental in the development of police officer performance for several reasons, all of which support the individual officer and the police force as a whole. During my three years of probation with Gwent Police, I have had a vast experience of both being a mentee and a mentor within my role as a police constable. I have seen my role as a police officer change, as I have developed through my years of probation. During this essay, I will critically reflect upon my three year probation, highlighting how I have both benefitted from and utilized mentoring and coaching. I will discuss my experience of mentoring and how it has helped me reach personal, professional and organisational goals. 


The College of Policing (2023) has described a mentor or a coach as someone who works with an individual or a small group for a limited period of time. The purpose of a coach or a mentor is to enable an individual to identify, build and achieve their personal and career goals and performance. In 2019, the College of Policing introduced the Police Constable Degree Apprenticeship (PCDA) as part of their professionalisation of policing initiative. Alongside the initial learning, each student was assigned a ‘tutor’ for the first 12 weeks of operational policing (Wheeler and Page, 2023).  Wheeler and Page (2023) stated that prior to the PCDA initiative, traditional ways of mentoring would consist of the mentee shadowing the mentor during on-the-job training. The role of a mentor has since changed, and instead they play a part in the educational journey, providing a support system and the opportunity for experience and reflection. Modern policing mentors work with individuals to identify personal and work place goals, and assists in breaking down these goals into steps that is easier for the mentee to achieve (College of Policing, 2023). The mentor will continuously reflect, evaluate and provide feedback to the mentee. 
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Figure 1-The Biggs Presage- Process. Product Model (Kamarudin et al, 2020)

The Biggs’s Presage-Process-Product Model is a model used to describe the process of a mentoring relationship. The model highlights the three stages of coaching and mentoring; The Presage, the process and the product stage (Kamarudin et al, 2020). The presage stage is concerned the preexisting knowledge of both the mentee and the mentor. The knowledge stage of the mentee would be developed during the initial 6 months training school period. This is whereby new officers build knowledge of past and current literature, and powers, policies and practices of policing. The Presage stage for mentors will consist of previous knowledge and skills based on experience within their careers working for the police. This stage also includes training required to become a tutor/ mentor which is provided by the College of Policing.  The process stage details the 12 week initial operational period in which the officer is mentored by an experienced officer. This is where personal and workplace goals are identified, experience is gained, and knowledge and skills developed. During this stage, the officer is supported by their tutor and given feedback to encourage reflection and change in future practice.  The final stage of the model is the product stage, this is based upon the reflection and outcome of the tutorship period. The officer and the mentor will reflect on the 12 week period, and assess if personal and work based goals have been achieved. 
 


As a PCDA student, I was assigned a tutor for a 12 week operational period after being released from training school. During my tutorship period, I was paired with an experienced police officer with 16 years of service in the role. I found my tutor to be very knowledgeable and had a wide range of understanding of a number of different departments. My tutor has previous experience of working as a community support officer, a brief period as a detective and the rest of her career working within response policing. This meant that she had developed a variety of personal and interpersonal skills. I was the first mentee of my tutor, therefore this experience was a learning and development curve for us both. I found that my tutor followed traditional methods of mentoring, outlined by Wheeler and Page (2023), by taking the lead and allowing the mentee to shadow. 

There are a number of methods and stages to mentoring, and different mentoring styles can be adopted by each individual. The cultivation stage of mentoring is considered the primary stage of mentoring, whereby the mentor teaches the mentee important lessons gained from the mentors experience and knowledge (American Psychological Association, 2021). During this stage the mentee learns from the mentor. The separation stage of the model describes the last stage of the mentoring period, whereby the mentee begins to establish an independent identity and begins taking the lead when dealing with incidents (American Psychological Association, 2021). In my view, my mentor did not utilise this stage of mentoring, and I believe that I was not given the opportunity to take the lead at calls and incidents. At the end of my tutorship period, I felt that I had I struggled to find my identity and felt underprepared to deal with incidents alone. Although I had developed a range of skills and knowledge to deal with incidents, I found myself often shadowing my mentor and not having the opportunity to take initiate and manage an incident with the support of my tutor. 

 As my tutor was a part time worker who did not work night shifts, I had the opportunity twice per set of shifts to work and be mentored by other members of staff. The purpose of mentoring is to transfer knowledge and skills gained through experience of policing to new colleagues (Stankoovski and Mojanoski, 2017). Working with other colleagues enabled me to experience different ways of working and mentoring, and develop transferable skills from other members of staff. Other members of staff utilised different methods of coaching and mentoring, and I felt that this provided more of an opportunity to lead at calls. The diverse backgrounds and policing expertise of the other officers I was working with, in my opinion, allowed me to broaden my knowledge and skill set. 

During my second and third year of probation, I have seen my role as a police officer change. As I had gained further knowledge and experience within policing, I noticed a change and increase in complexity of incidents and investigations I was dealing with. During my first year of probation, I was allocated simple incidents to investigate as I was less experienced and less knowledgeable compared to other colleagues on my shift. However, as I have gained knowledge, I have been dealing with larger and complex investigations.  As a response police officer, you are required to deal with a number of varying incidents and crimes. Sergeant Horton from the College of Policing (2022) states that on response, most police officers deal with the same 30 offences over and over and therefore its important that they have a basic legal knowledge of a wide range of legislation.

 As I found myself being allocated more complex and serious investigations, such as fraud investigations, I found it difficult to investigate without the assistance of specialist departments, specifically the Fraud Investigation Team, due to my limited knowledge. The College of Policing (2013) believe that criminal investigators should consider consulting with colleagues and supervisors when trying to identify the most appropriate course of action when investigating a case. They describe specialist investigation departments as being an invaluable tool to assist in investigations due to their expertise and specific investigative techniques (College of Policing, 2013).  I utilized mentoring by arranging face to face meetings with a fraud investigation specialist to enable me to expand my knowledge around the legislation, policies and the investigative strategy for fraud cases. Similarly, these mentors also adopted the cultivation and separation stages of mentoring (American Psychological Association, 2021). I was initially taught the legalisation, policies and practices required to complete the task before working independently with the feedback and guidance from my mentor. 

Upon evaluation of my probation, I discovered a gap in my knowledge and skill set where I was unable to take advantage of mentoring possibilities. Due to excessive demand and a lack of resources within my department, I was unable to complete my attachments with the Roads and Neighbourhood Policing units, and thus missed out on further improving my understanding, expertise and skills for these specialist tasks. 



Within the response policing department, the experience and individuals on shift are ever changing as opportunities arise for promotion and department changes. As now being one of the most senior and experienced officers on my shift, I have evolved into a mentoring role during my last and final year of probation. Mentoring is the process in which the more experienced officers impart their knowledge to less experienced colleagues (Stankoovski and Mojanoski, 2017). As newer officers have joined my shift, and similarly when special constables have volunteered to work on my shift, I have ensure that I have adopted a mentoring role to support these officers. The International Association of Chiefs of Police highlighted a number of benefits of mentoring for the mentee and for the mentor. Mentoring encourages and provides opportunities for individuals to learn and to grow, encourages a feeling of worth in the organisation and improves self confidence (Spafka and Kranda, n.d). Although the main purpose of mentoring, for me, was to help improve the performance of the mentee, mentoring also has a number of benefits for the mentor; Mentors are able to obtain alternative perspectives from their mentee’s and again develop invaluable skills and experiences (Spafka and Kranda, n.d). Ultimately, mentoring can create good officers and a cohesive force. I want colleagues to do well and learn how to work better together. 




I have developed and improved on a number of core mentoring skills since I began to adopt a mentoring role. Active listening and questioning are one of the key skills of being both a good mentor and a mentee and is necessary in a good mentoring relationship. Demonstrating active listening allows for your mentee to feel that they have been heard and understood, allows trust to be built and enables you to develop a strong, working relationship (Phillips- Jones, 2003). ‘Active questioning complements reflective listening’ (The Open University, n.d) The Open University (n.d) highlights two ways in which active questioning can be used; Active questioning can help build a rapport at the beginning on a mentor relationship, and can be used to encourage the mentee to prompt discussion and identify a plan and solutions themselves. I would often utilise active questioning and listening whilst on the way to a call. I would encourage a discussion with my colleague, asking them what plan they had developed to deal with the call and discuss the powers and policies available. Having the opportunity to discuss the call, prior to attending, allowed my colleague to feel confident to deal with the call with my support. My method of mentoring differs to the way that I had been mentored during my tutorship period. My tutor had not previously employed active questioning and I frequently myself being overshadowed by my tutor at calls. From previous experience of being mentored, I have been able to adopt mentoring strategies which I would have found beneficial in my tutorship period.   

In conclusion, I have had a vast experience of mentoring and coaching during my three years’ probation, being both a mentee and a mentor. The mentoring of new recruits have been in place for a number of decades, however there has been a recent shift in the methods adopted by recent mentors. Traditional means of monitoring would consist of the mentee shadowing the mentor; However, the mentor has now adopted a more significant role in the development of the mentee, assisting in the educational journey, providing opportunities and feedback and ultimately become a supportive role. Mentoring within the police services as a vital tool for fostering professional growth and enhancing operational effectiveness. By providing guidance, support and knowledge, mentoring enables officers to develop their skills, adapt to the role of a police officer and navigate their identity within the police force. Mentoring has a number of benefits for the mentee, the mentor and the organization as a whole. 
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