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Task 1

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

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


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

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

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


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



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



ANSWER:
The College of Policing has been in place since December 2012. It replaced The National Policing Improvement Agency (NPIA), and also the National Police Library (National College of Policing, 2023). Its main aim is to centralise learning for all operational police officers within the United Kingdom. They aspire to do this by using evidence-based approaches to learning, using examples of past experiences in order to better equip the ever changing role of the police within today’s society.

The College of Policing oversees all training and mandatory learning for police officers within the United Kingdom. It does this by ensuring that learning is of a national standard in order to maintain a workforce that is both resilient and accountable for its actions. The College of Policing will also aim to standardise the levels of capability within the police forces across the United Kingdom (College of Policing, 2023).

The College introduced the debateable Degree Scheme in 2020 whereby all new applicants to any United Kingdom police force must have or be willing to obtain a university degree. The idea behind this was that it was believed officers should be educated to at least degree level due to the complexities of modern-day policing, alongside the amount of investigatory time that front line officers spend on incidents. 

An example of what many would view as relatively ‘straight-forward incident’ such as a bar fight, presents officers with several lines of enquiry, potentially involving CCTV and social media, identifying and locating numerous witnesses. However, these types of incidents are not as common as other incidents involving cybercrimes. These can include crimes such as Harassment, Fraud and Malicious Communication offences. In 2023 8.7 million crimes were recorded (UK Government, 2023) with a remarkable 30% rise in cyber enabled crime in the UK (ONS, 2022) 

One reason that there is an increase on these types of crimes could be due to how accessible technology is these days and the ease it offers to criminals to commit these types of offences. 
By the introduction of the degree by the College, it encourages officers to improve their critical thinking and analytical skills – which will then also transfer over to their everyday policing role, as the crimes that have been mentioned above require an officer to spend, sometimes, hours reading through large amounts of data and having to extract relevant data to the offence.
This fits into the College of Policing 5-year strategy whereby the objectives centre around giving the best service for users, concentrating on evidence lead investigations and crime prevention, with an overall improvement on professionalism within policing.


Many people will see the degree being paid for by the employer as a great pathway into higher education that they may not have had the time, nor the financial ability to fund, thus far in them 
lives. Another positive that the intervention of the College has brought is the pool of academic officers. These are people that have been exposed to problem solving techniques, critical thinking, and self-reflection that officers who have policed prior to the creation of it would potentially not have known or studied. This pool could create suitable candidates to go on to managerial positions they would have been previously unqualified, or not motivated to do be in.


The academic scheme does have some negative aspects, however. There are many people who would argue that they would prefer to be assessed on their day-to-day job, rather than in a formal education capacity, as there could be some officers that are performing excellently at the policing part of the job, but may struggle to complete the academic side – the degree. From evaluating the degree scheme, a change for the better, that would still be in-keeping with the College’s aims of professionalising the police force, would be, especially for officers mentioned above, for a more physical, competency and common sense-based method of assessing individuals to run alongside the degree. If a person was struggling with the degree, but it could be proved they were a competent and effective officer, then further support or intervention could be put in place by the College. 


The one worry that I personally have regarding the level of involvement with the National College of Policing, is that I feel that some frontline officers are having their own decision-making processes taken away from them. Those that have such rigid and structured, responses to situations. This is strengthened by what appears to be over analysing officers’ each and every move. Be it the justification of an arrest, use of force, telematics, and a constant being used tracking how long officers take to get to calls.  

Models such as the national decision model is clearly of benefit to officers, and works as a running tool that can be addressed many times per situation in order to continuously address, test and justify ones actions during situations (College of Policing, 2024) The NDM is visited several times per call, and oftentimes it is done so without realising. With policing being so much in the spotlight most weeks, the NDM reminds officers that any choice they make could have several other options and allows officers to be transparent in recording and their justifications in doing so.

The main way the College works to professionalise policing is by creating the Code of Ethics. (College of Policing, 2024) The Code of Ethics which was introduced to policing by The College in 2014 and gave 9 policing principles which originated as ‘Principles of Public Life’, and 10 standards of professional behaviour of which the public should expect to see demonstrated by officers. (College of Policing, 2023). These originated from the Police (conduct) Regulations 2012, and the Police Staff Joint Circular 54.

The Code of Ethics which was introduced to policing by The College in 2014 and gave 9 policing principles which originated as ‘Principles of Public Life’, and 10 standards of professional behaviour of which the public should expect to see demonstrated by officers. (College of Policing, 2023). These originated from the Police (conduct) Regulations 2012, and the Police Staff Joint Circular 54.

This has recently been condensed into three values. The underlying fact that the Code of Ethics is readily available to the public, and evidence how modern officers should police, and how the public should expect them to behave encourages officers to be more accountable for their actions. The simplified Code makes it easier to follow by simplifying it to 3 ethical principles, being: courage, respect and empathy, and public service (College of Policing, 2024).  This suggests to me that the public still need to see that officers are courageous in the face of duty, that there is no bias or behaviour that suggests that officers have opinions and behaviours that would cast a negative light on policing, and that we do our jobs as well as we can as we still police by consent.


One of the most accessible and easy ways to assist police officers with the required training are through the use of National Centre for Applied Learning Technologies (NCALTS). (College of Policing, 2024)
NCALTS are online training modules that are created so that learning can be accessed by force issued laptops which every officer has been given. NCALTS are also results based, and a less biased approach is taken to achieving positive outcomes. Such learning does not require any face-to-face teaching. There are positives and negatives to this approach which I will explore. 
This is clearly a greener way of teaching and learning as there is no fuel used in order for either learner or teacher to travel to a central point. There is the obvious of saving money when it comes to not paying the lecturer or tutor for their time over and over again, and then there is the element of  continuous professional development as it does not require people to run the training courses on often aged equipment, with officers so desperate for the chance to have their rest days protected and  can access these course from home. This is at a time where police forces are facing cuts and austerity measures Whilst this does appear to be a positive result of using NCALTs, it does also lead into what I think is a negative aspect of utilising NCALTS. Because it is not a face-to-face form of teaching, it takes away the opportunity for a person to ask for help on a topic if they do not understand something on the NCALT. 
From evaluating the use of NCALTS and having completed many of them myself, a way of improving the system would be to introduce a help service in the College Learn website, that can be accessed by officers to potentially speak to a real person to ask questions if they are unsure – this would obviously only be feasible during office hours, but would make a positive change to the current method. 


From the moment I began training in 2020 everything I did learning wise was from the College of policing, using its ethical guidance and its standards in educational performances. 

I am a registered Taser carrier, of which the standards of the courses’ competencies to be met are rigorously set by the College of Policing. There are strict margins in which you can pass or fail such courses within your career due to the level of risk associated with it. These are often not set out by local forces these are all set out by the College of Policing (College of Policing, 2024). 

With me being in the final year of my probation, I have gone out of my way and put myself forward for and obtained the following skills. These skills include: response driving, PSU, Method of Entry, and Taser

Driving at response level is essential to modern day policing for the sheer volume of calls that need attendance and the area covered by officers. The need for Taser can be evidenced with the violence and amount of knife crime that officers are now called to attend. (Office of National Statistics, 2023)

Method of Entry -When you consider the number of laws under which police can legally enter an address, such as section 17 and section 18 of the Police And Criminal Evidence Act, 1984. There is also a power of entry with section 32 of the same Law (Hodge, Jones and Allen, 2023).  This type of skill was not always afforded to people who had such little experience within the police. 

The above skills have been a source of extra responsibility for me as a third-year officer. It is not only imperative for me to fulfil my role as an officer by obtaining these skills in order for me to better myself, but it also maintains a benefit to the force by me having a multi skillset. 

With having so many skills, however, it can deflect from time needed to progress one’s own workload. For example, getting called upon for specific roles. These type of situations have become far more common place over the past couple of years. This is a common issue faced by not only myself, but many colleagues. In order to ensure I manage my workload whilst balancing these numerous skills, I use any free time I have available to progress enquiries and update victims. 


The cohort in which I started, has seen almost half of the intake leave to follow other paths of employment.  This has followed the trend in people leaving the police force as noted by the Police Federation of England and Wales, with the attrition rate of almost 7%. Since 2014, more people have left through on a voluntary resignation basis, than they have done with retirement (Police Federation of England and Wales, 2022).

It is common knowledge that policing is struggling to retain officers. In March 2010, there was an average of 1 police officer per 381 people, and yet in March, 2023, that number had changed to 1 police officer per 401 people (Full Fact, 2023). There has been much said about the amount of leavers attributing their desire to leave to the complexity and added stress that doing a university degree, on top of shifts, which are new to many, managing existing family commitments , as well as day to day life. By far, university commitments appear to be the most common drive in making newer recruits surrender their positions. (The Crime Report, 2021). The shocking attrition rate and also had a knock-on effect on more experienced officers leaving. The effect it has had on me, personally, is that I have taken the initiative to be a mentor to newer recruits. I offer advice and guidance both at calls with them and not. They are happy to ask me questions and I am happy to respond and when my Sergeant is not on duty, I am happy to step up and lead and support the support the team in his absence.



(2187 words)

     
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:



Social media has been defined as a means of interaction amongst people in which they create, share, and or exchange information and ideas in virtual communities and networks These can come in ways such as Facebook, X (Formally known as Twitter) TikTok, and Instagram. (Tufts, 2023) These can also be general websites as well as communications apps such as WhatsApp. Also included under the term ‘social media’, can be apps such as Discord, which is designed mainly for the gaming community for entertainment such as gaming channels that are provided by consoles such as Xbox, and PlayStation.  Another, more simple definition of social media is simply an internet-based application (Core, 2023)

Even prior to my policing career, I had noticed a rise in cyber enabled crimes. These ranged from reports of being harassed online, to ‘posts’ written about people which have caused alarm or distress, and to the more distressing side which would be uncovering paedophile rings in operation that use social media and an even more sinister side of it, the dark web. The ‘dark web’ was constructed in order for US spies to be able to communicate freely via the internet (IMF, 2019). This still exists as another way for this type of communication but has also become a way for illegal activities and web forums to exist. There are currently tens of millions of URLs on the dark web (Tulane University, 2022) of which, a percentage exist in order to share multimedia and files)

Social media is not all negativity and used for negative connotations, however. It is also utilised to share news and important messages to people far and wide. This is done on multiple platforms and has a combination of text and visual information. (Sprinklr, 2023). This is obviously a massive benefit to policing where if an article is posted for example, upon Facebook, there is an option for the viewer to ‘share’ the post. This means that they can repost what they have seen on the original post and share it with their followers. Thus, making the original post potentially reach far more people. This is beneficial for articles such as a road closures, or when witnesses are sought for incidents, or in finding missing people. One company stating that Instagram can increase the amount of people whom the post reaches by resharing by 20%. (Influencer Marketing Hub, 2021)


Gwent Police often put social media appeals up on Facebook and Instagram. These are by far the most popular of social media sites, with just over 50% of adults within the United Kingdom having said that they have an active Facebook account (The Social Shepherd, 2024). These particular sites have the ability to combine unlimited text and images within a single post. I know that there have been quite a few high-profile cases that have been solved with the aid of social media appeals. One such case involved a male from Bristol, who claimed he had been the victim of a hit and run, claiming he had been injured after being hit off his bike whilst en route to work. However, he was still posting his rides, of which he was doing most days, to his Strava account. A user who was connected to the male on the app has then contacted police and he was ordered to pay the £60000 back to his insurance company. (RoadCC, 2019)

One of the main ways in which Gwent Police are building a bond with the public within their communities is by having a very active Instagram account, which often sees the activities of treasured  Police Community Support Officers, and the endless amount of work they put in to reassure and provide valuable assistance to sometimes the most vulnerable within their areas. They often host surgeries advertised in order to encourage people to go and speak to them and raise their concerns. This then creates a focussed policing objective based solely on what the community say. This will then direct departments such as Neighbourhood Policing, and Neighbourhood Enforcement Teams to deploy adequate units and resources to things that the public think is the main issue with them.
Proving that the use of social media is such a valuable tool with work such as this within the community. Instagram for the visual effect, and Facebook and X for the more direct approach to things such as a road closure. The ability to not allow people to comment in certain posts also comes in handy!


Companies who wish to market and sell their produce will often pay between £50 - £500 per month for marketing executives to come up with catchy slogans or graphics that pull the user in and encourage them to purchase from them, or follow sign up to something (Hootsuite, 2023). (I should know, it was my job for over 6 years!) When police forces are not trying to sell anything, and the whole reason behind a social media campaign is something like Gwent Police run each year, for example, The Fatal 5. (Gwent Police, 2023) The Fatal 5 is a road safety campaign that aims to educate people on the five proven main causes of fatal road traffic collisions. These include, drink or drug driving, speed, and using a mobile device.

The campaign sees police forces join in collaboration with Road Safety Charities and Fire Services, and together they produce a hard-hitting event which aims to reach as many people as possible, particularly those who are traditionally more at risk of becoming victims to fatality on our road network.  Social media is more widely used by those in the age bracket of 18-29 years old (Whiting, 2018) this is also the age bracket where there are the majority of drivers involved in road traffic collisions. Those between 18-25 six times more likely to be involved in a crash, than those who are between 36-50 years old (The Automobile Association, 2021). This makes a social media campaign more likely to be effective as the audience are more likely to be the targeted sections of our population.

As previously said, many people will see posts that others have shared, so the spread of a social media campaign or anything police related such as a missing person appeal, could be spread further within the desired demographic as the initial viewer is more likely to have friends of a similar age to them.

One such appeal that I have been involved in was for a male who was circulated within our force as being wanted. He is a prolific offender, targeting mainly the elderly and more vulnerable within his community, by burgling them. He was also infamous for taking cars without the owner’s consent and using them for drug running. He would often befriend his older victims, by cleverly using a decoy to act as a partner to him, and then when he fully understood their routines and when they are more likely to be going to bed for the evening, he would know when they are likely to be running low on their medication or groceries, he will have studied his victims to know almost the precise times.  The other thing that this male was particularly good at doing was being extremely fugacious. I could not recall the number of times that he had managed to escape from police.  This was made especially difficult as the area in which he lived, so many people appeared to be fearful of not just him, but his family and his associates, and that was also coupled with the fact that the most built-up areas were like rabbit holes, of which this person knew inside out.

With the agreement of the victims and their families, along with colleagues in different departments, I set upon doing a social media request for the publics assistance in locating the male. Within twenty-five minutes of the appeal going live, I had colleagues from our force control room contacting me saying that they had already had three addresses mentioned more than a dozen times.  These addresses were carefully plotted on a map and within three days I had constructed an arrest strategy, got a team of twelve officers, and four plain clothed officers to join the arrest attempts and was given the use of drone operators in order to effect an arrest of this individual who was a very high demand driver for one of our most problematic areas within our policing area.

The strategy worked, and after six hours of meticulous planning and teamwork, I had the very sweet moment of arresting the male for over twenty outstanding offences. The force is still waiting for all of the cases to be heard at court, but the male was remanded from custody. This would not have been possible without the use of social media.  That said, there were always going to be people who comment on such posts with the intent to either set police on a wild goose chase or have an ulterior motive behind what they wrote on the posts. This is where collaborative working with the intelligence section of our force came in to play. Assessing the likelihood of what had been passed as a possible address to search for the male.

This is obviously a massive risk to take when asking the general public for assistance. 

One way I would suggest overusing social media has become an issue is that some people, again, mainly the younger of the community, appear to prefer making reports of crime, or reports of concern to police using such social media channels such as Instagram, instead of 999 or 101. The telephone numbers are manned twenty-four hours a day and are monitored and a risk grading is given for the information provided to the call handler. The issue with reporting a crime on-line or via a social media channel is that a potential change in the threat or risk level may not be accessed spontaneously, whereby with a phone call it can be. If someone is reporting something via Facebook, if they do but leave a phone number or home address on which to contact them, they may fall asleep/ go to work/be busy in general and they may not access a response quickly.

I have recently had an experience whereby a male had been reported missing by his very concerned family. This male was well known to police, and well known to be an intravenous drug user, and once again, someone who was prolific in using violence to get what he wanted from the more vulnerable persons within the community. This male had tens of acquaintances from both the south Wales and Gwent areas and was known to sofa surf, but always attempted to make contact with his mother or father at least every other day.

The male had been seen on closed circuit television leaving his home address, and then seemed to disappear into thin air when he got to his local town This was a major concern as there were many people associated to him that were known to sell drugs, as well as major rivers close to his home. Many weeks passed, and with the lack of sightings, even after a television and social media appeal from his family, there appeared to be no lines of enquiry.

One day, a male, unknown to police, has responded to one of the appeals that desperate officers had launched on Facebook. He stated that he had become aware of the missing male’s demise and that officers should check a certain area, known to be a suicide ‘hot spot’.  At the same time, the mother of the missing person was being bombarded by message on Facebook Messenger by anonymous accounts staying that they knew of her son’s location.

A major investigation was launched that included support from teams such as the National Police Air Service, POLSA, and search and rescue teams that volunteered their time.   It turned out that the male who had contacted police directly, had over the course of four or five days, created multiple anonymous accounts and had sent several messages to the mother of the missing lad, getting her hopes up, and simultaneously been messaging police saying that the same person had come to untimely demise. The male was later charged under s1 of the Malicious Communications Act (1988) for causing unnecessary stress to the family, as well as perverting the course of justice and under s57 of the Criminal Justice Act (1967) for wasting police time.

With ailments such as borderline personality disorder (BPD) and the readily available way to get in touch with police on free phone numbers as well as having family details of victims etc, readily available online, this such incident will continue to increase in the future in my opinion. The use of social media has proven invaluable within countries that have been faced with national disasters and the communications infrastructure had malfunctioned, but social media users were able to inform not only loved one of their safeties, but also inform authorities of vital information (Tomer et al, 2015)

(2179 words)















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 has been described as “the accomplishment of a goal through human assistants.” And a leader has been described as “the man who successfully marshals his human collaborators to   achieve a particular end” (Harvard University, 2004)

The ability to be a good leader in policing is clearly one of the most desired qualities. Excellent leaders do not only lead their teams to become morally robust and potential future leaders (College of Policing, 2021), but also increases trust in policing from the public when confidence in British forces appears to be at its lowest with 48% of the public in 2023 stating that they had confidence in their local force, compared to 56% in 2022 (IPSOS, 2023) 

Individual leadership within policing plays a pivotal role in the culture of the organisation, as well as organisational effectiveness, and public confidence as previously mentioned. This works both ways, however, and the organisation can influence the overall beliefs, behaviours, rules, and customs of elected leaders within the groups, and vice versa, hence this is why quality leadership is pivotal within policing.  It is also essential in sticking to the Code of Ethics, and ensuring that those below you also do this.

Leaders are clearly identified in policing by way of having epaulettes depicting what rank they are. Those of Sergeant and above will also often have their own office from which to work from. Policing in the United Kingdom has traditionally seen a hierarchical leadership model with people in authority being clearly identified and leadership coming from those of rank, such as Chief Superintendent, down to the ‘Bobbies on the Beat’, the police constable.
Due to me being a constable, I have not had the opportunity to fully establish what kind of leadership model I will most likely follow when I eventually step up and progress my role as an officer. I can see that leadership will affect not only the outcome of the objectives set, but also the job satisfaction of the team, and a good, strong, leader will always get the best from their staff. (Harvard University, 2012) This is where transactional leadership would apply mostly. Transactional leadership is where leaders can reward or punish people to achieve optimal results and performances from their staff.  Because every promotion in policing is exam based now, this could only be applicable for recognition. Recognition within policing is very important as there are so many members of staff at the same level. Transactional leadership encourages work to be of a higher standard due to the rewards at the end. (St Thomas University, 2024) 

The National College of Policing, however, recognises that constables are first line leaders in the hierarchical leadership structure of policing.  We are, by the very nature of our job, bound to instruct people on what to do or where to do on an almost daily basis.  I had an incident whereby I was the only Taser carrier and a male at an address pulled out a lump hammer to frighten officers. Had I not been taught the importance of taking charge of a situation, without compromise, this could have had a very different outcome.

The role of leaders is particularly important to remember, as specific ranks within the organisations have specific roles and responsibilities, with lawful powers applied to them via certain legislature.  This is particularly obvious in custody situations whereby detainees can be brought in by any officer, but their detention can only be authorised by those of rank of sergeant or above in accordance with the powers of Part IV and Part V, Police and Criminal Evidence Act (1984) (UK Parliament, 2021). This system of leadership is again particularly useful in policing where if an extension is required for investigative purposes on someone’s bail clock, it would be a Superintendent needing to authorise it, or if an officer needs the examination of a suspects phone to be authorised, it is known to be from an officer of the rank of inspector or above that can do this (CPS, 2023). 

The College of Policing introduced a new leadership model in 2022, that was based on a model of 70:20:10 learning and development (Arets, Jennings and Heijnen, 2015, Rosset and Schafer 2007). This model stresses that the new style of leader that the College desires centred around job based learnings, rather than academically  done in a classroom (College of Policing, 2021) This has been implemented and publicly backed by former Home Secretary , Suella Braverman , who stated that “In order to restore the public’s confidence in policing and to attract the very best to keep our streets safe, strong leadership is required across all ranks.” (UK Government, 2021)
With those who are not in a paid leadership position, Sergeant and above, in the then Home Secretary’s statement, perhaps the idea of taking on any kind of leadership role may have felt alien. However, I think that as officers we lead without recognising that we are doing so.
The traditional model of police leadership, for me, was run very much in line with the Autocratic model which was identified by Kurt Lewin in 1939 (Open University, 2023). This is what people may associate leadership as, traditionally. It is where the leader has total control over decision making for themselves and their staff. This is still very much apparent in policing when a critical or major incident occurs but will discourage potential leaders to not learn how to make decisions and to some extent make people feel like they are not valued.  I have witnessed this in policing whereby I have attended an incident where a large fire had ripped through several houses at night and a main source of direction needed to be identified for not only officers and the public, but for the other attending services. In any critical incident a chain of command is quiclkly set up and it involves the very top of the hierarchical command structures from each service. It would be no good putting a constable in charge of a major incident with a fire commander, and ambulance chief. They just would not have had the exposure to the type of leadership required at this level, despite what their previous jobs may have been.
Another of Lewins recognised styles is democratic leadership. This is again identifying a leader, but they consciously present an objective to their team and ask for opinions on how to tackle it. The final say on the matter will ultimately be made by the leader, but opinions are taken very much into consideration by others in team. This would not be the best style of leadership for major or critical incidents, but more so for slow-time decision making scenarios and helps promote critical thinking and decision making for individuals. (Henderson, 1991) This style of leadership is better suited to policing. I have once again been subjected to this style. I would say that this is very common practice within modern policing.
A short while back, my Sergeant had asked me to construct an arrest strategy for a male who needed to be taken into custody under suspicion of raping a female. This included me utilising my colleagues from my shift, as well as calling on the assistance of specialist departments such as Roads Policing, and a dog handler. Whilst I had at least 18 months more experience in policing than everyone else on my shift did, I still felt new to policing and wondered how my peers would react to me taking charge on request of the Sergeant.  I had considered what I thought were people’s strongest qualities and how they usually reacted to stress and pressure, and devised a plan of action based on this, with the specialist departments to act as backup. I run this past the team and collated their opinions. Thankfully, all the team agreed with what I had constructed, and the mini operation went well.  
It was not a purely democratic lead incident, however. Whilst the party that the subject of the strategy was at was being dismantled, one officer came across a quantity of class A drugs. This meant that the officer and their tasked role needed to be delegated to another. I had to then adapt my leadership strategies and allow them to use their own initiative with minimal involvement from myself. The fact that they had felt that they could present an issue that would impact upon the overall goal made me feel like I was doing okay at being their leader for the time! I believe that for this incident, I used a bastardised approach to leading, alternating between using commands and coaching, then rewarding and giving autonomy when needed. I do not believe that the world of policing works well using only one style of leadership, especially given the number of external elements that could change the path of an incident or situation.
Leaders will often get admiration from their team if they appear to have a handle on the situation and any obstacles that arise would not set them back. However, the team’s overall motivation may not be present.
“Motivation is the art of getting people to do what you want them to because they want to do it” (Eisenhower, 1957) I think that this goes a long way into leadership styles. If someone who is a constable wishes to see any change in management structure or assumes that they could lead a team in a better way than what it is being run now, this may be a source of motivation. But in a leadership sense, this would simply mean for the outcome. Each team is comprised of many individuals, each with unique personalities and different drivers. 
An essential attribute for a successful leader to have been the ability to know what drives who and why. It is also knowing how people will respond to feedback and criticism, which sees the combination of Maslow’s Theory of Needs, (Maslow, 1943), which looks at what helps individuals grow to where and what they want to become, and McClellands Human Motivation Theory (McClelland, 1961) which identified that humans all, without exception, have three motivators; a need for affiliation (Wanting to be part of a successful team, or organisation), a need to achieve when we all want to see the end fo the goal and that it is met to a good standard, and power. I read the desire of power to be that the person wishes to remain in power and be seen as being a good leader.  This is very evident in policing where no person in power wishes to be demoted or proven wrong by their subordinates.
The need to have evidently good leaders is also imperative for our partner organisations to have faith in us and to keep them on board as organisations on which we can continue to work together. For example, the NHS quite rightly expect a high quality of leadership where both organisations work together from things such as a road traffic collision, to police using powers such as s136 of The Mental Health Act (1983) whereby police have the ability to detain someone if they feel they are in immediate need to be having a mental disorder, and they require immediate care and control in order to keep themselves safe. Such people, will then be taken to a place of safety, which ordinarily involves a secure hospital.

Policing is sometimes no different to any other organisation - “Culture is socially learned and transmitted by members; it provides the rules for behaviour within organisations. The core values of an organisation begin with its leadership, which will then evolve to a leadership style. Subordinates will be led by these values and the behaviour of leaders, such that the behaviour of both parties should become increasingly in line. When strong unified behaviour, values and beliefs have been developed, a strong organisational culture emerges. Leaders must appreciate their function in maintaining an organisation's culture. This would in return ensure consistent behaviour between members of the organisation, reducing conflicts and creating a healthy working environment for employees” (BMC Health, 2020) The above quote, to me, says that the way in which leaders, act, or lead, essentially, will directly affect those working under them.  Poor decision making, laziness or a lack of passion to lead will ultimately trickle down and will give the workforce the wrong impression of how good leadership works as it will undoubtedly affect the output and end working result. (The Guardian, 2023)
The opposite of the above is also very true. Good leaders, who display passion for their role and the outcome, who have an energetic response to issues and decisions who teach these qualities will have a stronger workforce, with less sickness reported and a stronger culture (BMC, 2012).  These strengths will have a positive impact upon how the public sees the police and the confidence therein.
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
[bookmark: _Hlk159162754]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:
[bookmark: _Hlk158912923]

The term ‘mentoring’ has been described at its origins as ‘when someone shares their knowledge skills and experience with another person in order to help them to progress. So if you have shared knowledge, skills, or experience with another person or had another person shared them with yourself, you have been involved in mentoring. (Pushfar.com, 2022)

Mentoring has come to me in many forms. From the start, my tutor was a constant mentor for me. 
As well as working with my tutor, there was a relatively small, but very busy and very dedicated group of people who I was lucky enough to land up on shift with. It was quite a daunting experience and very unnerving. 

I was lucky to find myself on a shift where I had a very experienced Sergeant, with equally as experienced officers around me. There were plenty of people from whom to get advice and guidance from at different types of calls, some of my immediate colleagues were very physical, others good at talking people down from a crisis point, and others exceptionally good at paperwork. At the beginning of my career, I was not particularly good at completing my paperwork. After spending time with the one officer who seemed to me to excel in paperwork, I was able to pick up hints after they gave me advice. I felt like this was a very good way in which I learnt.

As an older person who started policing later on in life, I've naturally found myself sliding in to a position of wanting to help, teach, and nurture others. I have done this in many ways, but especially by way of ensuring that recruits maintain their honesty, even when it is uncomfortable to do so.

People naturally come to me for help, and I am more than happy to give it. This obviously didn't happen so much when I was so fresh to policing, but as time has passed and I'm now in my final year of probation within the force, I feel that I am able to mentor to some degree the ever changing young in service probationers that coming through in new cohorts. I would, in fact say, that I am looking forward to the time where I am able to apply to be a tutor constable within the force.
Mentoring has become a perception akin to a supportive mechanism whereby someone who has experience in a field or expertise in a partial area, is called upon to give advice and support to someone who has little to no experience in it and would benefit from a guide.  For people on both sides of coaching and mentoring, it enriches personal and professional development.

One of the ways in which I have benefited from being mentored has been where I have set myself the goal of being a well rounded and respected officer, and someone who can be counted on to excel at the day-to-day requirements of policing, and who others can go to and get advice from 

Midway through year one, I seemed to develop Imposter Syndrome. I felt like I had been lucky on the day of my interview, and that I was being set up to fail. I had not realised Imposter Syndrome was real, nor how common within policing it is. 

Imposter syndrome was first identified in 1978 by psychologists Pauline Rose Clance and Suzanne Imes. Impostor Syndrome is prevalent amongst high achieving individuals, particularly women who tribute their success to luck or external factors, rather than their own abilities (ADDRC, 2019) The more I read up on this, the more it made me aware of my ADHD symptoms. There is growing evidence that there is a link between those with impostor syndrome and ADHD and those may face challenges with executive functioning, for example organising prioritising and managing time which can all contribute to feelings that amount to inadequacy and self-doubt. (Kolontari, 2020) The negativity that ADHD brings, combined with the negativity that they may receive from their peers, supervisors, sergeants or family can lead to lack of achievement within their own minds these are compounded by the negative feedback that impostor syndrome gives naturally. 

When I began my policing journey, my ADHD would encourage me to set unrealistic expectations on myself which would always lead to me feeling inadequate in many situations, constantly disappointed in my own success, and other aspects of myself, especially socially. This was an issue as the majority of my job has some kind of social situation, be it walking into a bar fight, standing up in court, or trying to talk someone down from them harming themselves. As time has gone by, I have somewhat learned to manage ADHD, but then realising Impostor Syndrome was a double kick. I realised that I needed to get help from any source that was willing to give it. I received help with getting my diagnosis, and instantly went back to my initial tutor for advice on how to further develop my understanding in the job.   

The experienced Sergeant on my team realised through his experience of managing people, that I was beginning to sink. I kept comparing myself to others who had joined at the same time as me. These people had at least one other new starter with them on shift at the same time, they did not have hectic home lives, and they did not have ADHD. The supervising officer realised that I had a different learning style to some of the others on shift, and they made the decision to pair me up with a ‘buddy’ for some of the more complex calls I was attending.

The mentor I was working closely with suggested that I attend a statement taking workshop whereby the tutor of that half day course would show why taking a good statement is a very good skill to have as an officer.  I saw that as soon as I put my learnings into practice, that it made not only mine, but my shifts’ lives a lot easier. I was getting less complaints from other officers who would look over jobs I attended. This obviously also had a benefit to victims whose accounts I was taking. The simple thing of attending a course as suggested to me by a mentor made the world of difference to my ability to police and my confidence.  I now find myself in a position where I can recommend the same course to people who I observe struggle with their confidence around statements. I don’t think I would still be in the role that I am if my statement taking issues had not been raised. I now see how this knowledge has given me the opportunity to pass on tips to newer officers.

I would say that after a period of self-reflection mainly thanks to my university study, I can attribute my colleagues mentoring style to a traditional one to one model. (University of California, Davis, 2022) The mentoring I received from someone who is now a lifelong friend, wasn't a programmed mentoring style however this experienced constable would often sit with me after work, and ask direct questions about how I thought I'd done, how I thought I'd improve, and would sometimes give me a little bit of homework for me to reflect upon how I would react if the same situation should arise again. At the time, this felt like a punishment, but looking back I now see it was a way un which the officer wanted me to reflect upon myself and possibly even try to make me see that what I was doing was not at all bad.

From being mentoring and coached in several different ways, I found that a one-to-one style was much better for me to help me learn, and grasp concepts. Especially if I was not feeling particularly confident that day, I would try and slip into the background. Now, however, I see people who are newer in service, and I see people try to evade being seen for good or bad reasons and they try to blend in without praise or doubt. From being in their situation previously and realising how beneficial it was to have coaching and mentoring, it allowed me to officer the same advice and guidance to the newer members.

 I find now that when I am senior on shift, I am very much the type of person who will stand back and allow people to take situations into their own hands, when safe to do so. By this, it can allow people to make their own decisions and be more autonomous at calls, but I am always on hand should they need to ask for help. I found that this method worked very for me in my probationary period and is the very reason why I employ this to the newer officers now.

A few months back, on a day where I was senior on shift, one of the least confident members of the team was put into the log, and due to them not being an advanced driver, I said that I would attend  long with the two newest probationers in my company.  The original person got into a car with two officers of similar experience to them due to quite concerning details being passed over the air regarding the call.

We all arrived at the location soon after and could not locate the person who had made the worrying call to police. I am a Taser carrier, and the details of the log very much alluded to the fact that this was a job for at least two offices with taser to attend. There was only myself, and people with half as much, if not less than that service, with me.  I felt an overpowering sense of wanting to look after my colleagues, but also to do a good job and to prove that I was suited to taking on the responsibility that being senior on shift came with, and that the doubts I had over my skills, solely stayed in my mind, and did not enter anyone else’s. As time went on, the need to extract the person from their home grew ever stronger when suddenly they came to the door with a lump hammer. I have shouted to my colleagues to move used functions of my Taser in order to get the male to stop brandishing the hammer above his head and be less aggressive towards us. It took a while to get the male to fully comply, but by taking control of the situation early on with my lesser experienced colleagues, I was able to not only use the skills that I had been taught by my tutor and mentor, but also the skills learned in the courses I have attended since becoming an independent officer.

After this incident, I have given colleagues a debrief and asked them their thoughts on what had happened. I had asked this as the situation was quite emotional, bringing a lot of threat, risk, and harm to an end. I had been involved in a similar situation when I was being tutored and I will always recall what my tutor said to me about one person taking ownership of a call, and making decisions and sticking to them. The things that each officer had said I did well was control the situation and communicated clearly, letting each person know what I wanted from them.

The person tutored you would naturally only have wanted what was best for you, ultimately your performance reflects upon their work. However, I strongly believe that this period of our development could still be improved upon. It is my opinion that of the 12-week set period of tutorship should be split between two tutors, then topped up’ by 2 weeks being on the shift you will be deployed on. It would then be down to the initial tutor to see if you have gained enough experience, and confidence to be allowed to go from the tutor hub.  

I think that having been given the freedom to say what I thought of learning or mentoring roles and the ability to gain from them, gave me so much more empowerment and then the wider ability to gain confidence and the desire to lead. This is what I believe to be the future of policing. Empowering those who can and who wish to empower others due to the ever changing role of a modern police officer.

The ability to talk openly, but respectfully and professionally within workplaces should be more acknowledged. There may be a growing resentment for people being told that they have less choice and less decision making ability in policing due to College of Policing giving guidelines for most scenarios and thou dare not deviate from that well warn track, and the general public seeing police less favourably, that an open and honest floor whereby people share ideas may go a long way.
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