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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:

During the following essay, I am going to evaluate the role of the College of Policing in terms of professionalising policing in England and Wales. As well as this, I will reflect on my final year as a probationary police officer and how that role has changed since starting. I will refer to the Policing vision 2025, the College of Policing’s five-year strategy and the workforce transformation 2018. I will reference my work throughout using Harvard referencing conventions.













In 2012, The College of Policing was established as the professional organisation representing and supporting those working within the police services in England and Wales (The College of Policing, 2024). The College of Policing replaced the National Police Improvement Agency after a report conducted by its then CEO, Peter Neyroud, called for a professional body for policing. According to the College of Policing (2024), it was introduced with the purpose of providing the relevant knowledge and skills necessary to protect the public, ensure public trust and prevent crime. It is also responsible for setting the standards that police forces in England and Wales must adhere to, including areas such as investigations and stop and search (College of Policing, 2024). In March 2021, the chair of the College of Policing, Lord Herbert, led a fundamental review of the College of Policing, with the aims of improving professionalism, leadership and developing a consistent approach across all 43 police forces in England and Wales (College of Policing, 2022). The review found that there was a lack of professional development as well as forces being ill equipped to deal with certain aspects of crime, both of which were negatively affecting the image and trust of police forces and their ability to build public trust (College of Policing, 2022). This is supported by statistics provided by the Office of National Statistics (2023) which show that the percentage of adults in England and Wales stating they had low levels of trust in the police service, rose from 23% in 2022, to 29% in 2023. It is clear that police forces want to build trust with the public but are struggling to do so without the support of the College of Policing. The Chief Constable of the College of Policing, Andy Marsh (2023) made the following statement “Throughout my 34 years in policing, I have seen thousands of examples of professionalism and leadership, many of which have been admired nationally, and even globally. Policing is full of dedicated officers and staff who work selflessly to make a difference every day. But they need our help”.  

As part of the drive to professionalise and improve the police service, The Policing education qualifications framework was introduced in February 2016. This was first brought to attention in the Policing vision 2025. The view of the College of policing was that by introducing PEQF, policing would be placed on the same level as other professional organisations that required a degree level qualification. According to Alex Marshall, Chief constable of the College of Policing (2016), educated officers were better at dealing with complex matters, had a better understanding of their role in society and used force more appropriately. The PEQF introduced two new entry routes to policing:

· The Police constable Degree Apprenticeship (PCDA) – Non Degree holders
· The Degree Holder Entry Programme (DHEP) – Degree holders










The policing vision 2025 was revealed by the national Police chief’s council in 2016. It included vast changes to the way in which police forces operated, including the introduction of the above mentioned PEQF. The vision was to make policing a professional organisation that would be on the same level as professionals in law and health, who already had their own respective professional bodies. The introduction of PEQF has brought its challenges to police forces as it coincided with a reduction in police numbers initially. This was then drastically reversed by the conservative government announcement in 2019 of an uplift of 20,000 police officers by early 2023 (NPCC, 2019). A positive from the uplift programme was that more people from underrepresented communities were encouraged to join the police service. According to the NPCC (2022), 42.5% of recruits during uplift were female and 11.4% described themselves as being from an ethnic minority backgrounds.

As I am now in my final year of the PCDA programme, I am not convinced that the introduction of PEQF has benefitted the police service, I believe the opposite is correct. The time spent undertaking the PCDA qualification has taken me away from my role as a police officer as I have had to spend both work and personal time completing the qualification. This has led me to feel stressed on several occasions, taking my focus away from policing itself. Between November 2019 and March 2023, 14.4% of entants to the Metropolitan police who joined via the PCDA route, had left within two years of joining (Metropolitan Police, 2023). On the other hand, a study by the College of Policing (2022) found that student officers on the PCDA programme had higher satisfaction rates compared to those on the traditional initial police learning and development programme.

I have concluded that my feelings about the PCDA programme are not widely held by officers enrolled in the programme and that overall, most officers have found the programme to be beneficial in some way. There is little information available to support the College of Policing’s view that the PEQF programme would help professionalise the police service. When paired with the conservative government uplift programme, it has helped close the gap on underrepresented communities within policing, which is a positive step that could assist with the professionalisation of policing. 

It is difficult to define exactly what Professionalism is, but J. Last (2007) describes Professionalism as the combination of qualities and conduct regarded as essential to professional practice. MindTools (2017) goes one step further, describing the characteristics of professionalism as Competence, Knowledge, Conscientiousness, Integrity, Respect, Emotional Intelligence, Appropriateness, and confidence. In 2010, the then CEO of the National Police improvement agency (NPIA), Peter Neyroud, was tasked by the UK government to conduct a thorough review into police training and leadership (Police Professional, 2010). After the publication of his review, Neyroud. P (2011) stated that policing should move away from being a service that only acts professionally, instead moving to be a professional service. This was later clarified when Neyroud. P (2011) stated that a great deal of work had been done to make the police better at investigating crime and dealing with certain functions, but none of those things had been brought together as a clear, single, professional body. Reaction to the report was both positive and negative. The president of the Association of Chief Police Officers, Sir Hugh Orde, stated in 2011 that “I think it …recognises policing as a profession”. 
On the other hand, Paul McKeever, Chairman of the police federation stated, “We wonder why we need a professional body, when policing is in effect a profession already”. Despite push back from the police federation and other bodies, as a result of Neyroud’s report, the College of Policing was later created to act as the professional body for policing in England and Wales. 

As part of its five-year strategy in 2014, the College of Policing stated that those choosing to join policing as a profession performed a critical role, and supporting those people to achieve the highest professional standards was essential to their objectives (College of Policing, 2014). Every five years since its introduction, the College of Policing creates what it calls the five-year strategy. Throughout its strategies, many things have changed and usually move with the attitudes of the public and the current topics of concern. The idea of professionalising the police service has remained throughout the strategies since the introduction of the College of Policing. The college of Policing have focused on strengthening the code of ethics for police officers in recent years by introducing the code of practice for ethical policing in 2023. According to the College of Policing (2023), the code of practice was introduced to support chief officers in promoting an ethical culture, where police staff are directed to use ethical policing principles while demonstrating professional behaviour.

During my three-year probationary period, I was working as a response officer on patrol with a colleague. A call came over the radio from another colleague asking for urgent assistance at a block of flats approximately 5 minutes away, where he was attending a domestic incident between two partners. My colleague and I made our way to the address on an emergency response. I had recently completed my emergency response driving course which allowed me to drive the police vehicle using the emergency equipment. While on route to the address, my colleague came over the radio again stating he was being assaulted and needed urgent assistance. I understood that force policy only permitted me to drive 20 MPH over the posted speed limit, and anything over this I would need to justify to senior officers. I was also aware that I was exempt in law from certain restrictions, including the speed limit in this situation. These exemptions are outlined in section 87 of The Road Traffic Regulations Act 1984 and The Traffic Signs Regulations and General Directions 2002 (Legislation.gov.uk, 2015). I was concerned that my colleague would be injured and possible have his personal protective equipment taken from him. During any situation where I am using exemptions afforded to me in my role as a police officer, I use the National decision-making model before proceeding. The National decision-making model was introduced in 2011 as a tool to assist police personnel in making and justifying decisions that they are making.









The College of policing (2013) states that the National Decision-Making Model consists of the following:


· Code of Ethics – including ethical policing principles
· Information – gather information and intelligence.
· Assessment – assess threat and risk and develop a working strategy.
· Powers and policy – consider powers and policy.
· Options – identify options and contingencies.
· Action and review – take action and review what happened. 

After using the NDM, I came to the conclusion that going against the 20 MPH speed policy would be justified given that serious injury could occur to a colleague. I also took in to account other factors when making my decision, such as how busy the area was with traffic and pedestrians and whether the risk posed to them would be justifiable. I arrived at the address as first on scene and could hear a female screaming upstairs and my colleague inside shouting. The address was situated in a block of flats that had access control and needed a resident inside to open the door. I pressed all the buzzers in the building with no answer, except one. The male in the bottom floor flat came to his window and refused to let us in to the property, despite telling him of the situation and the need to enter the communal area. Given that I could hear the commotion upstairs and believed my colleague was being injured, again using the NDM, I believed it was justified to smash a window to gain entry to the property using Section 17 of the Police And Criminal Evidence Act 1984 (Legislation.gov.uk, 2015). I managed to gain entry to the property and made my way upstairs, where I found my colleague struggling with a male despite the subject male having been sprayed with PAVA incapacitant spray. My colleague and I managed to get the male under control and awaited further assistance. During this time, I ensured the subject male remained safe and secure while handcuffed on the floor. I did this by rolling him on to his side and then sitting him up to ensure he could breathe effectively. The colleague who called for assistance went to accident and emergency as he had been punched several times by the subject male. Other officers arrived and assisted taking the male to custody and he was later found guilty of Assault on an emergency worker, contrary to section 1 of the Assaults On emergency workers (offences) Act 2018 (Legislation.gov.uk, 2018).

During the final year of my probation, my role as a police constable has changed considerably. I have been given more responsibility on my team and I am now expected to know how to deal with the different incidents that we attend as police officers. I am now regularly asked to take out student police officers and am expected to show them the correct and most appropriate way of dealing with different incidents. There has been more pressure placed on me as more experienced officers leave for other departments and are replaced with new student officers. This is a drastic change since year one of my probation where I was not expected to know everything or deal with more complex work. I sometimes struggle to deal with the pressure and expectations placed on me as someone who is still relatively new to the police service, but I am working hard to do my job to the best of my ability. 2172





























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: 

During this essay, I will reflect upon an incident I attended during my three-year probationary period. I will evaluate my experience with using social media to assist me with this incident, as well as generally in a policing context. I will consider force policy in terms of social media usage as well as the risks and benefits of doing so. I will reference my work throughout this essay using Harvard referencing conventions. 

Social media has become an important part of the lives of most people in the United Kingdom in recent years. Statistics from Cybercrew (2024) show that in 2024, there were over 53 million active users of social media across the United Kingdom, which is approximately 78% of the entire population. Approximately 80% of social media users in the United Kingdom used a form of social media at least once per month (Cybercrew, 2024). Statistics from the Office for national statistics (2020) show that between 2011 and 2020, there was a 25% increase in users of social media in the United Kingdom from 45% in 2011 to 70% in 2020. These statistics show a year-on-year increase of social media users with the exception of 2016. 









The below chart shows social media usage statistics between 2011 and 2020.
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The Office for national Statistics (2020).

There are many social media platforms available in the United Kingdom, including Facebook, Snapchat, Instagram, Twitter/X and YouTube. Statistics show that the biggest social media platform in the United Kingdom in 2024 was WhatsApp (YouGov, 2024). This was a change from previous years where Facebook was the most popular social media channel. In 2023, WhatsApp overtook Facebook as the most popular social media network for the first time, with 79% of users using WhatsApp compared to 73% using Facebook (Statista, 2023). Police forces have reacted to this change in public usage by updating their usage of social media. In January 2025, South Wales Police launched their first WhatsApp group for members of the public to receive information regarding policing (South Wales Police, 2025). This is on top of the already popular Facebook, TikTok, YouTube and Twitter/X channels already used by the force. This is evident that police forces are more mindful of the power of social media and are eager to keep up to date with what the public are using. 

Police forces across the United Kingdom have realised the power of social media and the benefits of its use in terms of public engagement and the assistance it provides in the positive detection of crimes. The National lead for digital engagement, Deputy chief constable Ian Hopkins (2014) said that “There are some hugely productive uses of social media that support crime reduction and detection”. According to Crump, J (2011), police forces across the United Kingdom began experimenting with the use of social media in 2008, when individual officers instigated its use within policing, sometimes with official support from senior officers. 

With social media growing in popularity in the late 2000’s and early 2010’s, police forces across the United Kingdom began creating their own social media pages in order to engage with the public. Statistics obtained by The Police Foundation (2014), show that by 2014, every police force in the United Kingdom had at least one social media account, with a combined total of more than 1.6 million followers.

Crump, J (2011) stated that social media could be useful to inform the public of major or critical incidents, such as during protests or disorder. Crump goes on to give an example of the London riots in 2011, when police forces and individual neighbourhood officers and PCSOs used social media as a way of calming the public and disputing unfounded rumours of riot and disorder. A study by the comparative police studies in the EU (2012) argues that “The voice of the police on social media receives a high level of trust that supersedes bogus information distributed online”.

Policing has fast become a way for police forces to engage with the public and distribute public appeals for missing persons or individuals wanted in connection with crimes. The National Police Chiefs’ council (2021) states that missing person cases can benefit from public appeals with wide reaching engagement with the public and the sharing of information and images by prompting reports of sightings. Which can help progress cases and offer comfort to friends and family. There are many news articles online supporting the idea that police use of social media has helped solve crimes and find missing persons. The Caerphilly observer (2025) recently published an article explaining how a police appeal helped to locate a man who was missing for over a week. A study conducted by The Comparative Police Studies in the EU (2012) argued that police forces who had a strong presence on social media, had better relationships with the communities they policed. 

In 2021, the Police Digital service launched a framework called the social media management and engagement framework. This was introduced to give police forces more control over how they meet the nationally agreed standards for the management of social media, which is aligned with the National policing digital strategy, while allowing a degree of choice, flexibility and best value for money for individual forces. According to the Police Digital Service (2021) the benefits of the framework are:

· Making it easier for forces to listen and respond to communities, helping build and maintain trust in local policing tackling the things that matter most to the public;
· Meeting criminal justice standards with auditing capabilities which can be exported in secure, tamper-proof evidence reports;
· Availability through direct award or mini competition to all blue light services, police and crime commissioners’ offices and Local Authorities;
· Accessibility for frontline officers from a mobile app via force-issued mobile phone or tablet;
· The ability to access basic data insights on external users including influence, key words, type of content, demographic information and location;
· The ability to pause all scheduled content in the event of managing a critical incident;


As well as the police use of social media, it is important that police forces maintain a positive and professional relationship with the media in general. The college of policing (2022) states that it is vital to have a successful working relationship between the media and the police service. By working with the media to communicate with the public, it can help bring suspects to justice, solve crimes and keep communities safe while also giving an insight in to the work carried out by police forces and the reasons for doing so. A good example of this would be a media appeal for a missing person, where a senior police officer engages with the media in order to gain public awareness. MSN news (2025) recently published a story titled “Missing teenage girl found after police media appeal”, and described how a missing, vulnerable teenage girl had been found safe and well after police appealed for help from the public, which led to a member of the public providing information of her whereabouts. Another example of the of the advantages of a professional relationship between the police and the media is the show Crimewatch. A news article published by the BBC (2017) explained how high-profile cases had been solved thanks to the information provided by the public after appeals from the police. These include the case of James Bulger, who was murdered by two young boys in 1993 and the disappearance and murder of Sarah Payne in 2000. Both cases were solved after the public provided the names of the suspects after the media appeal. 

While there are several advantages to the police use of social media, there are also disadvantages. The National police chief’s council (2021) urges caution around the police use of social media regarding missing persons. It goes on to state that the negative impact on the individual concerned can be significant, with repeated appeals heightening vulnerability, prompt empathy fatigue from the public and generate negative comments from the public. Research conducted by Denef, et al (2013), found that the way police forces used social media differed widely between individual forces. The research found that during the summer 2011 riots, The Metropolitan Police had a more formal approach to its social media usage, whereas Greater Manchester Police’ approach was informal. The study argued that there was a fine line between formal and informal social media usage, with Greater Manchester Police’ informal approach creating a closer relationship with the public. The study argued that although the informal approached had some benefits, it created fluid boundaries that were often easily overstepped by members of the public. The study argued that although the Metropolitan Police’ formal approach did not create a closer relationship with the public, its social media was easier to maintain and was less prone to negative feedback from the public. 

A survey conducted by Accenture (2012) found that over 58% of those who responded in the United Kingdom wanted the police to use social media as a way of engaging with the public, instead of just providing information. Crump, J, (2011) supports this during his research, stating that police forces use of social media is to merely give or ask for information, rather than engaging with the public. 

By allowing excessive freedom to individuals posting on social media on behalf of police forces, there is a risk that the posts may be inappropriate or offensive. Her Majesties inspectorate of constabularies conducted a report in 2012 and found that over a period of 9 months, there were 132 instances of inappropriate language and 70 comments that were negative towards police work posted by police forces on social media (HMIC, 2012). The introduction of the social media management and engagement framework in 2021 appears to have reduced the amount of times these incidents have occurred, as there is less information available regarding these incidents since then. This theory cannot be confirmed as there is insufficient research on this subject.

During my probation period, I have used social media several times to assist in the identification of suspects. I attended an incident whereby a member of the public had been assaulted by an unknown male in a busy city centre. The incident was captured on CCTV and captured the suspects face. I attempted to use internal processes to identify the suspect such as distributing the image of the suspect to other officers and using retrospective facial recognition to identify the suspect. Retrospective facial recognition allows police to put an image of a suspect through police systems in an attempt to match the suspect to a previously captured image from a custody record (South Wales Police, 2024). These attempts were unsuccessful, so I asked the media department, as is force policy, to place an appeal on Facebook with the image of the suspect captured on CCTV. The public response was generally positive, although some comments were negative and stated that the police were asking the public to do their job. After approximately 1 week, a name was provided through the force control room as a direct result of the media appeal on social media. As a result, I was able to interview the suspect under caution and progress with the investigation. Without this use of social media, the suspect would not have been identified and brought to justice. 

Social media can also be used in unofficial ways to engage with the public. During a meal break after an event I was policing, I attended a local coffee shop in full uniform in order to get a drink and have a short break. While I was there, I noticed a family situated just opposite with the children paying particular interest to myself and the fact I was in a police uniform. I engaged with the children by waving, and they began asking me questions and showing a general interest in policing. I then offered one of the children the chance to wear my hat as a way of engaging with them. The child then put on the hat and became excited and went to show his parents. I did not realise at the time, but the interaction was filmed on camera by one of the parents and later posted on a social media site. The clip gathered almost 100,000 views and lots of comments from the public. The majority of the comments were positive and gave the impression that the public believed this kind of policing was important and needed to become more prevalent. The clip was then shared on other social media sites and garnered positive comments from members of the public. 

In conclusion, I believe that the police use of social media has improved in recent years and media appeals on social media are an important way of gathering information and intelligence while assisting in the resolution of criminal offences, identifying suspects and finding missing persons. I will continue to use social media when I believe it is appropriate. My research has shown that police forces need to improve the way they engage with the public on social media, but overall social media plays an important and useful role in a 21st century police service. 2191 



















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:

During this essay, I will reflect on an incident I attended during my probationary period, evaluating my leadership role within that incident. I will analyse different leadership styles and how these are used in different policing incidents. I will refer to and examine other policing leadership styles used within the police services. Throughout this essay I will reference any necessary work using Harvard referencing conventions.

Leadership can have many different connotations and is defined differently by many people. Stogdill, R, (1974) pointed out in his review of leadership that there are as many different definitions of leadership as people who have attempted to define it.
Raymond, W (1992) describes leadership as the ability of a group, individual or organisation to guide, lead or influence other teams, organisations or individuals. 

Fleishman, et al (1991) states that there are over 65 systems of classification that have been developed to define what leadership is. One of these classifications by Bass, B, (1991) states that some definitions of leadership are based on a group process, suggesting that the leader is the centre of the group or organisation and is the embodiment of that group. Bryman, A, (1992) argues that leaders often show traits such as distinct characteristics, features and physical factors. 



The below table by Jago, A, (1982) shows the difference in the route to leadership, with Bryman’s “trait” idea and the more common “process” leadership route.

[image: A diagram of a leader]

Jago, A, (1982) argues that describing the leadership as a trait is very different from describing it as a process. He goes on to state that the trait idea restricts leadership to those who are believed to have special characteristics that are often inborn. Jago, A, (1982) describes how the leadership process is based on the interactions between leaders and followers, and this makes leadership a possibility for everyone. 

The leadership process as described by Jago is the most common way of describing leadership and is supported by many other studies. Despite the many different concepts of leadership, there are several main components that are present in almost all studies. Bass, B (1991) describes these components as the following:

· Leadership is a process
· Leadership involves influence
· Leadership occurs in groups
· Leadership involves common goals


Bass, B, (1991) goes on to simplify the definition of leadership as a process where an individual uses influence on a group of other individuals to reach a common goal. 








Burns, J, (1978) argues that the leadership process requires both need to be involved in the leadership process, with leaders needing followers and followers needing leaders. He goes further by stating that followers and leaders are linked closely, with the leader being the one who often initiates the relationship and the one who retains the burden of maintaining the relationship. Discussions around leadership are sometimes viewed as elitist due to the implied importance and power of the leadership role (Burns, J, 1978). A study by French, et al, (1959) goes further on this view around power and leadership. The study argues that power can increase a leader’s ability to influence followers’ attitudes and behaviours. The study found that there were five bases of power, as set out in the table below:

[image: ]

(French, et al, 1962)

Burns, J, (1978) argues that although power is a factor within leadership, it should not be used by the leader for selfish reasons, instead being used by both leader and follower to achieve their collective goals. 

Although there are many definitions of leadership that are widely available, policing within the United Kingdom has its own leadership models, designed specifically for a policing context. The College of Policing (2023) sets out the leadership standards expected from all officers, volunteers and staff at all levels within policing. These standards were introduced in 2023 with the goal of improving leadership at all levels within policing. The leadership standards were developed as part of the introduction of the National Centre for Police Leadership, whose aim is to develop future and existing leaders within policing (College of Policing 2022). The leadership standards are highly influenced by the code of ethics and the competency and values framework. The code of ethics were introduced in 2014 and set out the principles and standards of professional behaviour for the policing profession of England and Wales (Gwent Police 2023). The code of ethics were changed in 2023 following a public consultation throughout 2021 and is now separated in to two distinct parts, these being the code of ethics 2024, which are non- statutory and the 2023 codes of practice, which are statutory (College of policing (2024). The code of ethics are there to support all of those working within policing and contain the following policing principles:

· Selflessness
· Integrity
· Objectivity
· Accountability
· Openness
· Honesty
· Leadership
· Fairness
· Respect (The college of policing, 2024)

With one of the ethics being leadership, it is important that all those working within the police service, no matter their rank or role, show leadership when dealing with any situation. 

In policing, there are several leadership models available for leaders. One of these being “Acting as a role model”, which states that “Supervisors must consistently demonstrate high standards of professional behaviour and should understand the importance of their position in being a role model for their staff” (College of Policing 2022). According to the College of Policing (2022), there is evidence that a leader being a good role model to those they are leading, improves behaviour in several areas, including integrity, ethics and investigative standards while assisting officers in understanding the attitudes and skills required for effective policing. 





















The police leadership programme is a five-stage programme aimed at developing leadership at a consistent standard throughout a police officers career. This is being delivered as part of the national centre for police leadership, introduced in 2023 (College of Policing, 2023). The police leadership programme sets out the standards of leadership expected within the police service. The programme states that there are fifteen standards that make a good leader, these being:

· Acting in the public interest to prioritise public service, cut crime and improve the safety and wellbeing of the public.
· Upholding the police Code of Ethics.
· Upholding the highest standards of professional behaviour.
· Challenging unprofessional actions, attitudes, behaviours or language.
· Demonstrate fairness, respect, integrity and accountability in performing their role.
· Building and maintain trust and confidence with colleagues, external partners and the public.
· Actively contribute to and promote an inclusive workplace culture.
· Working effectively as part of a team, demonstrating leadership skills and role-modelling good practice.
· Work effectively to successfully deliver organisational and operational requirements.
· Use problem-solving approaches and make effective, evidence-based decisions.
· Managing your own performance effectively.
· Managing your own wellbeing and resilience.
· Engaging effectively with communities, partners and other stakeholders. 
· Engaging in continuing professional development.
· Use reflection and feedback to develop skills and performance (College of policing, 2023).

There are several different leadership styles present within policing, which are Autocratic, Democratic, Delegative and visionary, all of which are distinct from each other. Autocratic could be described as a singular authoritarian figure deciding policies, procedures and direction of the organisation. Democratic leaders are open to opinions and input from others but ultimately make the final decision. Delegative leaders allow their followers to complete work and tasks with very little input from the leader.  Visionary leaders allow the participation and ideas of followers to be heard as long as those views are in line with their own (TAB, 2023). Throughout my time as a police constable, I have witnessed all of these leadership styles from different supervisors, with some using more than one style depending on the issue at hand. 







During my three-year probation period, I have found that my leadership style is mostly of the Delegative style. On multiple occasions I have found myself to be the most experienced officer on shift or in a specific situation, despite still being within my probation period. I have found that my leadership style changes depending on circumstances such as the experience of the police officers I am with.  I attended an incident with a colleague who was still within her tutorship period and had only been out of training school for a month. We were on mobile patrol when we were tasked by the control room to attend a disturbance at a residential property a few miles away. The property was located in a built-up residential area and was known for having previous domestic incidents reported at the property. My colleague and I attended the address and while on route, I asked the student officer I was with what she expected to happen when we arrived on scene. The student officer stated she had not attended many domestic incidents and was unsure of the correct was of dealing with these types of incidents. I began by explaining the powers we would have if any offences are disclosed on our arrival, such as Section 39 of the Criminal Justice Act 1988 (Legislation.Gov.uk, 2018) and Section 47 of the Offences Against The Person Act 1861 (Legislation. Gov.uk, 2004). I asked questions around other offences that she believed may be disclosed. We then discussed a recently introduced piece of legislation which had become common when dealing with domestic incidents, this being Section 70(1) of the Domestic Abuse Act 2021 (Legislation.Gov.uk, 2021) which relates to the non-fatal strangulation of another person. As we got closer to the premises, I could see that the student officer I was with was nervous about the situation and I attempted to keep her calm by explaining the process. We discussed that she would make any arrest that was deemed necessary and the powers of arrest that we had. This power being Section 24(1) of the Police and Criminal Evidence Act 1984 (Legislation.Gov.uk, 2022). 

My colleague and I arrived at the property and knocked on the door, where there was initially no response. After knocking several more times, a female answered the door who appeared visibly upset and had red markings across her cheek. I asked the female if there was anyone else in the property with her and she replied that her partner was upstairs in the bedroom. I then asked the female if we could come into the property and discuss why we had been called. I directed my colleague to speak with the female downstairs in the living room, while I went upstairs to speak with the male partner. I advised my colleague to activate her body worn video camera while speaking with the female, as is South Wales Police force policy when dealing with potential domestic incidents (South Wales Police, 2023). Upon speaking with the male, he was clearly irate and was unhappy that the police were there. He stated that he had not done anything wrong and that his partner was being dramatic again. I used my communication skills to calm the male down and attempted to build a rapport with him. After approximately 5 minutes, my colleague called me in to the hallway and stated that the female had disclosed she had been slapped several times across her face by the male, leaving red marks and her eye had began to swell. I directed my colleague to arrest the male and asked her what offences she believed we were going to arrest him for. My colleagues correctly stated that it would be Section 47 OAPA as the assault had resulted in injuries. We then entered the room where the male was, and I let my colleague arrest the male with me supervising the arrest to ensure nothing was missed. My colleague began arresting the male and I advised her she needed to turn her body worn video camera back on. The arrest went smoothly, and the male was compliant throughout. 
After the incident was resolved, my colleague thanked me and stated that she wished I was her tutor as I explained things clearly in a way she could understand. 

From my research, I have found there are many different views on defining leadership and all have their own positive and negative points. I have come to understand that leadership is a process that evolves over time, with different people having different leadership styles that suit their way of leading. Since starting in the police service, I have been able to evolve and build on my previously built leadership skills, changing my leadership style when I believe it is necessary to the individuals I am leading or the situation I am facing. Leadership for me is an evolving skill that I will improve on over time, with more experience of doing so. I believe I am a good leader and with time will be able to progress in the police service to supervisory ranks. I believe it is important to be able to change your leadership style for different situations and people. 2130

 





















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:

During the following essay, I am going to reflect upon my probation period so far, focussing on the benefits of the coaching and mentoring I received. I will also focus on how it has helped me meet my goals, both personal and professional, as well as assisting me with my learning and development. I will refer to coaching and mentoring definitions, focussing on those relevant to policing. I will reference my work throughout this essay using Harvard referencing conventions.

According to Passmore, J (2016) coaching could be defined as a form of development whereby a more experienced person, the coach, supports another less experienced person to achieve professional or person goals through the use of training and guidance.

Coaching could mean the informal arrangement between two different people, where one has more expertise and experience than the other person and can offer guidance or advice as the other person learns (Renton, J (2009). According to Renton, J (2009) there is a difference between coaching and mentoring. Coaching is primarily focused on specific objectives or tasks, whereas mentoring focuses more on overall development or general goals.

Chakravarthy, P (2011) also believes there is a difference between coaching and mentoring. In his research he believes that during coaching, the end goal is more defined and there is a clear focus on the end result. Mentoring is different, with a broad spectrum that focusses on the persons attitudes and behaviours.


A study in South Australia, conducted by Tyler. M, et al (2011) found that police officers who tutored student police officers believed that the tutoring process was appropriate and useful for their development. Coaching and mentoring have become an important part of the workplace for new workers, not just in the police service but in companies around the world, whatever size they are (Roberge, P (2009).

According to The Institute of Coaching (2020), there are several benefits of coaching and mentoring that the person being coached will benefit from, including:

· Establish and take action towards achieving goals
· Become more self-reliant
· Gain more job and life satisfaction
· Contribute more effectively to the team and the organization
· Take greater responsibility and accountability for actions and commitments
· Work more easily and productively with others (boss, direct reports, peers)
· Communicate more effectively

My experience of coaching and mentoring has been relatively positive throughout my three-year probation period. The mentoring and coaching started before my first day at training school, with letters and leaflets sent to me explaining the behaviour and attitude expected from me. During my first day at training school, I felt overwhelmed with the amount of information given to me by the trainers but was eager to listen and learn. In 2016, The College of Policing began introducing the new Police education qualifications framework which replaced the old routes of joining the police service. The PEQF consisted of a number of new entry routes including The Police Constable Degree Entry Route and The Degree Holder Entry Programme (College of policing, 2024).

The College of Policing (2024) gives the following information for the new entry routes:

The Police Constable Degree Entry route:

· is a three-year programme
· is funded primarily through the apprenticeship levy
· is delivered by a police force in collaboration with a higher education provider (with taught degree awarding powers)
· provides an opportunity to specialise in one of the core areas of policing
· gives the individual a degree in professional policing practice

The Degree Holder Entry Route:

· a two-year programme
· fully funded by the police force
· gives the individual a graduate diploma in professional policing practice (120 academic credits at level 6)
· provides an opportunity to specialise in one of the core areas of policing

Training school allowed me to learn the basics of policing through the coaching provided by the police trainers. This included the preparation and studying for the initial exams which needed to be passed to continue my initial training. After leaving training school, I was placed on a response team and paired with a tutor constable, who had experience in the police service and had undertaken a tutor course which enabled them to tutor student constables. This was called my tutorship period and was expected to last for a period of 3 months. The tutorship period could be compared with a mentorship period, as I was placed with an experienced police officers whose role was to prepare and encourage me to get to the standard required to become an independent police constable. My tutor and I bonded well and she was quickly able to recognise my strengths and weaknesses. During the first few weeks of my tutorship period, I took a back seat when attending calls and watched how my tutor dealt with different incidents. After returning to the station, we would have a debrief where I gave my views and explained how I would have handled the situation. This allowed my tutor to understand what I was thinking and allowed her to provide feedback which ultimately would help me improve. 

As part of the three-month tutorship, student officers are required to complete an Operational competency portfolio, which evidences competence in different areas of policing. The Operational Competency Portfolio forms part of the Police education qualifications framework and student police officers are required to complete this as part of the PCDA or DHEP entry routes. According to Staffordshire university (2020) The Operational competency portfolio consists of a checklist of duties that a student police officer is expected to undertake as part of their policing role. The functions within the portfolio must be undertaken to demonstrate the achievement of operational competency in the role of a police officer. 

After initially watching and learning from my tutor constable, I began taking the lead when attending calls, which allowed me to build my confidence and knowledge while being supported and tutored by my tutor constable. This allowed me to successfully complete my operational competency portfolio and ultimately become an independent police constable.  After the end of my three-month tutorship, I moved to another response team where I was expected to carry out the basic functions of a police constable. This period directly after my tutorship allowed me to benefit from a period of coaching from different members of the response team. This period was very beneficial to me as it allowed me to see how differently situations could be handled by different police officers. This allowed me to mould those differences into my own way of dealing with incidents. My coaching period still continues to this day, with more experienced police officers being there to assist me if I am unsure about something. 

After my first year of probation, I was authorised to undertake other courses that would benefit me as a police officer. These included courses such as Taser, emergency response driving and method of entry training. Undertaking these courses has allowed me to benefit personally through the skills they have provided, but also benefit South Wales police as an organisation. The skills I have gained through these courses have allowed me to attend a wider variety of calls and better support my team and victims of crime. This period of coaching continues with the regular courses and training packages I am expected to attend and complete as part of my continued development as a police officer. 

As well as the operational competency portfolio, courses and training packages, I am expected to compete the academic requirements as part of the Police Constable Degree Apprenticeship. When competing my academic work, I have found the support provided by the university to be very helpful, as well as the experiences of my colleagues who have already competed their academic assignments. I have been able to improve my coping mechanisms by speaking with those who have the experience and knowledge of completing academic work. To support me throughout the academic work, I am allocated to an are training officer, who works as a link between the university and myself. In order for new police constables joining via the Police Education Qualifications Framework routes to succeed, there needs to be a strong link between the universities and the police. This is supported by research conducted by Sibson, et al (2010), which argues that good tutoring relies on the tutor being able to link education with practical work. Foley, et al (2013) elaborates on this idea, stating that tutors should be aware of what tutees are learning and should be kept updated when the curriculum changes in any way. Peiser, et al (2018) goes on to argue that the police and universities should collaborate more closely when developing the curriculum for the professional programmes such as PCDA and DHEP. Further research by Bergman, (2017) suggested that some tutors have very little knowledge of the curriculum that their tutees are expected to learn. This can result in the tutor and tutee having different views and understanding of the end goal and can cause friction between the two. These issues could be prevalent in situations where the tutor joined the police service under a different programme, not incorporating academic work. This issue is shown In statistics from the Open university (2020), which shows that 49% of police forces in England and Wales did not have police constable tutors that engaged with higher education institutes, while in 40% of forces, the police constable tutors did not have any access to the current curriculum. From my research, it is apparent that more needs to be done to improve the understanding of tutors in relation to the academic curriculum. By doing so, tutor constables can better understand and support new student police officers during their tutorship period. 

Coaching and mentoring go beyond those who have recently joined policing. All ranks within the police service can benefit from the mentoring and coaching provided by those who are experienced in that rank. The College of Policing has a mentoring scheme for chief officers, called mentoring for all (College of Policing, 2024). The college of Policing (2024) defines mentoring as a relationship where a more experienced or knowledgeable person offers support, advice and guidance to help a less experienced person develop and progress. It goes on to state that the aims of mentoring within policing are to focus and develop on personal and professional development. The chief superintendent’s association (2024) states that since the launch of the mentoring for all scheme, over 700 senior police officers are not available to provide mentoring and coaching to new senior officers. 






Overall, my experience during my three-year probation has been a positive one. I have found the coaching and mentoring I received from the first day of training school and throughout my tutorship period has allowed me to improve my practical skills and knowledge and has led me on the path of becoming a confident and competent police officer. I benefitted from my tutor having also completed the Police Constable Degree apprenticeship and she therefore had a better understanding of the challenges I faced and was ultimately better placed to provide the correct tutoring and support I required.  The ongoing coaching from experienced members of my team has been outstanding and has allowed me to learn and improve my professional skills. As well as the professional development, the coaching and mentoring has allowed me to develop personally in areas I did not think needed development before joining the police service. The coaching and mentoring I have received have made a me a more confident and outgoing person who is able to interact with a wide range of different people, and deal with personal issues in the correct manner. Through my research and personal experience, I believe that mentoring and coaching within policing is a beneficial way for new student police officers to learn and improve on their skills to become competent, independent police officers. My view is that the tutorship period of three months should be extended, with the occupational competency portfolio expanded to cover a wider range of policing situations. I believe this would have benefitted me personally as a new student police officer.  2012
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