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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:

In this essay, I will be discussing the strategic role of the College of Policing (CoP) in professionalising policing in the UK as well as the role it has played in shaping my career as a police officer. As well as discussing CoP initiatives in creating a professional workforce, I will examine how strategies, such as the Policing Vision 2025 and the Workforce Transformation 2018, contribute to the policing professional infrastructure and shape the role of a modern professional police officer. Additionally, I will explore my experience of the Policing Education Qualifications Framework (PEQF), which is the new national framework for the professional training and qualifications of police officers.  The final part of this essay will focus on critically reflecting on my final year and how my role as a police officer has changed.

Contemporarily, the complexity and challenges that police are now faced with on a daily basis has undoubtedly been a driving force behind the direction of police professionalism in England and Wales. Increasing demand, enhanced by social and structural inequalities, technological advances and financial constraints, stressed the need for a restructure to improve skills and capabilities of police officers (McCann and Granter, 2019). In essence, the police needed to embody the notion of being a professional service to suit the new working conditions. Professions are said to have specific traits such as a professional body; a code of ethics; evidence-based practice; accredited employment, for example (Neyroud, 2011, p. 93). Accordingly, the police service in England and Wales adopted these traits through establishing the CoP, graduate entry through the PEQF, the pursuit of and the adoption of a code of ethics and a strong emphasis on the need to adopt evidence-based policing (Sherman, 2013) in an attempt to achieve professional status. 

The CoP is a professional body for the police service in England and Wales, developed in 2012 to set standards, provide training and share good practice (CoP, 2023). The new policing framework gives the CoP authority to regulate membership of the police profession and other powers, alongside existing and new organisations, such as the HMIC, the IPCC and PCC. Whilst each of these institutions all share a common goal in professionalising the police service, they all have a distinct regulatory responsibility and objective for an area of policing. Specifically concerning the CoP, they have a duty to set high professional standards that will support the police in tackling crime and protecting the public whilst securing their trust. The CoP facilitates accreditation and recognition of members expertises by setting educational requirements about what works in policing and assessing their understanding of it to assure the public of the quality and consistency of policing skills across forces (Home Office, 2016). Further, the CoP is also accountable for supporting the development of members of the policing profession. Moreover, the CoP has an obligation to ensure that its Code of Ethics pervades police practice from making decisions to taking action to ultimately ensure the very best quality of service to the public is delivered (Newburn, 2015).  However, it is often the case that some responsibilities overlap and create contradictions in particular areas of policing practice, which impacts on the CoP’s professional standing.

Despite this, there are some police bodies that work in harmony to deliver strategies that contribute to establishing policing as a profession. The Policing Vision 2025 was launched as a transformational programme of reform, drafted  jointly by PCCs and chief constables, as well other policing bodies, such as non-Home Office forces. The vision set out to enable the service to meet the challenges of modern policing and the changing nature of crimes (CoP, 2022). More specifically, the vision stated that by 2025 “policing will be a profession with a more representative workforce that will align the right skills, powers and experience to meet challenging requirements” (NPCC, 2016). The vision states that, in part, this can be achieved by supporting key aspects of training and development through academic accreditation as well as through  successfully embedding the Code of Ethics in policing practice. However, in order to achieve the ambition of transforming and professionalising policing, the vision requires support from other services, reforms and initiatives. 

Workforce transformation is regarded as a professional approach to developing an agile workforce that is resilient to change by equipping them with the relevant skills, tools and knowledge.  In 2018, the NPCC released the Workforce Transformation for the police service to support the Policing Vision. As its first priority, the  strategy revealed that workforce transformation must begin with attraction and recruitment into the service (NPCC, 2018). This priority is not only about attracting a diverse talent into the police service to deliver its vision, but to also establish the status of policing as a rewarding professional vocation. As a result, the NPCC partnered with the CoP to implement the PEQF. The main element of the framework was the introduction of ​​three entry routes into policing as a police constable, the Police Constable Degree Apprenticeship Scheme (PCDA) and the Degree Holder Entry programme (DHeP) where officers ‘earn and learn’ (Jones and Miller, 2022). Advancing police professionalism through the PEQF offers an opportunity to develop the workforce by giving them access to skills and knowledge to meet the challenges of the future.

The recognition of the PEQF across strategies shaping the future of policing and the collaboration to deliver the framework strengthens the strategic role the CoP plays in professionalising policing. The PEQF has had an impact on all forces that it applies to in the UK, with most routes outlined as a ‘must’ initiative in the Workforce Transformation timeline, meaning all forces must transition to this way of recruiting and developing police officers (NPCC, 2018). The PEQF is attractive as the package includes a fully funded degree whilst earning a base salary for carrying out the role of a police officer. With University fees throughout the UK set at £9,000 per year, you can see how this would look appealing in the competitive workforce market. In turn, in line with the Policing Vision, the CoP achieves its objective of raising its standards of professionalism in policing through establishing a national education framework that is accredited, training all those in roles to a high level where they can meet the challenging requirements of modern day policing (NPCC, 2016). The collaboration to deliver the PEQF was a strategic move by the CoP towards professionalising the police workforce, where its members are educated to a level six undergraduate degree, regarding them as intellectual and qualified. 

Despite the PEQF representing a significant change in professionalising policing, it does have some downfalls. The organisational readiness of the PEQF to manage and develop new degree level entry recruits has created some challenges. The full and effective implementation of the PEQF relies on internal support from officers and senior management. However, CCPR (2021) discovered in their research that there was a gap in knowledge about the PEQF from sergeants and inspectors within forces. This is detrimental to the perceived aims of the PEQF as the management of students on the programme may lack the support they need. In accordance with other research some forces felt they had received little central guidance about implementation which impacted on the time they had to communicate meaning about the PEQF further down the organisation (Stanko and Hough, 2018). The lack of inclusion and communication not only creates a negative work environment but also causes resistance to change. Correspondingly, attention must be given to the number of recruits leaving the force since the PEQF was rolled out. The PFEW revealed in 2022 that alarming numbers of recruits were leaving the force before completing the PEQF programme, with attrition hitting an average of 9% across all forces. Although there are many reasons to consider as to why such higher numbers left,  the lack of acknowledgement and awareness of the new programme with existing officers impacts on officer welfare resulting in lower retention rates (Bamber, 2019). To support the CoP aspirations for professionalisation and the adoption of the new framework by police services, there must be a clear understanding of the intended benefits and how they will be achieved for all. 

As a police officer on the PCDA, I have been working in line with the CoP professional standards in order to fulfil the role of a modern professional police officer. A standout trait for the professionalisation of policing for me, that impacts my role day to day, is the Code of Ethics, specifically the National Decision Model (NDM). The role of an officer bears the responsibility for making autonomous decisions in accordance with the NDM, which includes exercising professional discretion whilst remaining in line with legal frameworks and policy guidelines (CoP, 2020). The Policing Vision places emphasis on the need for officers to be able to effectively respond to new and emerging types of crimes that are creating new challenges. The NDM enables me to operate with a high degree of autonomy and accountability to make the best decisions in highly complex situations. Although the educational knowledge I have been provided with during the PCDA has been both useful and interesting,  I do not believe it has been overly applicable or practical in my early career. To exemplify, the academic resources and knowledge shared on serious and organised crime, such as counter terrorism, These areas do not necessarily equip me to do my role as a probationer and ​​I regard this outside the normal remit of my police work. However, I can acknowledge the long term strategic positioning of this by the CoP to develop a professional workforce with specialist capabilities. 

The Policing Vision 2025 also highlights the importance of leadership and management at all levels of policing whereby “the service needs to create a culture that values difference and diversity and which empowers individuals to maximise their contribution through continuous professional development and the encouragement of reflection and innovation” (NPCC, 2016). Effective leadership and management empowers policing professionals to fulfil the modern day role of a police officer and meet the challenges of the future. In my final year of probation, I believe I have been able to evidence this as I have found myself taking on a mentoring role with newer recruits on my shift. Talking through decisions, sharing my experiences and revealing best practice with newer colleagues has contributed to my effort of leading by example at my level. The CoP has played an integral role in my learning, development and training as it sets out what is expected of leaders in the profession. 

Reflecting on my final year of probation, my role as a police officer has changed considerably. Over the last two years, I have dealt with a range of incidents, from public order to GBH with intent, which have all undoubtedly influenced my development into a modern day police officer. I believe the exposure to a multitude of incidents has helped me in meeting the objectives set out in the Strategic Policing Requirement 2015 that capable officers should be able to deal with a multitude of things, such as conducting complex investigations and responding to critical incidents (GOV UK, 2015). The professional training provided by the CoP has supported me to be able to fulfil my role and progress through the years whilst adapting to the needs of the community I serve. The CoP has specifically taught me the importance of reflective practice in order to improve performance, consider any new learning and understand any development needs. Something I will particularly take from my two years service and utilising reflective practice  is that making mistakes is not a weakness. Assessing my practice has helped me improve the standards of my professional knowledge and professional practice, whilst also enhancing my decision making abilities. As Morlock (2019, p.16) suggests “you can learn from good experiences but you can also learn from mistakes, in fact, mistakes are especially good at showing you ways you can improve” which emphasises the importance of reflection to continually develop professionally, especially where complex responses are demanded. Reflective practice will continue to be crucial in my development as society evolves and with that it poses new challenges. 

Conclusively, evaluating the strategic role of the CoP in professionalising policing in the UK, it is evident that the successful embedding of the Code of Ethics in all policing decisions, in combination with developing an educated workforce through the introduction of level 6 entry routes into policing, will in the long term create a professional police service whilst improving public perception. However, as the PEQF continues to find its feet within the service, its downfalls need to be addressed imminently in order to prevent more officers leaving the force. In addition, evaluating the role of the CoP in professionalising the police force has helped me understand how I fulfil the role of a modern day police officer. The CoP influences my role day to day and has provided me with the skills, knowledge and tools to be able to progress considerably in the last two years. Finally, reflective practice has been instrumental in my development and has enabled me to become a competent officer. 
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

In this essay, I will critically evaluate my experience of using social media as a means of informing and engaging with the community and promoting policy initiatives. More specifically, I will explore how social media can be used to assist in an investigation whilst enforcing the force policy for engagement purposes and to collate professional information. I will also discuss the benefits and risks of using social media to inform and disseminate information to the public as well as other relevant agencies. Due to the reflective nature of this task, I will be using Bortons (1970) “Model of Reflection”, to reflect on my experience of an incident involving a high-risk missing person and how social media played a key role. With regards to this essay, the reflective model works in 3 main stages. Firstly, “what?” which will examine the initial knowledge and skills I used to respond to the call. Secondly, “so what?” which will focus on the usefulness of social media during this incident and how policy initiatives were followed. Lastly, Borton’s tool asks, “now what?” where I will discuss the consequences of my actions and any learnings for the future where social media is called into use at an incident.

The phenomenon of social media in contemporary society has undoubtedly impacted on the way in which we now communicate and engage with  one another. Police in the UK have had to adapt to the advancement of technology and social media by seeking ways they can leverage these resources to improve services and communication with the public (Manzoor, 2015). The ONS reported in 2021 that in the UK there were around 57 million active social media users, all acting as consumers of the content available to them. There is an overwhelming amount of information, as well as misinformation, accessible on social media sites such as Facebook, X, TikTok and Instagram, at convenience. As such, pro-active use of social media is considered as one of the best practices police can engage in. Social media gives the police an element of control and management over information available to the public, where they can create their own narratives and broadcast this at a low cost to a large audience, including the most difficult to reach group, the youth (Ruddell and Jones, 2013). There is no doubt that the media can help the police in a number of ways, such as with appeals on searches for missing people and ascertaining crucial information to help solve complex investigations. However, the information shared needs to be carefully managed to avoid any further risk to a victim or subject involved as well as encourage any disposal of evidence and information to be hidden.  

Social media represents a major shift in the way in which the public share and use information. Social media offers a means of two way communication between the police and the public they serve. It allows for the process of sharing information back and forth between two parties to help solve incidents and increase engagement. Within Gwent Police, the most common social media channels used by the force to interact with the public are Facebook, X and Instagram. In line with NPCC guidance, the Gwent Police social media policy outlines that activity on any platform is only to be utilised for achieving tactical or operational objectives; changing or influencing behaviour of the community for the better; and building public trust (Gwent Police, 2022). To exemplify, social media offers officers the opportunity for the force to demonstrate greater accountability and transparency when responding to incidents whilst sharing information may trigger anonymous tip offs and provide an opportunity to receive information from people who may not otherwise have contacted them. Social media can help expand people’s direct experiences with their police and enhance the potential for police–public interactions (Roberg et al, 2012). Respectively, within Gwent Police social media is a useful tool to gather information and intelligence, together with building trust and confidence within the community. Therefore, police must take advantage of social media for professional purposes as well as better engagement. Opposition to the use of social media is related to the lack of clarity about its value within the organisation and concerns about organisational risk.

However, in its efforts to inform and engage the community and promote policy initiatives, the use of social media can pose some huge risks for the policing organisation. Accordingly, this has resulted in one-way social media interactions in some forces due to a lack of understanding of the force's social media strategy as well as a fear of not getting it right (Bullock, 2017: 255). Further, research has indicated that social media is primarily being used by constabularies to make requests for assistance, to circulate police-relevant crime and incident information and to give crime prevention tips rather than to facilitate interaction, debate and collaborative problem-solving with the community (Bullock, 2017). To effectively implement and use social media, there needs to be a balance in communication between the publisher and the consumer in order to drive engagement and initiate the desired outcome of sharing relevant information. Moreover, on the other hand, there is the organisational risk that social media poses when utilised which may cause officers to refrain from posting on such platforms. When a force posts on social media, they must regard the Code of Ethics as the standard of professional behaviour, otherwise a force's reputation may come into question. The tone and content of social media posts needs to be carefully considered as transcripts can be problematic in the sense that it is difficult to express emotion as well as keeping the information factual and accurate (Silverman, 2019). The force does not want to be in a situation where the public perceive the information shared as thoughtless or offensive. There is also the issue of the balance between informal and formal language choices as one may reduce the force’s ability to connect as effectively with the public compared to the other, namely the public preferring the former and police the latter (Denef et al, 2013). Finally, the use of social media by police usually requires the disclosure of sensitive or personal information which opens the service up to a number of risks and threats if operational tactics are divulged. Social media potentially poses risks to the security, effectiveness and reputation of constabularies and officers therein (ACPO, 2013). Thus, social media needs to be carefully managed and used only in the most appropriate circumstances for policing purposes. 

A particular incident I was involved in where social media was taken advantage of was one which involved a high risk missing person. A high risk missing person is where the “risk posed to the individual is immediate” with the additional factor that “there are substantial grounds for believing the subject is in danger through their own vulnerability, or as a victim of a serious crime, or the public is in danger” (Smith and Greene, 2014). In this incident, the missing person was a male who was suffering from severe mental health issues, had made threats of suicide to his next of kin (his wife) and had left his address in what was believed to go and attempt to end his life. In any missing person case, it is the duty of the officer responding, to attend the subject's home address to establish the full circumstances, ascertain any further information and carry out a search. When speaking to the subject’s wife, who reported her husband as missing, I was able to establish the events leading up to him going missing and any factors that needed to be taken into consideration. It was apparent that this particular male was struggling with his mental health and had recently turned to alcohol due to his child passing away and the anniversary of her death approaching. When the property was searched, there were indicators that raised an alarm as the male left his mobile phone and wallet at home, something his wife confirmed he never does intentionally. As such, the decision was made to grade this missing person as high risk due to their own vulnerability. It is known that in the UK, ​middle-aged men are more likely to die by suicide than any other age group (Samaratins, 2023) Knowing this fact heightened my own concerns for the missing male. However, I remained calm and professional when speaking to the subject's wife in an attempt to put her at ease and help her think more clearly whether there was any other information that may help us locate her husband. 

After some time, she also disclosed that before leaving, she tried to snatch a rope out of her husband’s hand that he took with him, but failed to obtain it. In order to ensure swift police action, I ascertained as much relevant information from the wife in regard to any known associates and locations he would likely visit as well as the registration of his vehicle. This reminded the subject’s wife that there are a handful of places he may likely visit which he usually goes to when walking the dog and to take time out. Accordingly, I passed the vehicle registration on to the control room to carry out an ANPR check and to alert local CCTV operatives about the missing person. ANPR can be used to build up a picture of the missing person’s lifestyle, habits and movements to help locate them (CoP, 2023). I also asked the subject’s wife if she would grant me permission to launch a social media appeal in an attempt to locate the missing person as he may have been seen by another dog walker, or passerby in the locations she disclosed. I felt that given the time sensitive nature of this incident, with the additional factor that 84% of the UK population use social media (ONS, 2021), this was an appropriate purpose.  The appeal would be shared on the Gwent Police Facebook and X profiles in line with the social media policy. The appeal featured an image of the missing male, his name, description and potential whereabouts with an emphasis on sharing the post to reach a wide audience. On this occasion, the social media plea led to the male being located as a member of the public who saw the post, reported that they had seen the male subject in a popular dog walking area not so long ago. Due to the prompt response and collaborative effort in finding the missing person, the male was found unharmed but in a state of high emotion. 

During this investigation, I had to consider if the use of social media to appeal for the whereabouts of the missing male was appropriate given the vulnerability and circumstances of those involved. Gwent police policy enables the use of social media to locate missing people, however consent must be obtained by an appropriate person. The subject's wife was hesitant to proceed with a social media plea at first as she didn’t want everyone knowing the family’s business or to put further strain on her husband. However, I explained to her what the post would include and how social media can generate rapid responses in critical times, this helped her grant us permission. As such, in line with Gwent’s policy to ensure that the social media appeal remained professional and for engagement purposes, only essential information was included on the post. If too much information had been provided it could have potentially increased the risk posed to the missing person (South Wales Police, 2022). Although the social media campaign in this instance resulted in a successful operational outcome, raising awareness in this way activated concern for some members of the public, especially those in his immediate circle who commented on the plea. Although it is inevitable that you may discover something on social media that you were not privy to before, I nevertheless felt concerned that publicly sharing concerns regarding the subject could have the potential to negatively impact him in the future due to exploiting his privacy. The online legacy of appeals can have long lasting consequences, enhance vulnerability, and generate negative public comment (NPCC, 2023). In future, I need to be more mindful of the individual’s circumstances and vulnerabilities, and not select the public appeal option too hastily in the future before other initial police searches, such as ANPR in this instance, are completed. 

To conclude, the use of social media in policing to engage with communities and promote policy initiatives cannot be disregarded by forces. Social media is a powerful tool that can be used by the police and the public to share information and intelligence with one another in order to create better communities. It creates transparency and openness when applied in a proportionate way. When used in the correct manner, social media can have positive organisational benefits in policing, such as helping to locate vulnerable missing persons where public participation can create confidence and trust in the police. However, social media use can only be beneficial if it operates as a two way communication tool, going beyond just simply the sharing of information. 
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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:


In this essay, I will be evaluating a policing incident that I played a significant role in as a police officer where I had to adapt my leadership style at pivotal moments to achieve a positive outcome. The incident in question initially demanded a response to a domestic emergency that escalated into a violent situation involving weapons. Due to the changing circumstances of the operational environment and in order to protect the public, my leadership style adapted to reflect the response that was needed at the time. Accordingly, I will demonstrate how this incident resulted in the display of transformational, autocratic and laissez-faire leadership styles in order to manage the dynamic situation I was operating in.

Leadership is key to good performance in the police service (Rogers, 2012). As such, leadership styles adopted by police officers influence organisation performance based on how they carry out the accountabilities of their role. In basic terms, a leadership style is the way in which a leader leads. It is a method that a leader adopts in order to provide direction, motivate people and implement a plan in action. There is no single prescription of a leadership style that results in effective performance as the efficacy of different leadership behaviours lies within differing contexts of change (Wheatley, 2000). In policing, there are a variety of leadership styles that an officer may select when responding to an incident and each can result in a different impact and outcome. When deciding how to lead, police officers are affected by forces within themselves as well as forces within the situation. Respectively, when deciding how to lead, officers are affected by their value systems, the amount of confidence in their colleagues and their own leadership inclinations (Green et al, 2023). Police officers have a great deal of freedom to select the most appropriate way to lead as they are accountable for exercising their discretion when responding to incidents, but need to ensure they uphold the highest standards of professional behaviour whilst acting in the best interest of the public. 

Action Centred leadership (ACL) developed by Adair, highlights the importance of leading a team, not just a group of individuals who make up the team (Adair, 1979). The model is made up of the following three components: Task, Team and Individual. Leaders must focus on a number of responsibilities to achieve the ‘task’ at hand where all members work together as a ‘team’ whilst developing their own ‘individual’ self. For successful leadership to be demonstrated and for leaders to get the best from their team, it is necessary to balance the needs of all three elements. The ACL model reflects the makeup of the policing organisation which makes it useful to consider when deciding which leadership strategy to apply. 

​The incident under evaluation for the purpose of this commentary is one which came through as an emergency call from a highly distressed female who disclosed that in that very moment her brother was currently outside her home smashing up her car and is under the influence of drugs, possibly suffering from a drug-induced episode. A call of this nature demands immediate assistance given the circumstances and risks disclosed. When attending a domestic, where possible, it is always advised that two officers attend the incident in order to be able to speak to the parties separately, namely for safety. My colleague and I were dispatched to the incident together, where I was more senior than he, meaning I would be the most experienced officer present on scene. Although seniority should not be at the forefront of determining who leads, it is common in policing that a less experienced officer may follow the lead of someone more senior due to respect and trust of that officer's professional competence and proven ability to make decisions and manage conflict and change (Green et al, 2023). 

Consequently, I initially took the lead on the enquiries adopting a transformational leadership strategy. As my colleague and I were en route to this incident several markers were passed to us about the subject that included drug usage, mental health and previous for carrying bladed articles. However, the call handler revealed that the reporting person did not mention the subject was in possession of any weapons, therefore officers without a taser were sent. With this in mind, I revealed that the plan would be for both of us to apprehend the subject due to the offences he has potentially committed and to protect any property and the public from any further harm. Following this, we would both focus on gathering evidence. I tasked my colleague with speaking to neighbours and any other witnesses at the scene, whilst I spoke to the victim. A transformational leader is one that controls a situation by setting a vision. They focus on helping others involved by giving guidance and encouragement, whilst seeking to inspire and motivate, in order to perform well and instil confidence (Campbell and Kodz, 2011). A transformational leader coaches colleagues so they can complete the task collaboratively, achieving the intended organisational goal, whilst motivating individuals to accomplish their objectives. The initial plan of this incident utilised a transformational leadership style where a vision was set with an end goal in sight of apprehending the offender and taking control of the situation. My colleague and I both had tasks to work on and complete in the form of making enquiries that would support a positive outcome. 

However, upon arrival at the address, my colleague and I saw a male running away from the particular address who matched the description of the subject. Therefore, we have both exited the vehicle and made after him, ultimately catching up with him and restraining him on the floor. At this point, my leadership strategy switched from transformational to autocratic, strategies which are opposite to one another. Autocratic leadership enables swift decision-making (Mehrotra, 2005, p.9), which was crucial in this instance. I immediately applied one handcuff to the wrist of the subject when I heard my colleague shout words to the effect of “what’s that in your hand” and “release your hand” at the subject, who was ignoring his attempts to control the situation. The male was resisting, trying to obtain something from his pocket. Respectively, I immediately overpowered my colleague in an attempt to gain control over the situation as I thought back to the markers about the victim that were made known to us when I initially set our vision. I instructed my colleague to keep hold of the male’s forearm tightly whilst I used force to get him to release his other arm. Eventually, I was able to apply the other handcuff as he complied and gave up a bladed weapon.  Autocratic leaders give clear direction and make unilateral decisions to control organisational activities, based on their ideas and judgements (Simply Psychology, 2023). Adapting my leadership style here was necessary in this moment to reflect the changing circumstances from what we thought we were going into, to what actually unfolded. If I had not been flexible in exercising my leadership style, and continued to follow a transformational  one, it could have resulted in serious injury to me, my colleague or a member of the public. Although autocratic leadership was beneficial to adopt at this incident due to the time sensitive nature of , it is not one in which I chose to adopt frequently as it decreases group member morale and endangers group stability as it does not allow for others to meaningfully participate (Simply Psychology, 2023). 

Once the male was safely apprehended in cuffs and stopped resisting, I resorted back to a transformational strategy. Although we had already achieved one of the original goals of apprehending the subject, my colleague or I had not yet had a chance to complete our tasks of gathering evidence from the victim and others. As such, the circumstances that unfolded required me to revisit and construct a new vision. Transformational leaders must be agile, responsive and capable of fostering innovation and adaptability in dynamic environments (Lan, 2019). As a result, I set my colleague a new task of calling for further units for support so we can proactively work in collaboration to achieve our new goals.  I also tasked him with seizing the knife to avoid any further harm to be caused whilst I tasked myself with continuing to restraining the subject.  Shortly after, several other officers arrived, my strategy adapted from transformational to a laissez-faire style. This style is basically a delegative approach (Cherry, 2022). Although I gave each officer a task, I did so with little or no guidance, leaving them to exercise their own discretion and make decisions based on their thoughts and feelings. To exemplify, I trusted that one of the officers could speak to the victim to gather an account whilst we remained with the subject given that we had control over this situation. Although a laissez-faire approach gives officers autonomy and is good for development, it can lead to accountability issues  and conflict to arise if individuals are not given clarity about their role.  

To conclude, the incident in question was a dynamic one that required me to adapt my leadership style to reflect the changing circumstances. From going into the incident preparing to respond to a domestic, to this leading into a serious one involving a bladed weapon that could have a devastating impact, I needed to ensure I could respond quickly and effectively to achieve the best possible outcome, regardless of goals. 
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

The subject of reflection is regarded as a fundamental process within policing. It is proposed by the College of Policing (CoP) that reflection is embarked upon by police professionals throughout their career. The importance of reflection is acknowledged by Harding (2009) in his studies as he implies that “professionals should always be looking for ways to deal with new challenges and improve performance” (2009, p.5). Moreover, in policing, everyone already thinks about what they have done, or should have done at an incident to varying extents. Thus, reflective practice in policing is essentially doing this well, regularly to understand how one thought, acted and felt in a situation (CoP, 2023).  Withal, reflection is a process of interrogation of one's own performance and practice through the exercises of self-observation and self evaluation in order to improve the quality of practice delivered when out on patrol. A number of theoretical frameworks exist which illustrate the idea of reflection. For the purpose of this essay, Bortons model of reflection (Borton, 1970) will be utilised to explore my experience through my three year probation. The reflective tool works in 3 main stages, with the first focusing on “what?” which will explain the importance coaching and mentoring has had on my policing experience. Secondly, “so what?” will explore how coaching and mentoring has helped me to learn, develop and perform in my role as a police officer as well as meet personal and organisational goals at pivotal moments in my journey. Lastly, Borton’s cycle asks, “now what?” where I will evaluate the role feedback has played in my experience to help me understand what works, what doesn’t and what I need to focus on in the future to fulfil my role as a police officer.

My three year probation has been underpinned by coaching and mentoring in order to help me develop personally and professionally to become the office I am to date. It is important that coaching and mentoring are considered as separate entities but also ones whose principles are interchangeable. Mentoring is essentially the sharing of expert knowledge, guidance and advice to support others in developing their skills in a role. A prominent characteristic of mentoring is that it is built on relationships where “a more experienced colleague uses their greater knowledge and understanding of the work to support the development of another member of staff” (CIPD, 2023). Moreover, mentors need to possess certain skills in order for relationships to be formed that are beneficial. The relationship between the mentor and the mentee needs to be built on trust with space for determining goals as well as active listening. A mentor needs to inspire and encourage the future workforce. In my three-year probation, I have been taught by many mentors who have all individually developed and shaped me into the police officer I am today. I have seen value in having a number of different mentors throughout my probation as it has enabled me to have exposure to diverse perspectives and a variety of expertises in specific areas which in turn, has fast tracked my progression and increased my professional network (Orrick, 2008, p.49). Mentoring activities support both organisational and  personal goals. 

Conversely, coaching focuses on support and guidance to maximise self-learning and development needs in order to improve performance and achieve organisational objectives (CIPD, 2023). Respectively, coaching is regarded as a more strategic approach to an individual's development where both parties are regarded as equals that addresses the person as a whole. As well as targeting performance, coaching is used to develop better interpersonal skills, such as building confidence and improving social interaction. Access to a mentor and coach enables personal advice, guidance and expert knowledge to be shared in areas identified as key to one's own professional development. I have experienced coaching throughout my three year probation which has been significant in developing my emotional intelligence as well as to help manage the stress I have experienced during this journey.  Although mentoring and coaching appear similar on the surface, both have different functions and processes. Passmore (2007, p13) provides a useful comparison between the two in which mentoring is a long term, less formal process that concerns obtaining the right knowledge for development in an organisation whereas coaching is  a shorter, more formal and structured  process that focuses on performance indicators and personal strengths and weaknesses.

In order to reflect wholly on my three year probation, I must start by going back to the beginning where my journey commenced with classroom-based studying for six months at training school. The initial stage of the PCDA, one of the new PEQF routes into policing, is delivered by both police staff and trainers in a group setting. Group coaching and mentoring is defined as the development of individuals within a group context, led by a skilled professional, to achieve organisational objectives and individual goals (Britton, 2013, p.19). It is regarded as beneficial to both parties involved where an individual benefits from peer contributions of best practice to a variety of insights, whereas organisations and mentors benefit in terms of time and costs. Going into this process, having been out of education for a considerable amount of time, I was anxious about the first six months, however, knowing that I would be sharing this experience with others in similar positions did put me at ease. Once I had commenced training school, the benefit of coaching and mentoring in a group setting was further confirmed as it helped me feel more engaged in the sessions and influenced my self-awareness of my progression. 

Despite this, there were times during training school that learning in a group setting acted as a hindrance to my development and performance. The curriculum for training school is set by the CoP, covering topics necessary for the role of a Police Constable and to start developing operational policing skills. Students are assessed academically and practically where they are required to demonstrate their understanding and knowledge (CoP, 2019). This incorporates the CoP’s objective of creating a more qualified and professional workforce. As someone who had not been in an education setting for a while, I felt stressed by the fast approaching assessments. Given my introverted nature, I felt during the group settings I would sit back and reflect on others input and insights as a negative in that I felt I did not know as much as them. Additionally, I felt that I could not ask as many questions or for more support due to a fear of showing that I may lack capability. Respectively, I would have benefitted from more 1:1 mentoring and coaching at this stage so I could discuss my individual needs and ensure I was on target to meet the standards expected. One to one coaching helps build personal awareness to gain confidence and achieve success (Ives and Cox, 2014, p.94). Nonetheless, I overcame the physiological barriers I was placing on oneself and in my reflections, which resulted in me passing my final exam with highest in class.

The next stage in my three-year probation was the tutorship phase where officers are placed on the frontline and assessed over a period of time to achieve independent patrol status. The idea is that you work alongside an experienced officer to put the theory learning at training school into practice (CoP, 2019), essentially mirroring that of a mentoring relationship. This stage was the most challenging both personally and professionally, as it was encompassed by high emotions of self doubt and disconnection of using my knowledge in the real time. Although training school provided me with a great deal of academic knowledge and equipped me with practical skills, it did not prepare me for the overwhelming pressure of remembering everything when responding to an emergency in the moment as well as the sheer volume of paperwork that would be involved. Mentoring (and coaching) are increasingly being proposed as a development tool and support mechanism, to help colleagues at all levels to adjust to changing times (Cranwell-Ward et al., 2004). The tutor I was assigned played a pivotal role in my learning and development at this stage. Through listening actively, providing me with choices and identifying goals, my mentor productively supported me to conquer my personal issues and build my confidence. To exemplify, instead of overpowering me during a response to an incident, he would give me constructive feedback based on observation and allow time for us to discuss this so I could acknowledge my weaknesses and use these to grow both personally and professionally. As the CIPD (2023) states, “mentoring relationships work best when they move beyond the directive approach of a senior colleague ‘telling it how it is’” which reflects my experience as my mentor encouraged sharing and learning opportunities that improved my performance as well as giving me well-being. Despite my mentor and I having a positive relationship, resulting in a positive outcome, I recognise that this is not always the case and as some of my colleagues experienced, mentoring can result in giving some individuals a sense of power that can be detrimental to developing inexperienced officers.

Since successfully achieving independent patrol status, coaching and mentoring has remained significant throughout the remainder of my three-year probation. The NPCC and CoP in the Workforce Transformation strategy acknowledge that coaching and mentoring is crucial for an officer's continued professional development (NPCC, 2016). At this stage in my career, I now proactively take ownership of my development, engaging in mentoring and coaching principles with my shift sergeant. I make use of the professional network around me to develop supportive relationships and develop progression pathways to further my career. For example, engaging in this practice has helped me achieve my personal goal of completing my advanced driving course, something which may not have been possible if I had not discussed this aspiration in 1:1’s with my superior.  Additionally, as I am now regarded as more senior on shift, I take the opportunity to continually reflect on my personal practice, sharing my learning with peers, in order to improve my own coaching or mentoring practice to meet personal and organisational goals. When an individual advances in their career, it becomes inevitable that they find themself in situations where others depend on your experience, knowledge and skills which may eventually transition from mentee to mentor (Arnold et al, 2021). In my future as a police officer, I will be collaborative and supportive in helping newer recruits on my shift by sharing my expertises to fulfil the Policing Vision 2025 of developing a professional workforce that can deal with complexities of society whilst supporting the community one serves. 

On a final note, the importance of the role of feedback through mentoring and coaching, on learning, development and performance, needs to be considered. During my three-year probation, I have been provided with a considerable amount of feedback, including from trainers in the classroom, university lecturers, force assessors and colleagues of various ranks as well as most obviously tutors, mentors and coaches. Genuine and sincere, positive and constructive feedback, must be given on a regular basis in order to improve performance and enhance development (Phillips-Jones, 2023). The feedback I have received from observations, practical assessments and academic work has enabled me to incorporate this in my practice and better myself to become a competent officer, working towards achieving personal and professional goals. Although I can now appreciate the feedback I have been given on my performance and practice and receive this non-defensively, this was not originally the case as I initially feared judgement and criticism, taking this as a personal attack. I am now at a place where I fully understand the role of feedback and use it to my full advantage as it opens opportunities for new insight and learning as well as improving confidence and self-esteem. 

Conclusively, completing this reflection has revealed how significant coaching and mentoring has been throughout my three-year probation. At pivotal stages in my career so far, coaching and mentoring has impacted my performance and development, changing my attitudes and behaviours where necessary for the better. In order for coaching and mentoring to be beneficial for all parties involved, effective relationships that are built on transparency, honesty and trust need to be established. Organisational and personal goals can only be achieved where change and learning is enabled through the exercise of the skills of questioning, listening, clarifying and reframing. Feedback is another crucial principle of coaching and mentoring where the exchange of genuine and constructive pointers on a regular basis is important in reaching high professional standards.
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