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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:

Being in the final year of my probation as a police constable has brought a wide range of challenges that has allowed me to develop the skills and attributes that is required of me to fulfil the role of a modern-day professional police officer. In this text I will critically evaluate the role that the College of Police (CoP) has in professionalising the UK police service and critically reflect upon how my final year in probation has seen my role as a professional officer change. I will also use Borton’s model of reflection (Borton, 1970) to evidence how I am meeting the targets of a professional police constable in accordance with the standards of the College of Police.

	Before evidencing and reflecting upon how I have become a professional police officer, we must first understand the standards set to become one. The college of Policing, established in 2012, is an independent, non-departmental public body that connects people working for the police across the board. After recommendations were made by (Neyroud, 2011), their overall goal is to professionalise the police service, doing so by supporting professional development, setting standards for key areas in policing and by sharing knowledge and good practises (College Of Policing, 2023). The Policing Vision 2025 (National Police Chief's Council, n.d) suggests that policing in the UK needs to transform by the year 2025, stating that the service provided is critically reliant on the quality of its officers. This service must be delivered by a workforce that acts professionally and is equipped with the capabilities and skills required for policing the 21st century (National Police Chief's Council, n.d, p. 8). To achieve the goals set out in the 2025 vision, CoP introduced a policing education qualifications framework (PEQF) which is a professional training framework for all police personnel, based on a modern curriculum of theoretical education alongside dynamic operational training (College of Policing, 2020). The PEQF program aims to standardise learning and development of all officers across all forces to ensure the needs of forces and the expectation of the service set out in the 2025 vision is met. 

Academic education can encourage generating transferable skills to assist individual officers to develop competence in separate areas of policing, whilst also encouraging flexibility in approaching competing demands of the profession (Jaschke & Neidhardt, 2007). This is backed up by a small yet successful study of 10 police officers who had conducted a degree in policing stated that they felt more knowledgeable and informed within their profession, and that they had developed their critical thinking skills in completing their degree (Williams, et al., 2019). The introduction of policing degrees has meant greater recognition of knowledge that has been academically produced, which inevitably supports making decisions around the best approach and practises which are to have more of an impact on crime and victims (Goode & Lumsden, 2018). The PEQF introduced by CoP is arguably trying to develop policing into a more informed profession, and the critical reflection skills that surveyed officers have stated they successfully developed though completed a policing degree is essential for officers to understand how policing can respond to their own environment (Williams, et al., 2019). These factors all underpin the development of professional officers (Christopher, 2015). However, not all agree that policing degrees such as the PEQF are the best in practise for bringing in new professional recruits into the service. One argument against policing degrees is made from the fact that they are usually based more so around academia and knowledge of specific law and legislation, as well as an applied knowledge model, taking away from operational policing practises (Wood, 2020). A challenge that predates the introduction of policing degrees is that often new recruits feel that they learn more valuable knowledge and skills from being out on the streets operationally and dealing with incidents, and at odds with what they have learned from the classroom (Chan, 2003). Further to this, officers who are completing a professional policing degree can find themselves frustrated at how they can’t find use for or struggle to apply the academic knowledge they have learned in an operational context (Armstrong, et al., 2020). 

	In order to evidence and reflect upon how I have developed into a modern-day professional officer, and how my role has changed since starting, I will use the Borton’s model of reflection model (Borton, 1970). I will use this model to reflect upon an incident I investigated in which I believe I provided excellent service to a young female who was victim of a sexual assault. Violence against women is set out in the strategic policing requirement to be one of the current and main focuses for police officers (GOV.UK, 2023). The term “violence against women” can also be defined as “acts of violence or abuse that affects women and young girls disproportionately. Crimes and behaviour covered by this term include sexual offences, domestic abuse, stalking, and other crimes” (GOV.UK, 2021). 
On evaluating arguments for and against policing degrees, I can see the importance that the PEQF, and therefore the college of policing has in developing young recruits into serving professional police officers. Having more knowledge around law and legislation will always be useful and should allow officers to conduct their roles effectively and provide a better service to victims in line with the code of ethics (College of Policing, 2014). However, I also agree that more should be done by the College to adapt the academia to involve more practical assessment, which would allow for new recruits to apply their knowledge of the law into real life scenarios, which would make the academic side of the degree more beneficial.

	Using the first stage of Borton’s model, “What happened?”, I attended an emergency call to a local pub whereby there were multiple reports of an older male adult who was outside of the pub, who had sexually assaulted a younger teenage female at the bar. On attendance the male was still on scene and was pointed out to me by multiple witnesses. Taking positive action and having the victims at the forefront of my decision making, I immediately arrested the offender for sexual assault by touching (Legislation.gov.uk, n.d) and conveyed the offender to custody.
On leaving custody I returned to the victim and took a victim statement and personal statement, as well as a number of witness statements. I also obtained CCTV footage from the pub which captured the incident and exhibited it in a statement a later wrote for the arrest. All of these enquiries were conducted on the night of the incident and are classed as “Golden hour enquiries”, a term used to describe the time frame shortly after an incident has happened, when material and evidence is readily available to police, and in high volumes (College of Policing, 2023).

	Using the second stage of Borton’s model “Now what?”, the offender had already been arrested and all golden hour enquiries had been completed and obtained by myself, however I believed that due to the young age of the victim and the offense she was victim of, I believed she was vulnerable and may have needed extra support. I contacted the victim a day after the incident and suggested that I would put a public protection notice (PPN) in for her if she wished me to do so, and explained that a PPN was something that directs the information of the incident to partner agencies who could provide further support to her if she required it and consented to it being shared (HMICFRS, 2023). The victim was initially hesitant to do so, but by using effective communication skills that I have developed over my probationary period, the victim ultimately agreed to go ahead with this, stating that she was struggling with the incident and may need support with her mental health because of it. The effects that an incident of sexual assault can cause on the victim is well documented, with a stranger assault causing negative effects for 67% of victims, which include of increased anxiety and irritability, alterations in mood such as depression and anger as well as intrusive re-experiencing of the assault (Barbash, 2017).

	The final stage of the model “Now what?” can be used to reflect on the outcome of the situation and what I specifically learned from it. Ultimately, from providing an excellent and victim led approach whilst working in accordance with the police code of ethics (College of Policing, 2014), the offender was charged for the offence of sexual assault by touching (Legislation.gov.uk, n.d) and a court process began. I believe that this outcome came from the fact that I am now a more knowledgeable and professional police officer. This is shown through the fact that I took the lead and control of the dynamic incident and made decisions based on the evidence that was provided to me, both of which is referred to within the code of ethics as “Leadership” and “objectivity” (College of Policing, 2014). Furthermore, the evidence I secured whilst carrying out this investigation by completing all the golden hour enquiries thoroughly shows how I have operated with a professional and high degree of autonomy (College of Policing, n.d). I have also effectively worked with partner agencies during this incident by referring the victim onto agencies to support her though with her mental health after it was negatively impacted by the assault. Partnership working is beneficial for police officers as they often recognise their lack of expertise when it comes to certain social issues, stating that other agencies such as children’s services are better at understanding issues and complexities in regard to certain situations (McCarthy & O’Neill, 2014).

	On reflecting on my final year of probation, and looking back further from the first 2 years, I can see how much I have developed into a competent and confident professional police officer. Thinking back to my first year, when attending incidents, I would feel intimidated to deal with incidents and make decisions in case I made the wrong ones and would happily let other officers take the lead whilst I provided more of an assisting role. I would also sometimes miss small parts of investigations or simply only do what was expected of me but never went above and beyond.  I can now say with confidence that I have turned into a leader who makes decisions confidently whilst supporting newer and less experienced officers to feel confident in themselves. Throughout my probationary period, I have always received positive feedback from my line manager, but one area I was always challenged on was to try and become exceptional and always strive for more. I have since taken many development opportunities, having recently become a specially trained officer (STO) which carries taser, as well as becoming a mentor for new student officers, with a plan on becoming a fully-fledged tutor when I am out of my probationary period. I am also more knowledgeable around legislation and investigatory tools that I have access to, which allows me to investigate crimes more effectively than what I was previously capable of and is in part due to having participated in the PEQF (College of Policing, 2020).

	To conclude, this text has critically evaluated the role of college of policing in professionalising the police service by showing the benefits as well as downfalls of the PEQF and drawing an overall conclusion. It has also evidenced my development into the “modern day police officer” that the College of Policing strives to make all officers by providing an example of a sexual assault incident in which I was the leading and managing investigating officer. It has finally allowed reflecting upon how I have developed into the officer I am today from being in my final year of the PEQF compared to when I first started my career as a police 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:

The use of social media platforms for police organisations across the UK has grown substantially since its experimentation in 2008, with all police forces within the UK now having a Twitter account, and from 2014 all but 2 having Facebook accounts (The Police Foundation, 2014). Social media can be described as any online technology that enables people to interact with each other by sharing content, publishing information and conversing together. Police forces have now recognised the increasing need to use social media to communicate with the public, as more traditional ways are fast becoming less effective (College of Policing, 2020). In this text, I will critically evaluate my own experience with using social media in a policing context to engage with communities. I will do so by using Gibb’s model (Gibbs, 1998) to look into a specific time I used social media and reflect back on what went well, and what could have been better.

Describing what happened in the incident I will evaluate from; I had attended an emergency call for a missing thirteen-year-old who had left their home address and had threatened to harm themselves. This was believed to be brought on from the effects of the young person’s mental health, as they suffered with anxiety and depression as well as gender dysphoria. In 2018, statistics recorded by the National crime agency (NCA) showed that one in two hundred children go missing, as opposed to one in five hundred adults, meaning that children account for 60% of all missing cases in the UK for that year (Find UK People, 2023). It also suggests that mental health is an increasing factor for missing persons cases, currently being linked to one out of every ten missing people. A more specific link to the incident I dealt with however can be seen with the young person’s gender dysphoria, which was believed to be the cause of their depression and missing episode. Research conducted by the NHS shows signs of gender dysphoria being anxiety and depression, as well as taking unnecessary risks (NHS, 2023). On attendance of the young person’s home address, a full search of the house was conducted to try and locate them, as is force policy to do so when someone goes missing. Whilst searching the bedroom a suicide note was located on the desk of the person’s bedroom. I took all details of the incident from the mother and father who explained why the young person had left the address, and their history of mental health, as well as contact numbers for them, associates, general lifestyle information, frequented and favourite places and a new and recent photo of the person all of which is the responsibility of the first attending officer (College of Policing, 2023). With all this information I was able to conduct a risk assessment in which I deemed the person as high risk, meaning that there is an assessed risk of serious harm to the subject or the public which is very likely (College of Policing, 2023). This also triggered an immediate action response from all available response units, as well as assistance from dog units and the national police air service (NPAS). Eventually, it was the use of social media that would ultimately lead to finding the missing person. When taking the details of the incident from the parents, I also asked if we had consent for a social media post to be put out to members of the public using the police organisations own social media pages which was accepted by the parents. Asking for consent to do this is vital for missing persons investigations but is also important that it is used correctly with the risk of the missing person (Police.UK, n.d). The post contained the newly acquired photo of the missing person with some basic information such as their name and general area they lived in and asked for members of the public to contact the police if they had seen the missing person or had any information. This social media post was seen by a parent who contacted the police to say that the missing person was in their own home as their own child was good friends with the young person who had gone missing. The reporting parents passed over their details and home address and officers subsequently attended and located the missing person who was safe and well.

On processing my thoughts and feelings about this experience with the second stage of Gibb’s reflective model (Gibbs, 1998), I was initially worried and had serious concerns for the missing person due to their vulnerability factors such as age and their mental health. However although I experienced these emotions to begin with, I also felt confident in my own ability to conduct a thorough investigation of a missing person, by dynamically assessing the situation and obtaining vital information that would assist in the search as provided in the responsibility of the first attending officer to incidents such as this (College of Policing, 2023). On achieving the desired outcome of locating the missing person using social media, my initial feelings of worry and concern changed to relief and serenity. I also felt that social media was greatly useful in providing a fast way to obtain useful information from assisting members of the public and believe that for this incident served its policing purpose successfully. 

On evaluation of this incident there are a few considerations that can be made for the benefits and disadvantages of the use of police social media platforms. It is no secret that the police use media appeals with photos as a common approach to missing person incidents in a hope that the public can assist with enquiries (Hunt, et al., 2019), due to its ability to reach a limitless amount of individuals in a very short timeframe (Fyfe, et al., 2015). Cases benefit from publicity appeals originating within the control of the investigating organisation as it is wide reaching, providing instant engagement with communities. The sharing of an image to prompt a sighting can offer great comfort to families and loved ones who have consented for the approach to be used and progress a case of the missing person (Police.UK, n.d).
	However, the disadvantage to this is the impact of a media appeal for a missing person report can be significant. As stated previously, social media appeals have an immediate reach. The appeal can be re-posted by anyone, and even in some cases edited, leading to a lack of control over the content. The online appeals can be difficult to remove and as such can have consequences. Multiple appeals for the same individual can generate negative public comment, show and enhance vulnerability and cause empathy fatigue with the public (Police.UK, n.d). Not only this but individuals who successfully identify others from these appeals has been found to be relatively poor (Davis & Valentine, 2009).
	Looking at further benefits, less specific to the example incident I have spoken about, we can see that social media provide police with a number of different opportunities such as building relationships with communities, increasing public perception by being more visible and providing educational resources, all of which can be easily accessed by anyone at any time with a few clicks of a button (Suits, 2014). In 2010, Greater Manchester police posted on Twitter about every single incident they received over a 24-hour period, leading to their follower count going from 3000 to 17,000, a massive increase in the number of people engaging with the organisation online (Crump, 2011). Police organisations are not only using twitter and Facebook, but now also Youtube and Tiktok to post videos addressing issues and educating people on specific crime prevention tactics. The Metropolitan police service has used Youtube over the last few months to upload crime prevention videos such as “How to secure your bike”, to prevent bike thefts (Metropolitan Police, 2023).
Content posted on social media by police officers of any rank must be appropriate. This can be challenging and in some cases cause issue, an example of which can be seen from 2012, when a HMIC report identified 357 incidents of potential inappropriate behaviour from officers on an online platform in a 9 month period (The Police Foundation, 2014). It is stated that “Ill-advised social media posts and lax oversight can cause serious damage to a company's reputation, trigger investigations by regulators, and damage long-term relationships”, (Houghton, et al., 2020). In 2020, a number of Metropolitan police officers were given final written warnings for their use of text messages online, where they joked about victims of rape, homophobia, racism and paedophilia, as well as people with disabilities (IOPC, 2021). A survey also conducted by the company Accenture found that 58% of users would rather police social media posts engage with the community, rather than simply just provide information, however in reality police social media platforms are more often used to simply give or ask for information (Crump, 2011). This was proven when looking across European police organisations, who most commonly posted on social media about missing people, traffic incidents, recent crimes, stolen vehicles and arrests made (Fernandez, et al., 2017).

Policy is important to try and combat the issues that have been raised above, to ensure that officers use social media correctly and in a way that does not damage their own reputation as well as the reputation for the organisation they work for. Gwent police has an internal policy document explaining how officers should use social media. Section 7 of the Code of Ethics (College of Policing, 2014) which is confidentiality is specifically stated within the policy document, however the remaining code of ethics also apply to all officers on and off duty, online or offline. The policy outlines 3 main points which all officers and staff must stick to, these being; to use social media safely and responsibly; to ensure that published online content  can’t reasonably be perceived by colleagues or the public to be discriminatory, oppressive, abusive, harassing, victimising, bullying, offensive or otherwise incompatible with policing principles; and finally not publish or offer for publication material that might undermine your own reputation or that of the policing profession or which might run the risk of damaging public confidence in the police service (Gwent Police, n.d).

On analysis of the use of social media by police, it is clear to see in the example I have given how the correct use of online platforms can assist it police enquiries, and help to protect and reassure the public, as the missing vulnerable person was eventually located after the appeal on social media was posted. The media appeal did cause some issues however, with immature people commenting on the post making fun of the missing persons appearance as well as commenting on how they regularly go missing and making fun of the situation. This is where policy is important, which states how police organisations will not be responsible for other persons comments on social media posts, as well as to not engage with such comments as to not damage the professional reputation of the organisation. However it can be seen how these comments can cause further impact and distress to those who may be family and friends to the person that the police social media post is about. A change that could be done for future incidents of a similar nature is to turn off comments within the social media post, but to advise members of the public to contact police via private messages over social media with any information they may have relating to the post, this could potentially rectify the issues with immature people commenting about victims on police posts.

To conclude, social media clearly presents opportunities for the police to engage with members of the public and small but diverse communities with updates on how they work and with issues in the area. It is now easier than ever for the police to have quick, fast contact with the public which can positively impact on police investigations, intelligence gathering and missing person enquiries. It can also be seen that police organisations do not take advantage of social media with its reach and power. More can be done to “engage” with communities rather than “update” them on incidents, but this would need to be done in line with the code of ethics and police social media policy. Although more can be done, these changes can be made going forward as technology gets stronger and more advanced, whilst the positives of the current use of police social media are maintained and monitored to provide the best service to users as possible and to prevent criticism from the public and failings by individual officers.
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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:

Leadership is an important part of policing which is naturally ingrained into the hierarchical structure of police organisations, with high-ranking offices leading organisations through innovation and learning and development, all the way down to officers holding no rank who will lead on problem solving approaches and evidence based decision making when attending incidents (College of Policing, 2023). Across the UKs police organisations, there are differing styles in leadership approaches and models, none of which actually guarantee good and effective leadership. The best organisations are able to support and improve upon their officer’s leadership skills by demonstrating a sophisticated understanding of leadership effectiveness. These organisations also show the outward signs of good leadership, which is stated to be the ability to react quickly to new ideas and trends, an openness to new ideas and a willingness to constructively challenge the way in which things are run and operating (HMIC, 2016).

Leadership can be described as “a set of behaviours used to help people align their collective direction, to execute strategic plans, and to continually renew an organization.” (McKinsey & Company, 2022). The standards for leadership within the police are also set out within the Code of Ethics (College of Policing, 2014) and is set out in 5 tiers, starting from foundation levels for unranked officers to senior management. These standards set a benchmark around the knowledge and performance of officers and staff, setting out what good and effective leadership looks like when the accountabilities for their role are carried out (College of Policing, 2023). It is understood that within an increasingly difficult and complex policing environment due to financial cuts and a shift in crime as technology advances, the importance for good leadership to be applied to provide and improving and quality performance by officers is needed more than ever (HMIC, 2016). In this text, I will use Borton’s model of reflection (Borton, 1970) to reflect upon and critically evaluate my flexibility in using different leadership styles which are commonly used within policing, as well as to critically analyse how I have developed leadership strategies to manage different situations.

	Using the first stage of Borton’s reflection model “What happened?”, I had attended an emergency incident to an ongoing report of domestic violence, whereby a next-door neighbour of the female victim had heard screaming and banging from within the victim’s address, and on knowing from previous history within the address, the caller believed the partner of the victim was assaulting her. I attended the emergency with a new probationer as at the time I had taken a “mentorship” course which allowed me to take responsibility for probationers whose tutor was not in work. On attendance to the address, we located the female victim who had significant facial injuries consistent with a section 47 assault occasioning actual bodily harm (Legislation.gov.uk, n.d), whereby her eye socket was swollen, and she had clumps of her hair pulled out. I had previously dealt with the victim before for similar incidents whereby she had been assaulted by the same offender, however the probationer who was crewed with me had only been working for a number of weeks so had little experience both with the role and also had no prior experience with the victim, therefore It was at this incident that I took on the leadership style of an Authoritative leader. 
This type of leadership can be described as when someone takes a “follow me” approach and encourages people around them to follow in their footsteps. These types of leaders also tend to inspire and motivate people surrounding them and provide an overall sense of direction as well as providing feedback and guidance to others which promotes a sense of achievement (IMD, 2023). This is exactly what I did with the new probationer when I attended the call. 

By using the second stage of Borton’s model “so what?”, I took the lead and obtained a detailed first account from the victim as well as information on where the offender had gone, relaying the information to assisting colleagues over the radio so they could conduct an area search and effect an arrest on the offender. I then followed the golden hour principles (College of Policing, 2023), which is the time immediately after an incident has happened, when positive action should be taken, and when securing evidence is at its easiest but most important. I first took a detailed statement from the victim which covered her relationship with the offender and how the incident started and carried out, as well as seizing evidence such as the clump of hair that had been pulled out, and photos of injuries the victim had sustained. I then conducted house to house enquiries around the street, specifically visiting the reporting person first as they had heard the initial disruption which led them to call the police. This gave me the opportunity to ask the new probationer if they were willing to try and take a statement from the reporting person after previously watching me take one from the victim. The probationer was hesitant at first, but I explained that it would be a similar process to the one they watched me take and that I would assist them if required. This encouraged and motivated them to attempt to do it, which subsequently led to them obtaining a good account from an independent witness which would provide further evidence in the investigation. After the probationer took the statement, we then continued to conduct house to house and CCTV enquiries, whereby after a few house attempts, I asked the probationer if they wanted to take the lead on knocking a few other neighbours doors and CCTV enquiries in which they agreed to do, and conducted successfully with some assistance from myself.

Using the final stage of Borton’s model “Now what?”, it was clear to see how when dealing with this incident I took on the authoritative leadership style to successfully lead a new officer into building their confidence in dealing with a serious incident, so much so that they were able to conduct enquiries on their own after motivation and guidance from myself. I also know this from my own experience as being a probationer, having learned and developed all of my skills from other colleagues who led me in a similar way, which also shows how authoritative Leadership is the most used and most favoured type of leadership style within policing (Sarver & Miller, 2014). However, careful use of this type of leadership needs to be applied, as it has been researched that people can be left out of decision-making processes, something which is key within policing and is seen in the national decision model (College of Policing, 2014). Other issues include little to no interaction between leaders and workers, a lack of identifying larger goals and threat of punishment being a motivator for work ethic (Sarver & Miller, 2014).

However, during this incident it is not just the authoritative leadership style I used, but also used two others, the first one being an ethical leader. This style of leadership can be described as when someone in a management position act and behaves according to moral values and principles and does so with honesty and integrity (Indeed, 2023). Working for the police means that every officer or staff should always work as an “ethical leader”, as we are governed by and work hard to achieve and set standards that are aligned with the police code of ethics (College of Policing, 2014). I can safely say that on attendance to the incident described above, I provided the best service possible to a victim whilst also being a strong leader to the new probationer, showing the high standard of work and professionalism that is required of the police and of “ethical leaders”. Ethical leadership is something I have continued to experience throughout my career through people who manage myself, as well as the colleagues I work with on a day-to-day basis. However, it is also important to note that on rare occasions have not worked within the lines of ethical leaders and the Code of Ethics, with recently published statistics showing that 1000 metropolitan officers are currently suspended or on restricted duties due to misconduct and unethical behaviour (Mackintosh & Cooney, 2023). This has a knock-on effect with the public’s trust of police, with research showing that high profile cases of police misconduct broadcast in media does sway the public opinion negatively (Miller & Davis, 2008).

	The autocratic leadership style was the third and final style that I used when dealing with this incident. An autocratic leader can be described as a someone who takes control over decisions with little to no input from other team members, involving absolute control over a group (Cherry, 2023). I took on this role within the example incident I have described when I asked other assisting colleagues if they could conduct an area search for the offender after he had left the victims address. On obtaining detail from the victim, I was provided with two potential addresses the offender would likely go to, that of his parents and the other his best friend. I obtained the addresses for both parties and then delegated out the tasks to two separate colleagues, asking them to conduct a search in the area starting from the victims address and moving in the direction of and to the address of the mother and friend. This quick decision making and task delegation from myself led to the offender being located by one of the assisting colleagues only a street away from the friends address where he was likely heading, and subsequently was arrested by the officer for domestic assault. The benefits of the autocratic style of leadership are clear within this example, showing that it allows for quick decision making within stressful situations, offers clear chain of command and works well with situation where strong leadership is required. However, the drawbacks to this leadership style is that it can negatively affect team moral as other team members feel like they can’t add their input and ideas, this leads to an impairment of creative solutions (Cherry, 2023).

	To conclude, having the ability to switch between leadership roles when faced with certain types of incidents is key to becoming a good leader within the police. On analysing an incident that I took the lead on; it is shown how I used three different types of leadership styles whilst dealing with only one incident which included a number of different operational situations, as well as providing and evidencing the positive impact the leadership styles played within the incident and detailing the potential negatives of each, even though I did not experience any negatives myself. This shows how many different leadership styles come into play and how easily interchangeable they are depending on the type of incident officers are faced with. I refer to (HMIC, 2016), to agree that there is no individual successful leadership style, but rather using multiple different styles when the benefits of each lend themselves positively to a situation or incident, whilst being aware of any potential issues, is likely the most effective way to be a successful leader.
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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:

During my three-year probation working for the police, I have had constant and continuous coaching and mentoring which has allowed me to progress and develop into a substantive and confident police officer. (College of Policing, 2023) defines coaches and mentors as someone who works with an individual or small group to help them achieve their personal and career aspirations, as well as to improve the officer’s performance or to help sort out any performance issues and is often only for a short period of time. Coaching and mentoring however are actually different from each other, with coaching being described as being task focused, set for a certain duration and has a goal of changing or reinforcing skills and behaviours of an individual, whilst mentoring is described as a relationship orientated method whereby both the mentor and learner both learn and adapt from each other, providing both psychosocial and career functions (Garvey, et al., 2010). Even though both mentoring and coaching have slightly different definition, they both aim to assist in the development of an individual and help them to achieve goals and overcome challenges, with both processes being key to providing a more successful operation for any organisation, as well as providing emotional and professional support to employers (Indeed, 2023). In this essay I will use the Borton’s model of reflection (Borton, 1970) to critically reflect upon how both mentoring and tutoring has benefitted me personally whilst in my three-year probation in a police organisation.

	Using the first stage of Borton’s model “What?” and on reflecting back to the start of my probation, I was placed with a “mentor” for the first 10-week period of starting my new role as a police officer,  this period would allow me to have a debrief and tailored feedback at the end of every incident I attended, in a hope to improve my knowledge and skill within the role (Bryant & Bryant, 2019, p. 133). During this period, I spent every shift with one experienced officer who would take me to calls and show me how to correctly carry out the duties of a police officer. This allowed me to develop a professional but friendly relationship with the mentor whereby I had a say in what I wanted to learn and develop on. It is stated that having a good relationship between the mentor and learner, in which there is mutual respect, accountability, established trust and maintaining similar values allows the relationship to flourish, which helps to facilitate learning and collaborations with the goal of personal and professional development (Mantzourani, et al., 2021). The time spent with my mentor allowed for parts of his knowledge and skill with the role to be transferred to myself, however I was also made to reflect upon every incident I attended to identify areas on where I could improve. Reflection is something mentoring has developed towards more recently over the transfer of knowledge as it allows for the learner to apply what they have reflected upon  (Steinmann, 2017). Reflective practice also comes with the benefits of allowing someone to improve their self-awareness, develop their knowledge, builds creativity and effectiveness, develops personal characteristics, and can be used as a mechanism for coping (UK Coaching, 2020).  An example of this is when I attended a domestic violence incident and took a statement from the victim in relation to coercive and controlling behaviour (Legislation.gov, n.d) in which I did not detail the relationship history. Detailing the history of a relationship is key in helping to identify if certain signs of abuse are occurring, even when the conduct may not amount to a criminal offence, with the incident being investigated possibly being the latest of a series of incidents which indicate its frequency or level of seriousness (College of Policing, 2022). After dealing with the incident, reflecting on the statement I took at the time and with the explanation my mentor gave me as to why the history of a relationship is important to detail under these circumstances, I learned a valuable lesson in which I have applied to all domestic incidents since the reflection process which has in turn enabled me to obtain stronger statements and evidence against perpetrators of domestic violence. 

This mentoring stage benefited and developed my knowledge substantially; however, it did not come without issues. The mentor I had was shared between myself and another probationer who struggled to develop at the same rate as me and therefor required more help and assistance both at calls and with their own reflections after incidents. This took away valuable time that I also needed with my mentor and caused a loyalty conflict between myself, the mentor and the other probationer (Gaille, 2016), but did in turn allow me to become a more independent probationer. The mentor also felt resentment against the organisation, which is again explained by (Gaille, 2016) as he felt it was unfair that he had to manage two probationers at one time without an increase in pay or with extra time for reflection, essentially doubling their workload. These issues are more common than realised especially within policing as officers are spread thin across an increasing workload environment.

Using the second stage of Borton’s model “so what?” and reflecting on my three-year probation, there have been a number of times where coaching has aided in my development as an officer where mentoring would not have been suitable. Coaching has also been valuable in progressing my knowledge and skill as a police officer, and on reflecting over my three-year probation, I can think of a number of times where coaching has done this. 

Firstly, after around a year and a half into my probation and establishing myself as a competent officer after my mentor period, I was placed on a driving course. This course is a taken over a three-week intense period whereby I was coached by a highly trained staff member on my driving ability. It was task based with three set goals that the coach would constantly monitor myself on and record information about my driving and what I could improve on, following a self-reflection period after each day to allow myself to identify any areas for development. This eventually led to the use of lights and sirens, moving in and out of traffic whilst using them and driving at higher speeds which exceeded the regular speed limits. This course was a massive learning curve as I had previously deemed myself as a very competent driver, having passed my normal driving test first time with no errors and driving for several years with no issues. However, my coach taught me advanced techniques that improved my observations on the road, decision making using the police national decision model (College of Polcing, n.d)  and being confident in driving at faster speeds and the control of traffic movement. This type of coaching very much relied upon the “GROW” model, which is a popular coaching model used around the world and was initially developed by Sir John Whitmore in the late 1980s (Performance Consultants, 2023). The model sets up for pillars; Goal, reality, options and will, and allows individuals to set and achieve goals, solve problems, and improve their performance (Indeed, 2022). Another example of when I was coached, especially with using the GROW model was when I carried out my taser course which also lasted over a week. The goal of the course was to be able to competently show my ability in decision making and proportionate and reasonable use of force in highly dynamic situations, to prove I had the ability and knowledge to become a taser officer. The reality of the course was the fact that tasers are classed as firearms and I had little to know prior experience with firearms, tasers, or dealing with high-risk dynamic incidents in which they could be used. I was given options and self-reflection periods to identify where I needed to adapt and focus my knowledge to improve and the “will” I had to pass was the fact that I would be improving and developing my skills as an officer, as well as being able to place myself in a better position to protect myself, colleagues and victims of crime if needed. Using the “GROW” model helped me to develop behaviours which improved my confidence and ability to pass the taser course and become a stronger and more independent officer. Coaching however also comes with its down falls, as I experienced my coach struggle to do his role whilst having a larger group to manage as there were a number of learners on the taser course, this difficulty is explained in (Lopez, 2022), and some of the learners struggled more than others, meaning the coach had to focus his efforts more on them and was unable to provide as much knowledge to the people who wasn’t struggling as much.

Using the finale stage of Borton’s reflection model “now what?” it is clear to see with the above examples how both tutoring and mentoring have helped me to develop my knowledge and abilities over the last three years, and I have become a competent and confident police officer by facilitating learning, growth and professionalism (Needham, 2023). From reviewing my experience, I believe that both coaching and mentoring is essential for policing and that one without the other simply would not harness the potential of an individual or facilitate as much growth and development. In my case, Mentoring helped me in the early stages of my career when I was new and helped me to develop professional relationships with people and allowed me to take on transferable knowledge from these relationships with colleagues just as it is explained in (Mantzourani, et al., 2021). However, without coaching I simply would not be able to achieve higher demanding skills such as being able to use taser and being an advanced driver. Not only this, but it has helped me to achieve personal goals as well as professional ones, whereby as an example I recently received an organisational award for police courage due to dealing with a high threat and dynamic incident whilst off duty and without my personal protective equipment (PPE). This award is proof that coaching and mentoring has helped me to perform to the police vision (National Police Chief's Council, n.d)  and ethical standards (College of Policing, 2014)  set out for all officers.
	 To conclude, I have critically reflected upon my three-year probation and how both Mentoring and coaching have allowed me to develop into a competent officer and achieve personal and organisational goals. I have also reflected on both positives and negatives to each tutoring style and how they differ from each other although being very similar in nature. Definitions for both have been provided and Models such as the “GROW” model was also used and applied in the reflection to evidence how it helped me to develop as an officer.



Word count: 1818



Bibliography
Armstrong, S., Blaustein, J. & Henry, A., 2020. Reflexivity and criminal justice. London: Palgrave Macmillan.
Barbash, E., 2017. Overcoming Sexual Assault: Symptoms & Recovery. [Online] 
Available at: https://www.psychologytoday.com/us/blog/trauma-and-hope/201704/overcoming-sexual-assault-symptoms-recovery#:~:text=More%20specifically%2C%20NSVRC%20%282015%29%20research%20on%20sexual%20assaults,violence%20experience%20work%20or%20school%20problems%20More
Borton, T., 1970. Reach, Touch and Teach. New York: Mcgraw-Hill.
Bryant, R. & Bryant, S., 2019. Blackstone’s Handbook for policing students 2020. Oxford: Oxford University Press.
Chan, J., 2003. Fair cop: Learning the art of policing. Toronto : University of Toronto Press.
Cherry, K., 2023. What Is Autocratic Leadership?. [Online] 
Available at: https://www.verywellmind.com/what-is-autocratic-leadership-2795314#:~:text=Autocratic%20leadership%2C%20also%20known%20as%20authoritarian%20leadership%2C%20is,and%20judgments%20and%20rarely%20accept%20advice%20from%20followers.
[Accessed 3 November 2023].
Christopher, S., 2015. The police service can be a critical reflective practice. If it wants. policing. A Journal of policy and Practice, p. 326–339.
College of Polcing, n.d. National decision model. [Online] 
Available at: https://www.college.police.uk/app/national-decision-model?s=
[Accessed 14 November 2023].
College of Policing, 2014. Code of Ethics. [Online] 
Available at: https://assets.college.police.uk/s3fs-public/2021-02/code_of_ethics.pdf
College of Policing, 2014. Code of Ethics. [Online] 
Available at: https://assets.college.police.uk/s3fs-public/2021-02/code_of_ethics.pdf
College of Policing, 2014. National decision model. [Online] 
Available at: https://www.college.police.uk/app/national-decision-model/national-decision-model
[Accessed 24 October 2023].
College of Policing, 2020. Communication. [Online] 
Available at: https://www.college.police.uk/app/engagement-and-communication/communication
[Accessed 29 August 2023].
College of Policing, 2020. Policing education qualifications framework (PEQF). [Online] 
Available at: https://www.college.police.uk/career-learning/policing-education-qualifications-framework-peqf
College of Policing, 2022. Investigative development. [Online] 
Available at: https://www.college.police.uk/app/major-investigation-and-public-protection/domestic-abuse/investigative-development
[Accessed 13 November 2023].
College Of Policing, 2023. About us. [Online] 
Available at: https://www.college.police.uk/about
College of Policing, 2023. Coach/Mentor. [Online] 
Available at: https://profdev.college.police.uk/professional-profile/coach-mentor/
[Accessed 5 November 2023].
College of Policing, 2023. Investigation process. [Online] 
Available at: https://www.college.police.uk/app/investigation/investigation-process
College of Policing, 2023. Leadership levels. [Online] 
Available at: https://www.college.police.uk/career-learning/leadership/leadership-standards
[Accessed 24 September 2023].
College of Policing, 2023. Missing person investigations. [Online] 
Available at: https://www.college.police.uk/app/major-investigation-and-public-protection/missing-persons/missing-person-investigations
[Accessed 6 September 2023].
College of Policing, 2023. Missing persons. [Online] 
Available at: https://www.college.police.uk/app/major-investigation-and-public-protection/missing-persons/missing-persons#the-risk-assessment-table
[Accessed 6 September 2023].
College of Policing, n.d. College of Policing. [Online] 
Available at: https://assets.college.police.uk/s3fs-public/policing_vision_2025.pdf
Crump, J., 2011. What Are the Police Doing on Twitter? Social Media, the Police and the Public. Policy and Internet, 3(4).
Davis, J. & Valentine, T., 2009. CCTV on trial: Matching video images with the defendant in the dock. Applied cognitive psychology, 23(4), pp. 482-505.
Fernandez, M., Dickinson, T. & Alani, H., 2017. An analysis of UK Policing Engagement via Social Media. s.l., International Conference on Social Informatics.
Find UK People, 2023. Missing people in the UK. [Online] 
Available at: https://www.findukpeople.com/blog/missing-people-in-the-uk/
[Accessed 2 September 2023].
Fyfe, N. R., Stevenson, O. & Woolnough, P., 2015. Missing persons: the processes and challenges of police investigation. Policing and Society , 25(4), pp. 409-425.
Gaille, B., 2016. 8 Pros and Cons of Mentoring in the Workplace. [Online] 
Available at: https://brandongaille.com/8-pros-and-cons-of-mentoring-in-the-workplace/
[Accessed 13 November 2023].
Garvey, R., Strokes, P. & Megginson, D., 2010. Coaching and Mentoring: Theory and Practice. NHRD Network Journal, 3(2), pp. 79-81.
Gibbs, G., 1998. Learning by Doing: A guide to teaching and learning methods.. Oxford: Further Education Unit.
Goode, J. & Lumsden, K., 2018. The McDonaldisation of police–academic partnerships: organisational and cultural barriers encountered in moving from research on police to research with police. Policing and society, p. 75–89.
GOV.UK, 2021. Tackling violence against women and girls strategy. [Online] 
Available at: https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1033934/Tackling_Violence_Against_Women_and_Girls_Strategy_-_July_2021.pdf
GOV.UK, 2023. Strategic Policing Requirement (accessible). [Online] 
Available at: https://www.gov.uk/government/publications/strategic-policing-requirement-2023/strategic-policing-requirement-accessible#fn:10
Gwent Police, n.d. s.l.: unpublished.
HMIC, 2016. PEEL: Police leadership 2016. [Online] 
Available at: https://assets-hmicfrs.justiceinspectorates.gov.uk/uploads/peel-police-leadership-2016.pdf
[Accessed 24 September 2023].
HMICFRS, 2023. Public protection notice (PPN). [Online] 
Available at: https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/public-protection-notice/#:~:text=Public%20protection%20notice%20%28PPN%29%20A%20PPN%20is%20an,with%20partner%20agencies%20to%20inform%20a%20multi-agency%20response.
Houghton, D., Keenan, E. S., Edmonds, M. & Blix, L. H., 2020. Are You Managing Your Risks From Social Media?. s.l.:MIT Sloan Management Review.
Hunt, D., Ioannou, M. & Synnott, J., 2019. Missing Children Photograph Appeals: Does the Number of Appeals Affect Identification Accuracy Following a Short Recall Delay?. Journal of Police and Criminal Psychology, Volume 34, p. 417–427 .
IMD, 2023. The 6 most common leadership styles & how to find yours. [Online] 
Available at: https://www.imd.org/reflections/leadership-styles/
[Accessed 24 October 2023].
Indeed, 2022. What Is the GROW Model? (With Applications and Example). [Online] 
Available at: https://au.indeed.com/career-advice/career-development/what-is-the-grow-model#:~:text=The%20GROW%20model%20is%20an%20executive%20coaching%20framework,problems%2C%20set%20and%20achieve%20goals%20and%20improve%20performance.
[Accessed 17 November 2023].
Indeed, 2023. Mentoring vs. coaching: key differences and benefits. [Online] 
Available at: https://uk.indeed.com/career-advice/career-development/mentoring-vs-coaching
[Accessed 8 November 2023].
Indeed, 2023. What is ethical leadership? (With traits and useful tips). [Online] 
Available at: https://uk.indeed.com/career-advice/career-development/what-is-ethical-leadership
[Accessed 24 October 2023].
IOPC, 2021. IOPC warns officers about inappropriate social media use. [Online] 
Available at: https://www.policeconduct.gov.uk/news/iopc-warns-officers-about-inappropriate-social-media-use
[Accessed 22 September 2023].
Jaschke, H.-G. & Neidhardt, K., 2007. A Modern Police Science1 as an Integrated Academic Discipline: A Contribution to the Debate on its Fundamentals. Policing and Society.
Legislation.gov.uk, n.d. Offences against the Person Act. [Online] 
Available at: https://www.legislation.gov.uk/ukpga/Vict/24-25/100/section/47
[Accessed 19 October 2023].
Legislation.gov.uk, n.d. Sexual Offences Act 2003. [Online] 
Available at: https://www.legislation.gov.uk/ukpga/2003/42/section/3
Legislation.gov, n.d. Serious Crime Act 2015. [Online] 
Available at: https://www.legislation.gov.uk/ukpga/2015/9/section/76/2015-12-29
[Accessed 8 November 2023].
Lopez, T., 2022. What Are The Disadvantages Of Coaching And Mentoring?. [Online] 
Available at: https://blisstulle.com/what-are-the-disadvantages-of-coaching-and-mentoring/
[Accessed 24 November 2023].
Mackintosh, T. & Cooney, C., 2023. 1,000 Met Police officers suspended or on restricted duties. [Online] 
Available at: https://www.bbc.co.uk/news/uk-england-london-66842521
[Accessed 24 October 2023].
Mantzourani, E. et al., 2021. Reflections of mentors and mentees on a national mentoring programme for pharmacists: An examination into relationships, personal and professional development. Research in Social and Administrative Pharmacy, 18(3), p. 2495–2504.
McCarthy, D. & O’Neill, M., 2014. The Police and Partnership Working: Reflections on Recent Research. Policing: A Journal of Policy and Practice, p. 243–253.
McKinsey & Company, 2022. What is leadership?. [Online] 
Available at: https://www.mckinsey.com/featured-insights/mckinsey-explainers/what-is-leadership
[Accessed 24 September 2023].
Metropolitan Police, 2023. HOW TO Secure Your Bike. [Online] 
Available at: https://www.youtube.com/watch?v=wnTxUtNdi74
[Accessed 7 September 2023].
Miller, J. & Davis, R. C., 2008. Unpacking Public Attitudes to the Police: Contrasting Perceptions of Misconduct with Traditional Measures of Satisfaction. International journal of police science & management, 10(1), pp. 9-22.
National Police Chief's Council, n.d. Policing Vision 2030. [Online] 
Available at: https://www.npcc.police.uk/SysSiteAssets/media/downloads/publications/policing-vision/policing-vision-2025.pdf
Needham, A., 2023. THE VALUE OF COACHING AND MENTORING IN PROFESSIONAL DEVELOPMENT. [Online] 
Available at: https://www.salford.ac.uk/spd/value-coaching-and-mentoring-in-professional-development
[Accessed 22 November 2023].
Neyroud, P., 2011. Review of police leadership and training. [Online] 
Available at: https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/118224/consultation-response.pdf
NHS, 2023. Gender dysphoria. [Online] 
Available at: https://www.nhs.uk/conditions/gender-dysphoria/
[Accessed 2 September 2023].
Performance Consultants, 2023. The GROW Model. [Online] 
Available at: https://www.performanceconsultants.com/grow-model#:~:text=The%20GROW%20Model%20is%20a%20coaching%20framework%20used,for%20problem%20solving%2C%20goal%20setting%20and%20performance%20improvement.
[Accessed 1 January 2024].
Police.UK, n.d. Missing Persons Media & Online Publicity. [Online] 
Available at: https://library.college.police.uk/docs/met-police/Missing-person-media-online-2022.pdf
[Accessed 6 September 2023].
Sarver, M. B. & Miller, H., 2014. Police chief leadership: styles and effectiveness. Policing, 37(1), pp. 126-143.
Steinmann, N., 2017. Crucial Mentoring Conversations: Guide and Leading: Guiding and leading. s.l.:KR Publishing .
Suits, L. F., 2014. 5 Benefits of Using Social Media. [Online] 
Available at: https://www.linkedin.com/pulse/20140422162738-44670464-5-benefits-of-using-social-media
[Accessed 7 September 2023].
The Police Foundation, 2014. The Briefing: police use of social media. [Online] 
Available at: https://www.police-foundation.org.uk/wp-content/uploads/2017/08/Social_media_briefing_FINAL.pdf
[Accessed 19 August 2023].
UK Coaching, 2020. Five Benefits of Reflective Practice. [Online] 
Available at: https://www.ukcoaching.org/resources/topics/diagram-infographic/five-benefits-of-reflective-practice
[Accessed 13 November 2023].
Williams, E., Norman, J. & Rowe, M., 2019. The police education qualification framework: a professional agenda or building professionals?. Police practice & research, pp. p.259-272.
Wood, D. A., 2020. Embedding Learning and Assessment Within Police Practice: The Opportunities and Challenges Arising from the Introduction of the PEQF in England and Wales. Policing: A Journal of Policy and Practice, p. 374–382.



 CONFIDENTIALITY and PLAGIARISM 

This is automatically checked via Turnitin submission of your workbook.

Please sign below to confirm that the work submitted is your own. 

Sign D.Cleland

Date 01//01/23

image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





