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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:

For the purpose of this task I will be reflecting upon a recent policing incident to which I have attended and played a significant role in helping a victim of a serious criminal offence. By using reflection I have been able to evaluate my response to the incident and ascertain if my actions were in in line with the core values of policing as defined by the College of Policing. 

For the purpose of this I will refer to Gibbs Reflective Cycle in order to structure my answer. 

During a recent shift I have attended a Domestic Violence related incident whereby two individuals who were involved in a relationship had become involved in an altercation with one another. From the reporting person, it appeared that the altercation was escalating and both screaming and shouting was heard coming from within the address. 

The Domestic Abuse Act 2021 defines Domestic Abuse as being two persons, both over the age of 16, who are personally connected to each other (Legislation, 2021). For the two to be classed as ‘personally connected’ the Domestic Abuse Act defines states; they must be married, or still married, this includes a civil partnership and an agreement to marry. They have been involved in an intimate relationship, including a parental relationship with the same child, and if they are relatives to each other or if the abuser is a parent of the child or has parental responsibility over the child (Legislation, 2021). 

As with any call to which I attend I have ensured that I have adhered to the core principles of policing as outlined by the College of Policing. As of 2024, the College of Policing outlined the three main categories for ethical policing as; Courage, Respect and Empathy and Public Service (Policing, 2024). By keeping within these principles, I was able to ensure that I remained professional and courteous at all times. 

Upon approaching the address and identifying myself as a police officer when I have been approached by a female who was showing injuries consistent of Actual Bodily Harm (ABH) level. The Offences Against the Person Act defines ABH level injuries to include that of extensive bruising (CPS, 2022).

Upon a search of the premises being conducted, a male was located in the bedroom upstairs and officers have noted that he was displaying signs of an injury to his right hand that could be consistent with striking an object. For that reason, officers have placed the individual under arrest on suspicion of the offence and utilising their powers of arrest under S.24(2) of the Police and Criminal Evidence Act 1984 whereby an individual(s) can be arrested if the officer present has reasonable grounds to suspect that an offence has been committed (Legislation, 1984).

I have remained with the victim and provided initial support. I have then continued with the golden hour principles around the investigation process as described by Andrew Rose. Rose (2021) describes the initial golden hour enquiries as vital to the investigation process and if done correctly, vital evidence can be seized in abundance which can be vital to identifying an offender(s) (Rose, 2021). The female was medically triaged by Ambulance staff and taken to the nearest hospital to receive treatment for her injuries. 

Upon the completion of the golden hour enquires, this has allowed me to reflect upon my actions and individual performance over the last two years of policing, leading into my final year as a probationer. 

As a professional police officer in my final year as a probationer, I believe the last two years has seen me evolve considerably. I have actively worked towards broadening my skillset by  seeking to attend training around areas to which I am less confident. When I have made mistakes, I have used this a training exercise and by reflecting upon these, this has allowed to me to learn and move forward with confidence. Swartz (1976) describes the reflection process as an individual who reflects on his or her mistakes, is less likely in the future to perform the same mistake in the future (Swartz, 1976). 

I have found that in the last year of my probation, I have continuously worked over my probationary period to better myself. By undertaking training courses I have been able to better my understanding and by add to my skillset, knowledge and experiences (Jonathan-Zamir, 2022). 

By engaging in training courses such as Domestic Abuse training I have been able to better my knowledge regarding the legislation of these offences and how to recognise the signs of a victim that has been or is still involved in a Domestic Violent relationship. By recognising these signs it has allowed me to understand the dynamics of a relationship involving Domestic Violence and how to deal with the situation in a more understanding manner and provide suitable advice and safeguarding to the victims (Barrow-Grint, 2023).

I have learnt not to take mistakes personally. When new into the role, if a mistake was made I would allow this to affect my judgement and lower my confidence. As a result of this, I would rely heavily on colleagues and supervisors for decision making regarding incidents to which I was attending. A study undertaken by Harteis (2008) has proven that the failure to reflect on individual mistakes not only at individual level but more importantly, supervisor level, can have a detrimental effect on the individual but also throughout the team as these mistakes can be repeated multiple times (Harteis, 2008).

In doing so this has seen my role as a professional police officer change drastically. I am more confident when attending incidents to which require complex decisions to be made and have confidence to share my knowledge with newer members of the team. As one of the more senior members on shift, I have found that by sharing my knowledge and experiences with newer members of the team, this builds team confidence and commitment. In doing so, a rapport is built within the team, bringing the team closer together (Li, 2011).

Further to this, I find myself understanding the importance of community engagement to solve problems. In order to police communities effectively, we must do this with their consent. Robert Peel set out from the beginning of policing that a relationship must be maintained with the public. Peel describes the police are the public, and the public are the police (Office, 2012). The importance of this is vital, without the support of the public, the police would not be able to conduct their duties effectively. In order to maintain this relationship it is vital that officers are seen in the public and attend community events and work collaboratively with members of the public to find suitable solutions to problems (Reiss, 1971). 

When looking at and understanding the roles of the College of Policing within this, The College of Policing plays a crucial role with the professionalisation of the Police Force. The five year strategy released in 2014 states that the College of Policing aims to increase professionalism, boost consistency and increase leadership throughout the police force (Policing, 2014). Further to this, they outline and maintain professional standards, training and development to which serving officers and staff must adhere to (Rogers, 2018). 

To improve on this further, It was announced in November 2018 that the future of policing was going to be taking a more professional direction (Strong, 2019). This is described within her article stating that modern day policing as complex and diverse as it has ever been and it is felt that serving officers should be trained to a higher level status. It was felt that the public would be more reassured in knowing that officers dealing with their incidents were trained to degree level (Strong, 2019). 

The Police Education Qualifications Framework (PEQF) was formulated and would consist of three entry level of options for new student officers to opt for. These being; 

The Degree Holder Entry Route (DHEP); this will consist of individuals who already have achieved a degree in any given subject and will undertake the current graduate diploma in policing as well as work based competencies. For a DHEP student the probationary period will last 2 years (Martin, 2022).

The Police Constable Degree Apprenticeship (PCDA); this option is for individuals who do not possess a degree. The individual will need to complete a degree in policing as well as the work based competencies over the space of a 3 year probationary period (Sheldon, 2022).
The Pre-join Degree in professional policing; This is for those who have completed the degree in professional policing on a self-funded basis. There will be no requirement for that individual to complete the degree and a shorter work competencies must be completed during that time. Similar to the DHEP route, the individual will remain on a 2 year probationary period for this to be completed (Pepper, 2020). 

The new training will utilise the key aspects of evidence based policing, reflective practice and blended learning in order to train the individual to a degree level standard. Starting in 2020 the PEQF has already been deemed as a success. A survey released by the College of Policing was completed by new recruits undertaking the new PEQF route, in this they stated that the training received was more relevant to the role instilling confidence within officers and in turn better preparing them for life as a serving police officer (Policing, 2022).   

As being part of the PCDA route I have found that approaching this new scheme with an open mind and enthusiasm has helped me the most. I have found that over the space of the last 3 years, my academic writing skills have improved drastically and this has shown by the big improvement in my statement writing, occurrence reports and updates for complex incidents. I believe this is down to the level of academic writing undertaken throughout the degree process. 

A key strategic role performed by the College of Policing is the outlining of clear and consistent standards to be conducted by all serving officers and staff (Pepper, 2015). By setting a highly professional and competent work force with a consistent level of knowledge, skillset and behaviour that is expected by the public. A notable increase in the public’s perception, trust and confidence, allows for an increase in cohesion between police officers and the public to which they serve (Bryant, 2014). 

However, despite performing these vital roles within policing, it is important to understand that there are still concerns regarding the core values and principles across forces, creating a direct impact on the professionalisation of Policing perceived by the public (Krimmel, 1996). Whilst the College of policing outline the standards to be upheld for all forces within the United Kingdom, there are still forces falling short of these standards. Serving officers are failing to meet the baseline standards and as such, causing strained tensions with the public (Carr, 2016). 

Figures released in 2023 by the College of Policing show that from the period of April 2022 until March 2023 a total of 394 dismissals had been made for officers involved in cases of; Dishonesty, Sexual Offences of Misconduct and offences involving Discriminatory Behaviour (Policing, 2023). Which asks the important question of; Are the College of Policing doing enough to promote the core values of policing to serving officers, and if so, why are officers still choosing not to adhere to these?

Due to these obvious shortcomings, a continued evaluation will be required from all roles, to ensure that the highest standards are continually aimed for and not tarnished by a small amount of individuals (Craen, 2015). 

The future of policing and the College of Policing Vison for 2025 outlays the future of policing and their missions and goals over the next Ten years. This describes the direction and aims of future policing by being both agile and outward focused (Policing, 2023). By promoting specialist capability roles, this aims to respond to a wider variety of situations with relative ease. Further to this, by retaining the current workforce, a more confident, experienced and skilled work force will be reflected to the communities to which they serve (Policing, 2023). A digital policing environment will mean it is easier to get the help needed and allow for digital evidence and intelligence on a policing perspective, providing the Criminal Prosecution Service (CPS) digitally formatted material that is more easily accessed. 

To conclude, I have chosen a specific incident to which I have attended and played a significant role to the victim of Domestic Abuse. Within this, I have looked at the importance of the College of Policing and how important a role they play for the future. 

Further to this, I have evaluated my individual performance and understanding of a role that is under constant scrutiny from the very people it is meant to serve and protect. 
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Task 2

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:

For the purpose of this task, I will be reflecting on a recent policing incident in which I have played a vital role in helping a vulnerable adult during a mental health crisis. For the purpose of this I will refer to Gibbs Reflective Cycle in order to structure my answer. 

During a recent incident, a male who was suffering from a mental health crisis had made concerning comments via the social media platform, Facebook, that he was going to make attempts to take his own life. This is becoming a more common method of individuals involved in a crisis situation using social media as a means of a “shout for help” (Parrott, 2020). 

Social Media is a tool that can used to build friendships, relationships and networks. By using a many source to many user algorithm, this allows for multiple users and interactions on the platforms to share posts, photographs and videos relating to personal content that the user deems necessary. Starting in 1997, Social Media has progressed greatly and is now used worldwide by billions of users (Walsh, 2022). 

The mental health charity MIND describes a mental health crisis to be when an individual is at breaking point and in need of urgent assistance. An individual who is suffering from a mental health crisis may be feeling; anxious, depressed, suicidal, psychosis or may have attempted to self-harm or attempt suicide in the past. In certain circumstances it has been known for the person to hear voices and become increasingly paranoid during a crisis (Mind, 2018). 

An estimated one in four individuals will experience a mental health condition in any given year (Coppersmith, 2016). Sedgwick (2019) found during a recent study that there is a large connection between social media, self-harm, suicidal intentions and attempts of suicide in young adults (Sedgwick, 2019).

The male had been out with friends at a party and after consuming a large amount of alcohol, a verbal argument has ensued. Due to this the male has been asked to leave. The male has not taken this well and a physical altercation between the parties has continued. Following this the male has left the premises and stated that he was going to end his own life. Due to the nature of the comments, the friends have alerted the police as they feared that the male would carry out the threats. 

The male, who is well known to the Police, has warnings markers for this suicidal tendencies  in the past and has been known to carry out the threats made. Approximately 10 minutes after the initial call made to Police, we have been alerted to the fact that further calls had been received to state that the male has now taken to the Social Media platform Facebook and posted concerning photographs and comments regarding a possible suicide attempt. 

It was also passed that the male, who was active on the platform, had now ended all communication with users and this has caused extreme concern for officers looking for the male. An area search of the local area ensued and realising that it was such as large area to cover and unlimited possibilities of routes taken by the male we have called for the specialist capabilities of the National Air Police Service (NPAS). 

The National Police Air Service were called for assistance and they have taken off straight away from their base at MOD Saint Athan, Barry. The National Police Air Service provide air service to all UK Police Forces across England and Wales in response to major incidents. From the air they can provide a full 360 degree coverage of the land and can search areas up to twenty times quicker than the next available options (NPAS, 2023). 

An area was identified for the NPAS to search in conjunction with officers on the ground. Within 20 minutes of the NPAS arrival, the male was located and officers were directed into his position. Unfortunately, the male had already continued with the threats and life saving techniques were performed by officers. The male was able to be revived and the Welsh Ambulance Service Trust were directed to his position on arrival, had taken over. The male survived the attempt and is now recovering from this in hospital and seeking the correct help and support for his injuries and illnesses. 

In relation to the matter, referrals were submitted by attending officers for the male to achieve help and support by means of a Public Protection Notification (PPN) which were submitted to Social Services. 

Social Media allows the police a positive means of cooperating with the public and the ability to send updates regarding concerns that may be felt throughout local communities. Things such as recent arrests, court results, missing persons, policing policies, and also general information regarding policing misconceptions can also be shared with millions of users with ease (Dai, 2017).  

An important element of policing when attempting to locate missing persons is that they can be spread via the platforms via a public appeal for the public to assist the police investigation in order to locate missing males and females who are often in a vulnerable state. It was found that an estimated 300,000 persons recorded as missing in the UK each year (Fyfe, 2015). The use of social media to appeal to the public has greatly increased the chances of the individual(s) being located safely (Fyfe, 2015). 

Communities can be reached directly through the use of Social Media with updates regarding ongoing investigations, public safety issues, safety advice, crime rates and much more (Dekker, 2020). An advantage to this allows users of the platforms to comment, share and interact with the posts from the police, this gives the public an opportunity to share their views and opinions of the polices work and information passed (Jeanis, 2021). 

To look closer at the benefits of Social Media and how this can be used productively; Social Media has become an effective tool for engaging with the general public and with the use of Social Media widespread throughout the world today, as many as 4.62 Billion worldwide users actively using the platforms on a daily basis (Chaffey, 2024). By using Social Media efficiently, the police are able to attract the attention of a large, diverse, widespread audience through use of the platform. However, This can be both advantageous but also problematic for the Police (Crump, 2012). 

The use of Social Media from the police is aimed to promote openness, transparency and involve public participation regarding their Policing decisions and policies (Bullock, 2018). By using Social Media as an educational tool, these misconceptions can be put right (Siddiqui, 2016) and in doing so, community relations are improved and trust is built between the communities and the police officers who serve them. 

Should an emergency situation arise such as a critical incident, Social Media can be used to disseminate important information to the general public. Further to this, Social Media can be used during the investigation process to link with the communities and general public to provide urgent updates and details regarding the ongoing situation (Abdulhamid, 2020). 

Nowadays, It is now common for Police forces to utilise Social Media platforms such as Facebook, Instagram, Twitter, LinkedIn and TikTok to reach out to the public for recruitment purposes and promoting the force in a positive light (Foundation, 2014). Further to this, the general public now have the ability to report crimes via the platforms. In emergency situations in high demand areas, sometimes the phone numbers can be delayed with a larger waiting time for less demanding calls. Social Media now gives the users the ability to report crimes via this that are not as urgent, meaning less waiting times and a quicker response from officers (Police, 2023). 

Although the use of Social Media can be deemed as being positive tool utilised by the Police, it is more often or not met in a negative way from the majority if the population viewing the posts. This can be for various reasons such as; the information received being of a sensitive or controversial matter. Many believe that the use of this information to be private and confidential, such as posts relating to the appeals for wanted individuals or individuals who are missing (Lieberman, 2013). This will always cause tensions and diverse opinions from the public on the platform. Further to this, it can be seen that releasing posts related to wanted persons can place that person at risk from the public and vigilante groups who take the law into their hands (Lieberman, 2013).

Social Media can be great as an educational tool and educate the public regarding the work that is being undertaken within areas, however, this is often misunderstood by the public and taken in a negative light (Siddiqui, 2016). This leads to a negative conception of Police within the community and result in negative interactions with the public and trolling from users who generally do not believe in the work that the police are undertaking (Beshears, 2016). These “trolls” will deliberately comment on posts made by the police to provoke upset with other users (Buckels, 2014). 

When looked at from a different perspective and how the public perceive the police on Social Media through posts made by them. A recent algorithm found that as much as 58.9 percent of comments on Social Media regarding the police to be in a neutral perspective. Whereas negative comments regarding the police made up 19.3 percent of comments and posts and as little as 2 percent of posts and comments regarding the police put the police in a positive light (Oglesby-Neal, 2019). 

It is important that whilst the police are using Social Media, guidelines and regulations must be adhered to at all times. Gwent Police have provided details regarding how their force handles the use of Social Media and the certain guidelines that must be adhered to. The home page from Gwent Police states that the posts to the public must show; kindness, courtesy and respect for all users (Police, 2023). In keeping with this, this promotes positive engagement with enhanced transparency and communication. 

However, just as the force must follow guidelines, Gwent have stated of what is expected from the public interacting with the posts made by them. Gwent state that Interactions made by members of the public must not; contain anything that may deceive others or contain spam links, promote in any way racism, defamatory, bullying or discrimination, they must not name victims or their families. Posts must not be offensive, obscene, abusive, threatening of hateful. There must be no sexually explicit or violent material, and the users must adhere to all guidelines set out by the platforms themselves (Police, 2023).

This incident has caused me to reflect upon the use of social media and how this can play such an important part of modern day policing. Without the use of social media, the male’s attempt would not have been noticed and could have ended in a different outcome. 

In conclusion, the use of social media can be a valuable tool for Police forces to engage with communities and promote initiatives regarding policies and provide the opportunity for the public to interact with the police.

It is important however, for the Police to consider the impact of and implications regarding the use of social media and how the public perceive this. A fine line must be adhered to with regards to the rewards and the risks of the use of the platforms, should this be followed, a responsible and effective use of social media can be utilised within the Police to achieve credible results within the communities. 

Word Count: 1941








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:

For the purpose of this task I will critically evaluate a recent policing incident to which I have played a pivotal role in helping a vulnerable victim of domestic abuse and how I reflected upon and adjusted my leadership style and qualities whilst tutoring a special constable who was new to the force. I will use the Gibbs Reflective Cycle to structure my answer. 

On a recent shift, due to low staffing numbers, I have found myself being the most experienced constable on duty. Having only two years as a response officer and limited experience this has been a daunting task. 

Within recent times more and more police forces within the UK are parading lower numbers on shift than ever before (McCabe, 2017). McCabe (2017) states that as much as 57 percent of officers within the Police Forces throughout the United Kingdom to have been absent from work due to number of factors such as; low pay levels, work related stress, trauma and mental health (McCabe, 2017). The number of officers having now doubled over the last decade and now stand at 8.82 percent who are absent each day (Cartwright, 2021). 

Further to this, Cartwright (2021) found that as much as 39 percent of officers who take absences within their first year of service due to ill mental health will continue to take further absences for the same reasons (Cartwright, 2021). 

Due to being the longest serving officer on shift and therefore deemed the most experienced, I have been double crewed with a Special Constable who was assisting the shift for that day. A Special Constable is a warranted volunteer who possess all of the powers of a regular constable (Policing, 2020). The Special Constable will volunteer their own time to assist regular Constables with their daily duties around their own work and commitments (Policing, 2020). 

The Special Constable, who had just completed initial training and was within his first few shifts in the job was looking to me for advice and leadership to guide him in the right direction. We have made our way to the first call of the shift, a Domestic Violence related call. The charity Woman’s Aid defines Domestic Abuse as being any incident or incident(s) that involve controlling, threatening, degrading or violent behaviour to a partner, ex-partner, or family member (Aid, 2023). Unfortunately, this is experienced far more by woman than it is men (Aid, 2023). 

In 2022, results show that approximately 6.9 percent of females and 3.0 percent of males over the age of 16 in England and Wales have experienced some level of Domestic Abuse (Statisitcs, 2022)

The incident involved a male and a female who had been overheard by a neighbour to be involved in some kind of altercation inside of their home address. On route to the call, I have explained the process of when attending calls of this nature and explained how we would handle the situation upon arrival at the address. My colleague has acknowledged this and we have arrived at the incident. 

The incident has been dealt with efficiently and was deemed to be a verbal argument only and there was no evidence to suggest anything more at this time. My colleague and I have stood down from the address and upon reflecting on the incident it made me realise that rather than me ordering him what to do, it would have been more appropriate to have an open conversation where he would have a valued input and potentially better ideas of how to deal with the situation (Hughes, 2008).

Having served in the military for the majority of my adult life, it was clear that an Autocratic Leadership style was instilled within me from this. (Harms, 2018) describes an autocratic leadership style as being; a leader who will make independent decisions without the consideration of other team members and exert full control over the team. This can be associated with strict rules and regulations in place. From personal experience, this is conducting orders as told to do so from a superior rank. 

This style of leadership can be good for crisis situations where decisions need to be made quickly and actions need to be carried out in an instant, however, this style of leadership can lack creativity of its team members and devalues their input into situations (Rast, 2013).

We were dispatched to another call upon leaving the address, another Domestic Violence related call, and this time, on route I have realised that a change in leadership style was required. This time I have opted for a more Transformational Leadership style. The Transformational style promotes a shared goal to which the leader will motivate and value their members by supporting them and by having an open forum about how situations could be dealt with and a formulative plan can be put in place (Bass, 1990). This gave my colleague the opportunity to have an input into the conversation and in doing so boost his confidence and decision making abilities. 

Hacker (2024) explains that this style of leadership encourages team members to follow the leader and replicate their behaviour when attending incidents. This can lead to an increase in job satisfaction and performance (Hacker, 2004). 

Further to this, I have utilised the Situational Leadership Model. As delegated ‘leader’, I have implemented this model by categorising the needs and wants of my colleague by using the four quadrants of the model; Direction, Coaching, Support and Delegation (Schermerhorn, 1997).

Introduced in 1984 by Paul Hersey, the Situational Leadership Model describes the utilisation of the four quadrants of direction, coaching, support and delegation by any team leader will help the leader understand the team, assess their strengths and weaknesses and adjust the approach to any given incident in doing so (Hersey, 1984). For me, as the delegated ‘leader’ this has allowed me to give my colleague a greater understanding of what was expected of him when attending the incident. When utilised along with the transformational leadership style, this allowed him to understand what was expected of him during the incident but also gave him the ability to make his own decisions and actions in achieving the required outcome for the victim. 

On this occasion, when arriving at the call it felt that due to the open conversation and a plan of action devised as a team rather than one individual it felt there was a higher level of confidence in making attendance. I felt that we were able to offer the victim a higher level of response to their needs and build a higher level of trust (Bull, 2010). 

As a team we have entered the address with a shared plan in mind. We have separated the two individuals present as described by the College of Policing in order to take accounts from both individuals present (Policing, 2024). By doing this separately, it allows the individual to cooperate openly and freely to the officer away from any other person potentially involved. This meant that they did not feel that they were not being watched by the other and having to lie out of fear of repercussions for telling the truth (Policing, 2024). 

In doing so we had complications arise from this. We had both parties involved telling us that they had been assaulted by one another. Being the most experienced officer present I have spoken with both parties and from doing so was able to identify an offender and a victim. The female present alleged that she was attacked by the male present, however, there were no injuries as a result of what was alleged. The male present, however, was showing visible signs of injuries to the side of his face and neck as a result of what was believed to the incident reported. 

Using the transformational leadership approach and leading by example I have approached the female and placed her under arrest for the offence of common assault. Section 39 of the Criminal Justice Act 1988 defines that it is an offence for any person to assault or beat another unlawfully (Legislation, 1988). 

The female was transported to the nearest custody unit where she was detained for further enquiries to take place by the officers present. 

As part of any Domestic Violence related call the Domestic Abuse Stalking and Honour Based Violence risk identification model, otherwise known as the DASH, was offered to the victim (SafeLives, 2014). Created by Laura Richards in 2009, the DASH is now a multi-agency tool that is utilised to ensure that victims and children involved in Domestic Abuse are kept safe as well as ensuring that the perpetrators of this can be suitably identified and managed (Richards, 2009). Upon completion of the DASH the officer will be able to identify from the answers provided the level of risk involved in the relationship (Richards, 2009). 

From the level of risk identified will then depend on the level of support that the victim requires. This can be available to the victim by the submission of a Public Protection Notice (PPN) which is submitted by the officers present. This allows the recipient, normally Social Services, to offer help and support for the victims and children involved in domestic abuse (Ford, 2017). With children as the victims and witnesses of domestic related violence, the earlier a referral is made to Social Services the more likely it is to help them with overcoming Adverse Childhood Experiences (ACE’s) in their future lives (Ford, 2017). 

On this occasion the DASH has been completed and returned with a medium grading. The College of Policing describes a Medium grading as being; although it did not appear to the officers present that there was no immediate risk to life involved in the relationship, there was some concerns and a level of risk involved (Policing, 2024) and help and support would be extremely important for the victim to understand this and prevent it from worsening. 

My colleague and I have stood down from the address and the victim is now receiving a good level of support in understanding and removing himself from domestic abuse. 

Upon leaving the incident and reflecting upon this, it helped me understand the importance of being versatile and having that ability to recognise that my first style of leadership was not a viable option for all incidents in which I attend. By understanding this and being able to alter my leadership style I fell this has proven to myself how much I have improved as an officer in my short time within the service. 

Further to this, I was able to understand that other options were available. Should I have been with more experienced colleagues, I could have opted for the Laissez-Faire leadership approach. The Laissez-Faire leadership style to be a more laid back approach that will allow its team members to have more control over the situation by working independently when making a decision (Eagly, 2003). This leadership style is best suited to when working with more experienced team members who do not require close supervision over them (Eagly, 2003). However, there can be problems with this style. This style can often lead to some confusion over who is actually in charge and team members can lack accountability over their actions (Skosgard, 2007). In the Police, this style of leadership is not often sought after due to the necessity for clear and concise commands required from the leaders (Skosgard, 2007). 

To conclude, within this task I have explored my different leadership styles when attending a call with a less experienced colleague. I have looked at how I have adapted my leadership style to take into account the individuals needs and wants in order to achieve a positive outcome for all. 

During this I have evaluated several options available to myself and explained why these styles and method would have been appropriate or not for the given situation at hand. 
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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:

For The purpose of this task I will critically reflect my three year probation. Throughout this task I will reflect upon how I have personally benefited from both mentoring and coaching and how this has helped me achieve personal, professional and organisational goals within the workplace. I will use the Gibbs Reflective Cycle to structure my answers. 

Whilst both coaching and mentoring are valuable forms of both support and aid development in a professional working environment, they can be separated by their goals, methods and duration (Lancer, 2016). (Nieuwerburgh, 2012) describes coaching as the process of in which an individual, usually a team member, will work closely with an individual to help them achieve specific goals or objectives. In doing so, this will assist the individual to improve their overall performance. 

From my own personal experience, this can be a tutor helping a new police officer through their initial 10 week tutorship period. Within this, a designated tutor will lead the student officer through their initial 10 week period, providing them with them necessary knowledge and skillset to achieve independent patrol status (Federation, 2019). 
In the book Excellence in Coaching (Passmore, 2021), this describes a good coach as someone who is being able to utilise their skills by questioning, active listening, and providing feedback from each incident. In doing so, this provides the student an increased element of self-awareness. From a coaching perspective goals are typically achieved on a short term basis and are aimed to improve the students skill development and skillset over a short period of time (Bresser, 2006). 

I felt that during my 10 week tutorship period my tutor was very informative and assisted me greatly in achieving my independent patrol status. When on route to incidents, my tutor would ask questions relating to the incident to which we were attending and as a team a plan of action would be formulated. During the incident, my tutor would allow to make my own decisions and be responsible for these. In doing this, this would allow me to learn from any mistakes made by reflecting upon each incident. This helped me improve me self-awareness and decision making abilities when attending complex situations on my own once the tutorship period was over. Following any incident, feedback was provided verbally by my tutor and then in writing by myself. I would critically evaluate my own performance throughout the incident by reflecting on this and providing both positives, negatives and areas to which I feel that could be improved on. This would be reviewed by the tutor and then discussed on a 1-2-1 basis with feedback provided from a coaching perspective from supervisor level.  

Upon completion of the initial tutorship and independent patrol status had been achieved, I have gone from the coaching phase to the mentoring phase. This involved the other, more senior members of the shift. Mentoring is the process of a more experienced member of the team providing guidance, advice, and support to a newer, less experienced member of the team (Hansford, 2006). Whereas coaching can be seen as a short-term period, the 10-week tutorship period, mentoring can be seen as more of a long term commitment. Within this, the focus is based around progression, personal development and organisational goals (Hansford, 2006). 

Upon completion of my 10-week tutorship period, my tutor has taken a step back and allowed me to become more independent in my decision making processes and responsible for my actions. However, this has allowed me to utilise the more experienced members of the team to mentor me through certain decisions and advice. By utilising their experience and knowledge of the job and by asking questions this has allowed me to improve my own knowledge and skillset. As well as this, by attending incidents with more experienced colleagues I was able to learn from them and by asking for feedback on the incident, I was able to evaluate the positives, negatives and areas to which I can improve on in my own performance as done in the coaching element. 

This can be achieved by utilising the Goal, Reality, Options, Will (GROW) framework. The GROW framework is used in order to set and achieve goals (Riddell, 2020). This can be broken down into each stage; 

The Goal; this can be defined as being set specific and measurable goals by the mentor or the coach. The Goal stage provides the direction and the focus of what is to be achieved by the student through the coaching/mentoring (Rahman, 2023). From personal experience I believe this stage matches the Matrix that every student must achieve within their 10 week probation period in order to achieve independent status. 

The Reality; this stage involves the assessment of the current situation and what is already understood by the student. This is described as being the students strengths and weaknesses are evaluated and also any hinderances or obstacles that the student may be facing that will prevent progress from being made. It is important that in this stage, a realistic evaluation is made as to not halt any progress by making unrealistic goals and objectives (Wallace, 2002). I believe this will be different for every officer. Each officer will be unique in what experience they have and how this can be applied to the role. Further to this, each officer will learn at a different paces and some may learn new things quicker than others. 

The Options; In this stage, this states that the student is assisted by the coach/mentor in discovering relevant options to assist them in achieving their goals. This can be done by many different ways, such as; discussing new ideas as a team, consideration of alternative different approaches, and the evaluation of consequences of different approaches (Leach, 2020). This can be when the officer will sit down with the tutor and from here be able to identify how each task on the matrix can be completed.  

The Will; this being the final stage of the model and involves committing to a plan of action that will undertake specific steps in order to achieve the goals set out in the first stage of the model. For this stage, the coach/mentor will assist the student in setting out a timeline which will enable the student to be accountable for their actions and stay in line with their commitments (Watts, 2022). This allows the officer and the tutor to identify a plan of action and put this into place. Once the plan is in place the student may start to complete the matrix following the plan of action within the designated time limit.

This is described in an article from (Bishop, 2015), within this he states that the GROW model has been identified as giving the ability to provide a systematic and structured approach to setting goals and solving problems. Within this model it promotes self-development and an awareness of actions and choices made by an evaluation of this through reflective practices. It allows the user to take responsibility for their actions and gives an increased motivation to achieve goals outlines during the process (Bishop, 2015). The model can be applied to any given situation and modified to suit specific needs. 

However, it must be said that although the model has its benefits, there are still some negatives to this. The model can oversimplify the easiest of incidents and cause the user to over evaluate. As described by (Grant, 2023), he states that whilst the model helps the user identify barriers that may hinder their progress, a lack of psychological or emotional barriers may not be identified throughout this process. It can be seen in some circumstances that the coach/mentor can imply their own biases to the model inadvertently creating a hinderance for the students personal growth. Whilst the model is easily adaptable to most situations, it does not account for unexpected barriers or changes that become present during the process (Grant, 2023). 

Coaching and Mentoring have allowed me continually grow on a personal basis. By working closely with my Tutor this allowed me to identify my weaknesses and areas for development, however, since working with mentors, this has allowed me to develop these weak points and turn them into strengths. I have been able to do this by putting in time and effort over the course of the last 3 years to learn from mistakes and utilise the knowledge and skills from the more experienced on my shift. Latham (1974) describes the importance of setting small achievable goals each month. This has held me accountable for my actions and continually allowed me to improve my own personal knowledge and development (Latham, 1974). 

Papazoglou (2014) describes the importance of improving your own skillet and in doing so I have attended courses each year to refresh my knowledge on that subject, but to also attend new course to introduce new skillsets (Papazoglou, 2014). Courses such as Taser, Chemical Biological Radiological and Nuclear (CBRN), MOD 4 First Aid to name a few have allowed me to introduce new skills and implement them into the working environment (Papazoglou, 2014). 

This has allowed me to better myself as a Police officer and I now find myself in a position within the shift that I am able to share my knowledge and skills with newer members of the shift, finding myself evolving into the role of a mentor and upon completion of my probationary period, I will be using my newfound skills in order to become a coach to new officers in which I will tutor them through their initial 10 week tutorship period. 

Whilst I am at the point that I feel that I am ready to accept the roles of becoming a coach and mentor myself, I feel that it is important to remember that the learning and development does not cease here. I feel for myself it is important to always strive to become a better police officer, leader and mentor to members of the public, new officers and for my own personal development. This however is proving more difficult in policing as we know it today. Gone are the days of the past when shifts were parading a number of officers with over 10 years’ experience (Aaron, 2000). When taking a closer look at my shift in particular, I have served coming up to the 3 year mark and am now looked at as one of the most experienced on my shift. This makes it much more difficult to look above me for that same mentoring and coaching that is now expected of me. This is down to multiple reasons and is only likely to get worse due to the nature of the role, the jobs to which officers regularly attend, and the opportunities to move onto more specialised departments, leaving the response element severely lacking in experience (Violanti, 2018). 

This is resulting in less experienced officers in the coaching and mentoring roles providing what little experience they have within the role onto newer officers. This means that newer recruits are no longer being given the correct tools during this training and are finding the role even more dauting than normal, leading to much higher dropout rates within the first 3 years due to the demands of the job and burnout (Martinussen, 2007).

To conclude, I have evaluated how coaching has helped me through my initial tutorship period and then how mentoring thereafter has allowed me to improve my own personal development over the course of my probationary period. I have looked at in detail the GROW model and explained the steps of this and also looked at the future of coaching and mentoring and the challenges faced by new officers as the clear lack of experience on shift is affecting the role of becoming a police officer. 
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