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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. 


[bookmark: _Hlk163915829]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:


[bookmark: _Hlk163975787]The College of Policing was launched in December 2012 as a professional body for those working in policing in England and Wales.  It was brought in, independent from the Home Office, to develop the knowledge, standards of conduct, leadership and professionalism required by police officers and police staff. The College of Policing took over from the now defunct National Policing Improvement Agency (NPIA) and the Association of Chiefs of Police Officers (ACPO) (House of Commons Home Affairs Committee. 2016).

One of the earliest pieces of work the College of Policing undertook was to bring together guidance for ethical standards for policing in England and Wales into one Code of Ethics. The Code of Ethics is a written guide outlining the principles that every member of the policing profession is expected to uphold and the standards of behaviour that they are expected to meet. It should be viewed as equivalent to the Hippocratic Oath, this is the historical oath of ethics taken by physicians. (Sky News 2013)

In order for the College of Policing to achieve their ambitions of protecting the public interest and setting a first-class national standard of professionalism and excellence in operational policing, it would need all 43 police forces in England and Wales to adhere to the nationally agreed Code of Ethics. Their aim was to enhance and enforce the British model of policing by public consent, a model that is admired across the world (Home Office. 2012). The idea of policing by consent is that the power of the police is reliant on public support and the public’s confidence and trust are ‘fundamental pillars of police authority’ (Muir 2023). 

Despite the significance of the College of Policing within modern day policing, a 2016/2017 review which was completed by the House of Commons Home Affairs Committee three years on from its creation, found that the College, even though considered as a permanent and essential part of the new landscaping of policing, was not being fully recognised or respected by the rank-and-file members of the police service. This lack of respect creates a lack of consistency across the force and could lead to a decline in the confidence and trust of the public. Data from 2023 showed that only 48% of Britons would describe their police force as trustworthy (IPSOS 2023).  A modern police force must have a national standard whereby an officer serving in one area, for example Merseyside is expected to meet the required standard and behaviour of an officer serving in another force such as Gwent. 

To encourage the consistency needed, recruitment and training of officers would need to be a focal consideration.  The former Chief Constable of Police in Scotland, Phil Gormley was asked whether the model of the 43 forces in England and Wales required a reform in the way it carried out the recruitment and training of its officers and staff. He stated that the model in Scotland was better suited and had real advantages, notably in terms of scale, capacity, capability, and consistency of standards in which the training was organised (House of Commons Home Affairs Committee. 2016).

Chief Constable Gormley went on to explain that in Scotland, every police officer is recruited through one central process and goes on to complete a consistent standard of training. This encouraged the new recruits to have the same standards of behaviour, professionalism and ethics embedded into them at the earliest opportunity. This highlighted that the College of Policing should be at the centre of an officer’s recruitment and career from the outset.

In February 2016, The College of Policing introduced the Policing Education Qualification Framework (PEQF). It was designed to develop academic programmes for the police in England and Wales (MAHRUF et al. 2020). In line with professionalising policing in England and Wales, the Policing Education Qualification Framework proposed different routes of providing education and training to new recruitment. In 2018, it launched the Police Constable Degree Apprenticeship (PCDA) course and the Degree Holder Entry Programme (DHEP) course. The course was designed to combine academic study and practical learning on the job. 

The PEQF drastically changed the face of police training and required all Police Constables to hold a degree level six qualification upon completing their probation period. It makes them academically and professionally sound for the complex challenges they face in modern day policing; a police force which could now see that their role was changing with greater demand to do more than just solve crime. 
 
Reflecting on my experience in the final year as a police officer undertaking the Police Constable Degree Apprenticeship course, I have experienced the positives and the negatives that this course, and method of training provides to a physically demanding profession that can be dated back to the year 1285. (MAHRUF et al. 2020)

A negative for me would be that the course concentrates more on the academia and theoretical side of policing, encouraging education, growth and future leadership rather than focusing on the physical and spontaneous demands of the role. The practical experience prepares new recruits for the stark and harsh realities of policing the British streets. I have witnessed newly trained officer’s panic and fail to act in the face of violent offenders resulting in established colleagues being assaulted by members of the public. These newly trained officers are recruited from previous professions where they have never witnessed or been involved in physical acts of violence previously. 

A positive experience is my own personal growth during the PCDA course over the last 3 years; I am continuously applying in practise, the models I have learnt to assess the risks and devise strategies in the face of fast changing and often dangerous situations. I have also learnt the importance of the Code of Ethics and building trust and relationship with the public. An example of this was when a member of the public reported a crime of burglary and harassment to the control centre which was passed to me. I was informed about the reporting persons history and previous incidents. The reporting person was deemed as a high-risk domestic violence victim and her ex-partner was under investigation already for offences relating to her. I was also informed by other officers who were also listening that the reporting female had put in complaints about the previous handling of investigations. 

It is thought that 82% of high-risk Domestic Violence victims have experienced multiple forms of abuse, including physical and sexual abuse, harassment, stalking and controlling behaviours.  With 8 in 10 victims stating that the abuse escalates in either frequency or severity. It is estimated that between 2020 and 2022, 186 women and 30 men were murdered by their abusing partner or ex-partner (Safe Lives. 2024) Considering these statistics, I prepared myself for a potentially difficult and volatile situation that could arise.  I was dispatched to the property which was a remote old farmhouse to liaise with the reporting person, who now lived alone. 

Upon my arrival the reporting person was slightly annoyed at how long it had taken the police to dispatch an officer to her, as she had phoned the control centre nearly twelve hours beforehand. I apologised for this and explained that this was most likely down to staffing issues or other incidents that may have been prioritised as more urgent. Whilst liaising with the female and after a few probing questions, it became apparent that no offence of crime had been committed. I had however noted that the female was vulnerable, alone and scared because of previous disclosed incidents relating to her ex-partner and where she lived. 

I decided that rather than simply explaining that there were no offences and leaving to attend another task that I would take some time to sit with her, have a cup of tea and to talk to her about the history of her lovely home and other things that were not related to crime. This relaxed her considerably and her persona towards me changed. Throughout my interaction, I was conscious of the code of ethics that had been engrained in me during my training. I was being honest and open regarding the delayed arrival time and reassured her that there was no crime. I considered the options available to me and how they would impact this victim of domestic violence and I conducted myself professionally and with empathy to build and maintain the confidence of this lady, a member of the public (College of Policing. 2024). 

Upon leaving, I completed the relevant paperwork and decided to submit a Public Protection Notice in for her because of her vulnerabilities’. A PPN is an information-sharing document that records safeguarding concerns about an adult or child. PPNs are shared with partner agencies to inform a multi-agency response (HMICFRS, 2023). 

Later that day I received an email from the females, Independent Domestic Violence Advisor, commonly known as an ‘IDVA’. An IDVA’s role is to support victims of domestic or abuse. These victims may be at high risk of harm from intimate partners, ex-partners, or family member (Family Rights Group. 2024). The email stated that the female had contacted them to say how grateful she was to me and how supportive and engaging I had been. I passed this email onto my shift Sergeant but unfortunately, I did not hear anything back. The College of Policing guidance does not just relate to front line officers, it applies to all police regardless of rank so trust from within is crucial and this starts from recognising good work. This lack of recognition turned my positive experience into a negative one. 

Reflecting on the incident, I believe that this has shown my growth and development into a professional modern day police officer. In my first year, I would have been more focused on moving on to the next task after discovering that a crime had not been committed and trying to be more productive whilst reducing the open logs that needed police attention. However, I chose to stay with the vulnerable person and provide her with a service that demonstrates that the Police Vision 2025 is potentially working, I reassured a vulnerable member of the public, protected, and safeguarded her. 

The Police Vision 2025 sets out a plan for policing over the next ten years. It will shape decisions around transformation and how we use our resources to help to keep people safe and provide an effective, accessible and value for money service that can be trusted. (National Police Chiefs Council. 2016)

The Police Vision 2025 states that reducing crime and protecting the vulnerable are core priorities for the police service and with domestic abuse being identified as a ‘High Harm’ crime within this vision, it was my priority to give the vulnerable the best service possible, granted that on this occasion no offence had taken place, she was still a victim and living with the consequences of that abuse. These consequences had led her to contact the police as her mental wellbeing had been severely affected.

A further review into the College of Policing was released in 2022. Nick Herbert, the policing minister at the time, explained that his ambition when establishing the College of Policing was to improve leadership, standards, and professionalism. However, ten years on it was sobering that many of the challenges facing the service pre-college of policing remained (Herbert. 2022).

To be candid, the College of Policing had an uncertain start, doing good work but failing to meet its potential. Although the college is highly valued by every section of the police it was deemed to have become too remote from service and of insufficient utility to frontline officers. The College of Policing Chief Officer Andy Marsh stated that the modern-day demands facing the police officers is often overwhelming, meaning that officers rarely have time to reflect, learn or even look after themselves and their well-being (Marsh. 2022). He goes onto state that the College of Policing must take a lead role in helping officers and staff overcome these barriers. 

Personally, I find that the College is not addressing the issues raised by Andy Marsh as the new training programme increases the unforgiving stress, I have experienced working toward a degree whilst working in an already demanding and stressful full-time job. It has led to me seriously questioning whether I want to remain in the police. It has also led to me suffering many nights of unrest, leaving me exhausted going into work. This can have detrimental effects on the way I respond to emergencies as my focus needs to be with the victims and situations. One of the 5 ambitions of the College of Policing Corporate Strategy for 2022-2026, includes supporting career-long professional development and wellbeing and does acknowledge that ‘the sheer scale and scope on the demand on policing means that professional development is often seen as an abstraction’. The strategy also reinforces my view by continuing to say that stressed and anxious workforce means the police force is not operating at its full strength.

The Policing Vision 2025 emphasises that the police service ‘is critically reliant on the quality of its people’ however if officers are feeling burnt out or stressed due to having to obtain a degree in order to professionalise policing, it will have the opposite effect to which it was intended. 
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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:

There are various social media platforms that are said to be divided into six categories. Dollarhide informs us that these categories include social networking, social bookmarking, social news, media sharing, microblogging, and online forums. (Dollarhide.2024)  
In an article in the Forbes Advisor by Belle Wong, J.D (Forbes Advisor. 2023) it was thought that in 2023, an estimated 4.9 billion people use social media across the world. A number that is expected to increase to 5.85 billion in 2027. 
Senior Organic SEO Account Manager, Jamie Beatty wrote in his blog, ’30 Must-Know UK Social Media Statistics in 2023, that in the United Kingdom, there are 53 million active social media users, and the average United Kingdom user spends 110 minutes per day on social media. (Beatty, 2023). 
In the article ‘Police Use of Social Media’ in 2014, it was commented that social media provides the police new ways to connect with the public and in a consent-based policing system, engagement is crucial in building relationships and trust. Nick Keane, the Digital Engagement Advisor for the College of Policing in 2014 said “An online presence in a modern world is as important as traditional policing methods such as walking the beat”. 
UK police forces began experimenting with social media in 2008 and since then the use of social media has grown considerably. Whilst guidance was issued by the National Policing Improvement Agency and the College of Policing, at that time, there was no national strategy setting out how the police should be using the service. This meant that the content and capabilities varied between forces (The Police Foundation. 2014). 
Gwent Police house their social media usage within their Social Media Community Guidelines (Heddlu Gwent Police. 2024). They use their social media channels to update the community about on-going incidents, to share appeals and to post court results or good news stories.  
Their aim is to create safe channels for communities to both receive information from the police or for the public to have an opportunity to engage, ask questions or make suggestions. Contained within the social media community guidelines is a list of unacceptable topics or points that the public must not comment on the platforms. These include but are not limited to, any comments promoting discrimination or bullying, racism, offensive, obscene, threatening, abusive or violent material. If it is deemed that any such comment contains such banned material, then it is removed. 
Currently Facebook, which is actively used by Gwent Police, is the most used social media platform, however at least 90% of social media users follow at least one brand, so having multiple options available to the force is important. In Wales, it is estimated that 8 in 10 people use social media, with 90% coming from the least deprived and 88% coming from the most deprived areas (Song et al, 2020). It is clear that in order for Gwent police to put out as much information to the general public in a timely manner, to inform them of any ongoing incidents or updates, then social media is an extremely valuable platform to utilise. 
Social media can also be a useful tool for the police during critical incidents and encourage people to be alert to criminal activities and how to minimise risks. An example of the police using Twitter was during the 2013 Boston Marathon bombings where the police used the platform to update the public on their search for the subject and let them know the suspect had been apprehended. Alternatively, in 2010 Greater Manchester Police held a ‘Twitter Day’ where they posted every incident notified to their control room in a 24 hour period to try and raise awareness of the complex and diverse role of policing (Police Foundation, 2014). 
In addition to providing information to the public, social media can help with information gathering and can provide a ‘crucial advantage’ when appealing for witnesses or trying to locate missing persons (Police Foundation. 2014). I have been involved in the search of many missing people within my role as police response officer. Gwent Police define a missing person under the College of Policing’s definition as “Anyone whose whereabout cannot be established will be considered as missing until located and their wellbeing, or otherwise, confirmed (Gwent Police, 2020).
Unfortunately, my experience in this particular incident highlights a negative issue with the use of social media. Whilst many people go missing for reasons such as being vulnerable, mental health issues or being at risk or abuse or neglect, some will simply be defined as missing because of the college of policing definition or Gwent Police not following or adhering to their own policy. These missing people tend to be persons not believing that they are missing, or children simply misbehaving and being allowed to abuse the Gwent Police force Missing Person policy. 
When risk assessing a missing person Gwent Police force policy categorises the missing people into three levels, Low, Medium, and High risk. The policy states that children are not to be graded as Low Risk due to their age, so they will always be graded as medium to high risk. A person in medium to high-risk category requires an active and measured response by the police which also results in the missing child having a social-media appeal placed on Facebook and other platforms for them. Gwent Police asked members of the public for their assistance and help in finding that child whilst I actively searched for them in the area. 
As the child was not missing, they openly mocked the appeal, even commenting on the post itself and encouraged friends to do the same. It transpired that what happened was in fact part of a game by the children who regularly go “missing” and who are said to be in a competition to see how many times they can become “Facebook famous” and appear on public appeals from Gwent Police. This does not allow the police to portrayed in a positive manner and abuses the use of social media by the public. 
Jessica Brown who is a Technology of Business reporter, wrote an article for the BBC on the 9th of July 2019 (Brown, 2019) and stated that “whether it comes from hackers, disgruntled customers, or is simply a backlash against something you post, negative social media content can destroy trust in your brand in a matter of minutes”. This supports the concerns with social media with my incident as an example. 
It is not only the public that can make inappropriate comments or references on social media. Deputy Chief Constable Ian Hopkins stated that police forces must exercise proper control over what officers publish on their social media accounts (Police Foundation. 2014). Occasionally, an extreme opinion can be raised which creates an inappropriate and public debate on social media. The Independent Office for Police Conduct (IOPC) in 2020 warned that such behaviour from officers is unacceptable. The College of Policing’s Code of Ethics provides guidance on the use of social media including to ensure that nothing published online can be perceived as offensive or could undermine the reputation of the policing profession (IOPC. 2021). According to figures published by Scotland Yard, 412 Metropolitan police officers were investigated between 2017 and 2022 over their conduct on various social media platforms with 26% of them leading to informal action (The Guardian. 2022). This is difficult for forces to manage due to the number of platforms available however a number of forces do use monitoring software to scrutinise their officer’s social media (Police Foundation. 2014). 
I have also had positive experiences by utilising social-media platforms for police investigations, public appeals and for recruitment purposes. In relation to recruitment, I have taken advantage of the platform. LinkedIn. LinkedIn is the world’s largest professional network on the internet (LinkedIn, 2024). The platform allows you to connect on a professional level with many people in many industries within the United Kingdom and worldwide. Back in 2023, I used LinkedIn to promote that Gwent Police would be recruiting at an Armed Forces Day in Newport. I am a massive advocate of the police force employing ex-military personally within their ranks, so this allowed me reach out and promote our recruitment via other ex-military recruiting teams and to soldiers, sailors, and airmen who I was already connected with via my previous job. I received a lot of messages asking about my role and the police via the posts and hopefully those who were interested have gone on to the recruitment process.  
If you think of the police as a company, then brand protection is a must. A disgruntled customer whose crime has not been progressed due to being informed of a lack of resource available only to read that officers are out chasing children or adults who are not really missing, is going to have a crippling impact on public confidence, the public who will rightfully voice their annoyance on Gwent Police force social media updates. 
Whilst there are obvious benefits to using social media outlined in this paper, information gathering, providing updates to a wide demographic, allowing the police to engage with the public and build relationships to increase trust, there are also negatives such as inappropriate comments on behalf of the public or officers and the risk of sensitive and tactical information being released. 
For me, the benefits of Gwent Police being able to utilise social media outweigh the negatives. The statistics are evidence that social media presence is growing, and the police must adapt to changes in technology in order to police effectively. Donald Trump coined the phrase “Fake News”, a noticeable change in how the public viewed the news and how they obtained it began. Forbes have stated that social media has become the main source of news online, with more than 2.4 billion internet users. 64.5% of people receiving their news from social media. It is said that gone are the days of receiving your breaking news at 10pm or in the morning papers (Martin, 2018). That was mirrored in OFCOM when they released findings in 2023 for how the people of the United Kingdom obtained their news. A focus should be on the younger adults in this country (aged 16 to 24 years), who are more likely to use social media to obtain their news (OFCOM, 2023).
By continuing to promote both the good news and the not so good news whilst being completely transparent with the public, will hopefully increase the public’s perception, confidence, and trust in the police. This engagement will also encourage witnesses or victims to come forwards with evidence which will assist in investigations.
In 2013, The Association of Chief Police Officers published guidelines on the safe use of the internet and social media which concluded that whilst it can offer significant benefits and services to officers, it is not without risk. They encourage officers to take advantage of the benefits but to do so responsibly to reduce risks to an acceptable level. 
Word Count - 1829














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:


Warren Bennis in 1997 published a book called “Leaders” (Hall, 2023). Warren Bennis asserted that there were more than 850 definitions of the words “Leader” or “Leading” so for me to start this answer off with defining “Leadership” would be impossible. 

John Hall goes on to write that from Mahatma Gandhi to Martin Luther King, Jr., we recognise servant leaders when we see them. Many would argue that good leaders are servants to their values and their company values and that leaderships should be unselfish, encouraging broad input, welcoming diverse viewpoints, and developing future leaders from the rank and file. That is because leadership is not and should not be a role performed by only a few but, but a great company or organisation creates a culture where everyone can lead in some way. 

The College of Policing mirrors the thoughts of John Hall as their Leadership Standards, which was first published on the 20th of June 2023, sets out five stages of leadership standards.  (College of Policing, 2023). The leadership standards are designed to set a benchmark for the leadership knowledge and understanding, skills, attitude, behaviours, and performance expected of police officers, staff and volunteers. 

Stage One is aimed at leaderships at a foundation level for example Police Constables and other staff with equivalent levels of responsibility. With the progression of each stage, it is aimed at that rank or responsibility that it deems should be equivalent too, so the pinnacle of Stage Five being performed by executive leaders, those working at, or aspiring to, Chief Officer level. 

All leadership standard stages have embedded in them, the importance of upholding the Code of Ethics and the Competency and Values Framework. The Code of Ethics is supported by the Code of Practice for Ethical Policing, this is a statutory Code of Practice which provides Chief Officers with the direction on promoting and supporting ethical and professional behaviour within their forces, it’s principles helping police officers and staff make and reflect on their professional decisions. (College of Policing, 2024). As policing professionals, we commit to Courage, Public Service, Respect and Empathy. 

The Competency and Values Framework (CVF) provides clear expectations for everyone working in policing. It describes the behaviours required by you, as a police officer or member of staff, to be effective in your role and uphold the Code of Ethics. It plays a significant role in the recruitment, assessment, and development of officers and staff at every level (College of Policing, 2024).

Within the Competency and Values Framework are the three values of Courage, Public Service and Respect and Empathy. Those values encircled by the six competencies that officers should be innovative and open-minded, they must be emotionally aware, have the ability to take ownership, collaborate and critically analyse situations or taskings, but for me, the most important competency, especially for leadership, is showing the courage to support and inspire, whether that be your team or the community you serve. 

Erik Fritsvold, PhD, when writing about what style is most effective in police leadership, for the University of San Diego (Fritsvold, year unknown), stated that the school of thought is that leadership is a quality that a person is born with, rather than a quality than can be learned through experience, education, and mentorship. He goes onto state that thankfully law enforcement would not agree as policing in its nature is ever evolving and the leaderships skills necessary to be effective within the industry, must also grow and change with the times. New officers entering into policing, have new expectations about what it means to be an officer and how they want to be led.

Panchal in 2024 said that “Natural leaders are born leaders with the innate capacity to manage and lead organizations or groups of people. People identify themselves as leaders through intellect, ability to handle crises, resolve conflicts, communication skills, willpower, and many other characteristics.”

Personally, I believe that it is both natural and experience. I believe that as a person you are born with the qualities within you to lead as Panchal has suggested, this quality will give that person a natural standing within a group or team. However, I do believe that for some, that leadership quality needs to be nurtured through life and work experiences. 


[bookmark: _Hlk167184633][bookmark: _Hlk167184687]My leadership qualities began to develop when I joined the Military in 1999. The models of leadership were a mixture of Authoritative and Transactional, much like it would have been in policing at that time. Fritsvold informs us that leaders using the Authoritative model would simply give an order and expect that order to be followed. The subordinates would not challenge that order, ask questions regarding that order, they would simply obey it (Fritsvold, year unknown). 

The Transactional mode is much like the authoritative model, except it uses a reward-based system to motivate the subordinates, more commonly known as the carrot or the stick method. Leaders would reward subordinates who conformed to their rules whilst punishing those who did not, leading to a fear culture within the ranks and subordinates not wanting to fall out of or seen to be falling out of favour of the leader. At that time, I did not see a problem with either method and when I was promoted within the Armed Forces, I followed them. However, like Fritsvold informed us earlier, policing and leadership views and values must evolve with time and both of those methods are outdated and would not conform to the Code of Ethics. 

The Code of Practise discussed earlier references courage. The role we undertake as police officers is a dangerous one, so it is only natural that police constables must demonstrate courage on a daily basis. When an emergency call comes through, there is always uncertainty over what situation you will be faced with, and courage plays a huge part in that. For me, a strong leader must demonstrate courage, whilst always inspiring his or her team to do better, be better and uphold the values and competencies of the police force. That leader must always be there to support their team whatever the circumstances; a strong leader is a Transformational one. 

[bookmark: _Hlk167190320]Fritsvold suggests that a Transformational leader is one that focuses on a “people-centred approach” that aims to inspire, empower, and motivate a team. This type of leader works with subordinates to commit to a shared vision and goals. This leader is inclusive and considers each individual’s unique needs, skills and motivations. In essence, Fritsvold is explaining our Code of Ethics and Competency and Values Framework.

An example of when I demonstrated leadership qualities was during a routine patrol, when a younger colleague and I received an emergency call Stating that a member of the public had seen a male in distress on live train tracks at the train station. The male had run down the tracks and was now vaguely visible to the member of the public. This was an extremely worrying situation. Upon our arrival at the train station, we entered onto the station platform and was met by the member of the public, who said that the male had suicidal thoughts stating that he could not take life anymore before entering onto the tracks. The number of suicide fatalities on railways in Great Britain in 2022/23 stood at 236. (Statista Research Department, 2023), so the chances of this being a genuine threat to life was high. 

I could vaguely see the silhouette of the male who was approx. 50-75 meters down the track, and I could hear his shouts of anguish. This male was at severe risk of either being hit by a train or touching a live rail, therefore electrocuting himself. Whilst I was being told that no officers were to enter the railway track, I reflected on the Code of Ethics and CVF, and what it meant to be a police officer and I deemed it probable that if I followed this command, the male would not survive.

I had to bear in mind the safety of my colleague and not put them in any unnecessary danger; this was a situation I was taking the lead on. I informed my colleague to stay with the friend as I entered the track, it was imperative both parties were not in any immediate danger. I was being careful not to touch anything that appeared to have electricity running through it and I caught up with the male who was now stood with a rock in his hand on the centre of the track. Showing both respect and empathy to this vulnerable male, I tried to console him and convince him off the track and to a place of safety. The male was not responding to me at all and was placing his and my life in danger, he was also threatening me with the rock. In this situation I had to use my parva spray to incapacitate him whilst charging the few feet toward him, I took him off the track and to a place of safety and restrained him. 

Unbeknown to me at the time, this male’s friend had now entered the track as my colleague had failed to stop them doing so. My colleague made the decision to follow and retrieve the friend which thankfully resulted in no casualties. Upon returning to the station though, my colleague was very upset having been unable to restrain the friend from entering the track and felt embarrassed by being unable to control the situation. Taking my colleague aside, we critically analysed what had happened and by using the transformational model of leadership by showing support, I discussed all the positives about the situation, and we discussed whether there was anything we could learn from during the experience. We had saved a man’s life and potentially his friends also. This empowered my colleague and hopefully inspired them to continue to have courage in the knowledge that we face difficult decisions every day. In this situation, I lead by example, and I believe I demonstrated an important quality of leadership that I would respect and supporting my colleague and in return, I obtained their respect.

In another situation, I had to demonstrate a more authoritative style of leadership.  The team were coming to the end of a night shift when an emergency call came in, I responded to it along with one of my colleagues whilst the remaining shift sat in the station despite the large number of warning markers that were placed on the perpetrator; we knew this could be a difficult call. There was no back up from my colleagues who remained in the station which put significant risk and pressure on my colleague and I. When we returned to the station, I made my colleagues aware of the dangerous position they had placed me in and that they should be following orders by responding to calls. I berated the shift in a leadership capacity so that this lack of respect for each other would not happen again. Respect is an important quality laid out in the Code of Ethics which all police officers should be adhering too. I believe the 2 scenarios highlight my ability to adopt differing leadership styles depending on the situation. 

I have made it very clear to all my team and superiors that I have no intention of going for promotion within the police force.  I have successfully managed teams and departments prior to joining the police force which is where I have gained important leadership experience. I enjoy the role of a police officer and I will continue to try my best to naturally lead and inspire my colleagues. A leader can achieve this at any level or any organisation. At the end of my initial training, I was presented with the Mark Dicks Copper Pot Award. This awarded to me for having given significant help and support to my fellow students throughout the course. I mentioned earlier that I believe a leader is both born with the qualities to lead and can also gain from experience; I feel I have demonstrated that I am fortunate to be both. 
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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:

Mentoring is an important part of being a new recruit within the police; the ability to learn from the more experienced officers and follow their guidance in difficult situations. The College of Policing state on their website that mentoring is a relationship where a more experienced or knowledgeable person offers support, advice, and guidance to help a less experienced person develop and progress (College of Policing. 2024).  The College of Policing states that during mentoring, the focus is on career and personal development, of the mentee and that it’s the mentee who should identify when advice, guidance and support is required. 
Alyse Maguire highlights the qualities that the best mentors must possess. The mentor should have relevant expertise or knowledge of the subject that they are mentoring and an enthusiasm for sharing that expertise. A respectful attitude and an eagerness to invest in others, mentoring is an investment. A mentor must have the ability to give honest and direct feedback to their mentee, someone who is willing to deliver constructive criticism in a kind and direct way but doesn’t shy away from tacking the points that need to be addressed (MAGUIRE,2020).
As a mentee, I am going to find the question of how I have benefited from mentoring and coaching very difficult.  Whilst reflecting on each phase of my three-year probationary period during this answer but during my short time as a police response officer, I have had 7 different shift sergeants, each with their own methods and ideas of how they want you to operate as a police officer. Whilst having to try and adapt to new sergeants’ ideas and regime, I have only ever had one that has provided me with a career and development meeting and that only lasted around fifteen minutes. I came out of that “meeting” none the wiser of how my career was developing and whether I was meeting their expectations as an officer. 
The purpose of a career and development meeting, or as some people label them, a “one-on-one” meeting, is a dedicated place in your calendar to speak privately with your manager about your priorities, concerns, and professional development (BARCENAS. 2019). So, whilst reflecting upon my own experience, I can honestly say that the standard of mentoring and coaching that I have received has been unprofessional, unorganised and at times, non-existent. I acknowledge that this may just be my experience, and other mentee’s may have found the mentoring and coaching beneficial. I have been told that those who have a consistent mentor and sergeant during their probationary period have found this beneficial to their development and ultimately the organisation as they have received constructive criticism to help them become a more rounded police officer. 
When I initially joined the Police in March of 2022, I believed that I would be joining a professionally motivated, well trained and organised organisation. My initial training, coaching, and mentoring would begin during the initial six months of police training. I had high hopes for this training period as I am a subject matter expert in covert surveillance, and I had left the role as an operational training manager who had trained and mentored covert surveillance operatives from many different countries. I was excited by the prospect of being coached and mentored by similar subject matter experts from within the England and Wales Police Force. 
A subject matter expert (SME) has specialised knowledge and expertise in a particular subject or field. SMEs are typically recognised as authorities or practitioners with deep understanding and experience in their area of expertise. They provide valuable insights, guidance, and support to organizations, teams, and project (SOKANU INTERACTIVE. 2024). During my initial training, only two of the three main trainers were current serving police officer’s and all three trainers taught by reading from a pre-written power-point presentation.  It felt as though they were reading these lesson plans and content for the first time themselves. Often informing the questioning student on the content that they were teaching, that they did not know the answer but would get back to them. In all fairness, the trainers did come back with the students answer at a later point. Although they may have been good police officers, they were not SME’s. 
The six-month initial training period is heavily classroom based and focused on police students learning law-definitions and each lesson on a particular subject is rather rushed in order to cram a lot of information into a student as possible in order for them to pass two written exams that would allow them to pass out of training.  I left this initial training process feeling unprepared and underwhelmed. I was just happy to get out of the boredom of the classroom “learning” environment.  
Following the successful completion of classroom-based training, officers will commence a period of tutoring at an operational police station with a qualified tutor. Successful completion of the tutor phase will allow student constables to be placed on independent patrol (Gwent Police. 2024). In truth, I did not know what to expect when I joined my shift but was told that, “Every student feels the same way, your tutor for the next part will get you up to speed”. In practice, this involves attending pre-selected calls by your mentor and with your mentor, learning from a qualified and experienced police officer and by studying how they dealt with various situations and incidents. You are then encouraged to take control of future incidents yourself before coming back to the station and both the mentor and the mentee reflect upon the incident and discussing it in depth with the aim being to learn and develop from it. I would be tasked to keep a running report on the incidents I had attended and reflect upon how I did. This would be mirrored by my mentor’s own assessment on my performance. 
Unfortunately, and through no fault of his own, my mentor was only able to mentor me for a couple of working sets before being signed off work for a long period with illness. My mentor would not be replaced. During my limited period with my mentor, I was shown briefly how to complete the essential parts of updates of the incident that you had attended on NICHE. NICHE is a police records management system used by several UK forces. It manages information in relation to the core policing entities of people, locations, vehicles, organisations (business or other groups), incidents (or occurrences) and property/evidence (HMICFRS. 2023).  Although NICHE is imperative to what we do as police constables, at the time I was still very much eager to learn my trade and be developed by an experienced officer. Sadly, this would be the end of being independently mentored.
Throughout the remaining “mentoring period”, I would be paired up with officers on shift, each informing the shift Sergeant that this would not be a problem, but they would not be tutoring me or be completing any feedback or any written reflection upon how I had operated during each incident that we attended. Due to their own workload, they did not have the time to do so. I could sympathise with their position, and I felt as though it was sink or swim time. The Cambridge Dictionary defines “sink or swim” as if you are left to sink or swim, you are given no help so that you succeed or fail completely by your own efforts (Cambridge Dictionary. 2024). 
It became clear to me that I would need to learn my new trade by osmosis. In 2013, Dan Pontefract states that Osmosis, also known as learning by proxy, is the natural process of absorbing ideas, knowledge, and technical skills through exposure to others, leading to unconscious assimilation (Pontefract. 2013). Utilising my previous expertise as a training manager, I decided to involve myself in as many different incidents as possible with each member of my shift, from routine calls to emergencies.  I wanted to learn and absorb from each of my fellow officers, and I would then in turn decide upon which method of policing would best suit me as an officer. 
A model of learning that I was aware of was the 70-20-10 model for learning and development. I would heavily apply this model to myself self-teaching. The 70-20-10 model for learning and development is a commonly used formula within the training profession to describe the optimal sources of learning by successful managers. It holds that individuals obtain 70% of their knowledge from job-related experiences, 20% from interactions with others, and 10% from formal educational events (Training Industry. Date unknown). 

By attending a multitude of wide-ranging incident callouts and obtaining as much hands-on experience, I would be able to discover and refine my job-related skills and make on the spot decisions learning directly from any mistakes I made or be encouraged by the positive outcomes from each incident. This relates to the 70% part of that model. The 20% would come through the collaborative interaction with my colleagues, either on the way to the incident, at the incident or on the way back to the station. I would probe my colleagues and indirectly, they would be providing me with the feedback and constructive analysis I required from a mentor. The 10% would be from my professional development, having attended an incident, I would reflect upon it and use online learning materials provided by the police in relation to the incident. I would also read through other officer’s work and compare scenarios and outcomes of a similar incident that they had attended. 
As I have previously mentioned, I understand that other officers may have benefited from their tutorship and coaching and with consistency, being the mentor and regular feedback, the organisation will benefit. There is a sharing of knowledge and experience to allow new officers to be moulded into well rounded police officers with an awareness of what they need to do to improve and develop themselves. Unfortunately, I did not have this experience and whilst I reflect upon it, I do feel that if I were a less confident officer then I could have left the police force. This may have been the case for many officers who have left during the 2-3 year period of probation.
In 2021, the police federation stated that there were failings in the system to train student constables and that the lack of support and training for both tutor and student constables was concerning (Hertfordshire Police Federation. 2021). Al Wollaston wrote that he believed a survey conducted by tutor constables indicated that there was a belief and a concern that newly qualified officers could be going onto the beat without all of the skills they would need for the role.  For me, this has still not been addressed. I certainly became a solo officer before I was ready, because of the lack of tutorship, mentoring and training that I was provided. 
Reflecting back on that initial training period, I cannot help but resent the wasted opportunities to give much needed essential and practicable hands-on training to the policing students, rather than just cramming them full of information that they would not retain or to give them hours upon hours of studying definitions.  My experience has made me appreciate the demands on new officers coming out of their initial training and onto their shift’s. I have made sure that I am approachable and always willing to critically analyse situations with them, praising them and providing constructive feedback where necessary. As I have commented above, a consistent approach to mentoring ensuring all officers receive the same input, would be hugely beneficial to the organisation. 
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