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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:

Over the years, the police officer role has evolved and changed in as many ways as society has, and in order to keep up with these changes, the role has had to become more professionalised, and consistent in its’ professionalisation, across all the UK police forces. The College of Policing has played a key role in this professionalisation, established in 2012, it describes itself as a ‘’professional body for everyone working across policing. It is an operationally independent non-departmental public body.’’ (College of Policing, 2024), and goes on to explain what it does as connecting everyone working in the police and law enforcement in order to understand their challenges; use evidence based policing to develop; help police officer and staff as well as researchers, academics and the international policing community, and most importantly – ‘’to voice give a voice to professional policing on standards, skills and capabilities.’’ (College of Policing, 2024).  

In this essay I will be looking at the strategic role the College of Policing has had in professionalising the police service in the UK; evidencing how I am working to fill the role of a modern police officer in my final year of probation and reflect on how my role has changed; as well as considering the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.
The Policing Vision 2025, devised by the Association of Police, Crime Commissioner and the National Police Chiefs Council, follows on from the policing victim 2011-2016 vision, and is a long- term professional strategy for policing. In its’ 2025 vision, greater emphasis is put on prevention, vulnerability effective management of risk (NPCC, 2024). A whole system approach is encouraged with emphasis on flexibility, capability, and inclusivity in order to reduce and investigate crime.  Policing by consent is underpinned using evidence based practices, and embedding in the Code of Ethics (College of Policing, 2024) to the day to day practices of police officers and staff. 
The Policing vision has an emphasis on transformation, and adapting to the ever changing needs of our communities, and along with other public services, aims to improve it’s outcomes whilst also protecting the vulnerable. New and complex crimes are cited as globalisation increases the pressure on police forces to change and develop their response to these new enhanced threats (NPCC, 3.1 2024), and it explains the neds for forces to increase and change their skills in order to adapt to these new threats, by developing networks across local and national levels. The Policing Vision 2025, states that this will result in a more professional and representative workforce. 

The ‘’Workforce Transformation in the Police Service’’, again developed by the National Police Chiefs’ Council, is a guide which focuses on the changes that are needed to take within the police service as a whole in order to reach the goals of the Policing Vision 2025. The Workforce transformation states that the ‘’professional approach by which the service develops and supports a workforce capability designed for the future, sufficiently agile and representative to provide the skills and capabilities we need for twenty-first century policing. It’s about developing a modern, adaptable workforce that is responsive to change.’’ (NPCC, 2024), emphasising that the police service ‘is critically reliant on the quality of its people’ and seeks to unlock the full potential of all police officers, staff and volunteers. This brings us to the College of Policing’s Five Year Strategy, which plays a key part in instigating these changes. The College of Policing Five Year Strategy states that their vision is ‘’To be a world-class professional body, equipping our members with the skills and knowledge to prevent crime, protect the public and secure public trust’’ (College of Policing, 2022). Their objectives include: Setting standards of professional practice; Identifying, developing and promoting practice based on evidence; Supporting the professional development of those working in policing; Supporting police forces and other organisations to work together to protect the public and prevent crime; and Identifying, developing and promoting ethics, values and standards of integrity (College of Policing, 2023).
The College of Policing has played a strategic part in professionalising the police in the UK, in that they have ensured that forces of the UK are consistent in their recruitment, training and professional development, effectively streamlining the entire police service of the UK. 

It has been recognised that forces throughout the UK had not been standardised in their recruitment of officers in the past and changes were needed to be made. These changes were needed because of a number of reasons. Firstly, globalisation, in that the police are dealing with increasingly diverse and complex communities, and increasingly aging society and this requires a more sophisticated response than ever before. Trust has also had an impact on why changes to the way police are recruited and trained, and was not consistent across the UK. A professional qualification gives police officers legitimacy and inspires confidence and trust from the public, especially when their training is underpinned by the Code of Ethics. The new challenges of evolving and more complicated crime has seen significant increase in Child Sexual Exploitation, safeguarding concerns and the issues connected with this; and the continued complexity of domestic abuse cases. Cyber crime and it’s associated issues, such as human trafficking, terrorism, fraud, harassment and grooming and radicalisation, is growing as the online world grows. Threats to the UK have an international dimension as criminals and terrorists take advantage of globalisation. All this coupled with the threat of future technologies, such as Virtual Reality, Self drive vehicles, pose new threats that police forces need to be equipped to deal with. 

An example of a policing incident in which I played a significant role with an offender and victim, is when I recently attended an emergency incident that was called in by a member of public that had been assaulted by the male partner of a female who lived in the house next door to him. During this incident, the injured party had tried to intervene during a domestic abuse assault, and during this intervention had suffered injuries to himself also at the hands of the perpetrator. The updated 2023 Strategic Policing Requirement introduces violence against women and girls as an additional national threat (NPCC, 2024). 
The reporting male, had been injured to the side of his face, and stated he may have non-visible injuries to the side of his rib cage. The perpetrator has left the area when police officers arrived, and the female victim was found inside her home, with injuries to her face. The female was scared and stated she did not want to give a statement to police at the time of the incident. However, the perpetrator was found around the corning of the home address of the victim and arrested by officers for assault. 
Following this the perpetrator was bailed with conditions in order to carry out further investigative enquiries. This involved re-visiting the female victim, in order to ask her if she would consider making  a statement in relation to the assault she had suffered from the male. The victim agreed to this, as she had had time to think about what the male had done and spoken to various domestic abuse counsellors. 
As a result of the evidence obtained from the incident; a statement from the original reporting male for the assault, the medical evidence from this, and the further statement from the victim, which corroborated what had happened that evening, the male’s case was sent to court for conviction. 
Without the support and services from the domestic abuse/violence related charities and other organisations, it cannot be certain that the female victim would have decided to go ahead with police action, emphasising a whole system approach to dealing with complex crimes; which eventually led to the male’s conviction and conditions for him to not go near the victim in the future. 

Filling the role of a modern professional police officer requires more than just attending and dealing with emergency calls and the initial investigation required at the time of attendance. The aftercare of victims, witnesses and also suspects goes beyond the initial incident . This is demonstrated, for example, when I have dealt with vulnerable persons, for example, victims of domestic abuse. Victims of domestic abuse are subject to referrals known as DASHRA’s, which are submitted by officers after completing a risk assessment with the victim. The results of these are used to grade the victim according to what has happened, for example, as Standard, Medium or High risk victim. Any victim that scores as a medium or above risk is also subject to MARAC referrals, which are again completed by officers and then forwarded to the MARAC team. Safeguarding is also put into place, with advice given to the victim, which may include general advice, such as locking their doors and windows, but will also be tailored to that individual, for example, they may be advised to black the offending person on all social media platforms, and advised that their referrals may make them eligible for a victim safety pack. This victim safety pack may include further advice, door alarms, and even CCTV cameras for their home. 
The victim may also be referred and allocated an IDVA (Independent Domestic Abuse Advocate) which provides emotional and practical support to encourage victim-survivors to reach out. 
This partnership worker ensures that victims receive the best possible service from the police and it’s partner agencies, which ties in with the Crime and Disorder Act 1998 (ref!), and the statutory duty of a number of organisations to reduce crime and disorder in partnership with the police. Protecting the vulnerable is also emphasised in the Policing Vision 2025, with its keen focus on prevention, vulnerability effective management of risk (Legislation.gov, 2024)  and its’ whole system approach to investigating and reducing crime. 


My final year of probation has seen my role change as a police officer in that I have become more confident in dealing with each situation, despite every incident being different and unique, I have begun to acquire the tools needed to confidently assess each situation, take action and reflect on what I have done, using the Code of Ethics to underpin everything I do, and the National Decision model to provide a framework in dealing with each situation in a whole and fair manner (College of Policing, 2024). I have also seen the role change, in that there is an increasing emphasis on vulnerable persons, and the complexities surrounding this. The vulnerable are prayed on, and criminals are finding new and more complex ways to do this, with an increase on online crime. This has been a challenge in my role, as the crimes I am dealing with are often governed by new legislation and the more experienced of officers have no more skills in dealing with these types of crime then myself. The world of policing is changing drastically, and I have realised that I need to change within my role, and ensure I have the skills and knowledge to deal with the more complex online crimes, as well as the vulnerable people who are often the victims of these crimes.

(1865 words)
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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:

Social media is used vastly in all businesses and organisations, and the police service is no exception. Each police force uses multiple social media platforms, including Facebook, Youtube, Instagram and X (formally Twitter) in order to give information to the public, seek information from them and reassure and let the public know what the police are doing, with members of the public engaging with these platforms and giving an insight in what they want from the police service. 
In this assignment, I will be critically evaluating my experience as a means of informing and engaging with the community by outlining an example of when I have had to use social media whilst in the role as a police officer, with consideration of force policy in relation to social media for professional information and engagement. I will also consider the benefits and risks of forces and individual police officers using social media.
	
The internet is used by 92% of UK adults at home or elsewhere, and 96% of those adults that use the internet have access to a social media account (Ofcom, 2023). This gives scope for huge engagement opportunities for individuals, groups, businesses and organisations alike, and provides the police with a new way to connect with the public. The main reasons police use social media are to engage with the public in order to increase public confidence and feelings of security, policing by consent is led by public engagement and finding out what the public want from the police service.  An article written for the Police Foundation states that ‘’ Social media therefore provides the police with a new way to connect with the public. In a consent-based policing system engagement is crucial in building public trust and confidence; social media enables the police to engage better and to build relationships, as well as to gather information and intelligence’’ (Police Foundation, 2014). 
 	
The 2014 Police Foundation report goes on to say that that social media also allows the public to contact the police anonymously, which many individuals favour. Engagement with the public via social media allows police to gain an understanding of policing issues that people are talking about, and helps describe how best to engage with communities to impart confidence in the police, this in turn helps police understand and respond to the needs of the community. Using social media also enable police to provide specifically targeted information, for example, road closures due to accidents, missing persons, safety advice and information regarding how the public can make further contact with the police.  
	
	The social media policies for many forces can be found on their public website, for example, Gwent Police social media policy details their community guidelines (Gwent Police, 2024), which details that they use social media to update the public, share appeals and post court results and good news stories, and also gives guidelines for the public posting on their social media pages, for example, a zero tolerance to anything sexually explicit posted on their account by members of the public, and also any racist, discriminatory, bullying, offensive or threatening, and any violent material or malicious communications. The policy also stipulates that anyone not following the rules will be blocked, and comments may be copied if further investigation is needed. Most forces also allow the public to report issues to them via their social media channels, freeing up the emergency call takers from less urgent issues. This leads us to the many advantages of police forces using social media, allowing another avenue for the public to report problems, issues, concerns and intelligence, that does not warrant an immediate response from officers.  
When forces need help when engaging with social media, the APP: Authorised Professional Practice is designed to assist by providing advice on engagement and communication (College of Policing, 2024). The APP stresses that communication with communities can help prevent crime and anti-social behaviour; reduce crime and the fear of crime, and bring offenders to justice, as well as deliver a service that the police service and those it serves can be proud of, and which keeps communities safe(College of Policing, 2024). 


There are many advantages for police services using social media as a means of communicating with the general public, one of which is the quick delivery of information to the public, however, there are also disadvantages. These include negative responses from the public, misinformation, usage by officers hindering information and the information can be complex and spiral. Social media can prove detrimental to the public opinion of the police service when during encounters with the public that may have elements of conflict, which puts officers under great scrutiny, with calls from the public for officers to be investigated and furthermore face losing their career. 
	 
	One particular type of incident where social media is used extensively, is when people go missing. Social media provides an instant output for information to the public. A missing person can be broadly defined as ‘’Anyone whose whereabouts cannot be established will be considered as missing until located, and their well-being or otherwise confirmed’’ (College of Policing, 2024), however not all reports of a missing person will require immediate deployment of officers and the missing person will firstly be risk assessed and graded accordingly, in accordance with the National Decision Model, and Code of Ethics (College of Policing, 2024).  During missing person investigations, police follow strict procedures in order to ensure every avenue has been considered when trying to locate the missing person. Initially, the person is given a grading, low, medium, or high. 
	 
	The of the many ways in which police forces use social media, is the distribution of information when there is a missing person. Officers dealing with missing person cases, once authorisation is granted, can use social media to appeal for help from the public in finding the person, reporting any sightings to them that officers can follow up on. The information given out will usually be a recent photo of the person, their description including clothing, and their last sighting. In my experience, this has resulted in positive outcomes, with sightings reported by the public to the public service centre, leading to the missing person being found. 
However, with this comes disadvantages, especially during for example, high profile case and ‘’rolling media’’ , whereby media and public will speculate on every aspect of what is released into the public domain concerning the missing person. An example of this can be found in the case of missing person Nicola Bulley during January of 2023. Lancashire Police became under fire for the way they handled the information given out to the public during the search for Nicola, and they were criticised for revealing that she had been struggling with menopause and alcohol issues, with a review revealing that this information was avoidable and unnecessary (BBC.co.uk, 2023).

	When police forces make public missing person cases, there are strict guidelines and procedure when dealing with the missing persons, for example, Gwent police officers follow the golden hour principles when dealing with investigating a missing persons case. These golden hour principles can be defined as ‘’ The principle that effective early action can result in securing significant material that would otherwise be lost to the investigation’’ (HMICFRS, 2024) and would include; conducting a check at the home address of the missing person and asking neighbours if they had seen or heard anything; speaking with the friend’s family who made the initial missing person report to police. Information such as what the person was last wearing needs to be obtained, what the last conversations were with the missing person and their state of mind/demeanour at the time. During a search of the persons last known address or place the person attended, care must be taken to see if the person has left any notes regarding their disappearance and what they may have taken with them. Following this, a missing person report is made and a grading giving to the missing person. 
 	These gradings consist of High, medium and standard or low and very low gradings. The College of Policing clearly defines these, with High risk missing persons almost always requiring an immediate deployment of officers (College of Policing, 2024). 
According to the College of Policing, 3 key factors need to be considered during an investigation of a missing person; these are - protecting those at risk of harm, minimising distress and ensuring high quality of service to the families and carers of missing persons and prosecuting those who perpetrate harm or pose a risk of harm when this is appropriate and supported by evidence (College of Policing, 2023), who go onto broadly defining a missing person as  ‘’Anyone whose whereabouts cannot be established will be considered as missing until located, and their well-being or otherwise confirmed.’’ 
Although not strictly defined, it is generally accepted that missing persons of a grade of medium or above, will require social media circulation, via the usual social media platforms used by that particular police force. 
The use of social media in a missing persons case needs to be authorised by the persons next of kin, or the local authority taking care of that person. Photos, descriptions and their last seen whereabouts and then circulated with a log or reference number for members of the publics who may have any information about the missing person whereabouts to call or email to the force control room. 

In an example where I have had to investigate a missing person is when a young female, under the age of 18, had gone missing from children’s local authority housing. This female had police markers for child sexual exploitation and had been missing previously with older males, whereby she would get into the vehicle of a male and ask them to take her to another town or city. Anyone under the age of 18 years old, as per procedure. This female was circulated on my force social media Facebook account, and after a short amount of time, a number of members of the public began to call in stating they had seen her walking around locally, this led to finding the female before she came to any harm, and emphasises the power of social media and the positive role it plays in modern policing.  


In conclusion, despite the disadvantages of social media, it is now so embedded in our modern society, that for police forces to ignore it, could be detrimental to their engagement with the public, however challenging communicating via a social media channel is and the pitfalls that come with it. Social media is a tool for not only providing information to the public as a service to them, but it is also another means to investigate crimes and protect the vulnerable, as demonstrated when appealing for missing persons on social media platforms.

(1802)





Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

In this assignment, I will be discussing the different leadership strategies  that I have developed to manage a different range of operational situations, and consider the leadership models commonly used in policing, and discuss how I was able to apply a change in leadership style and strategy to reflect changing circumstances during my role as a police officer. 
	
  	There are different types of leadership models that are used in the police and other organisations, and different styles can be seen from different leaders, dependant on the situation, the personality of the leader and the people they are leading. 
Kurt Lewin theorised that there are three main leadership styles- Autocratic, Democratic and Laissez-Faire (MindTools, 2024). The Laisse Faire model can be described as when leaders take a back-seat approach and let their subordinates make their own decisions and manage their own workloads. This style of leadership gives the team the freedom to complete tasks using their own skills and knowledge without being micromanaged and relies heavily on individuals being experts in what they do. This type of leadership encourages personal growth, encourages creativity and innovation, and allows faster decision making where individuals make their own decisions and don’t rely on waiting for their leaders to approve their decisions in which an article by Kendra Cherry describes, who discusses both the advantages and disadvantages of this leadership style (Cherry, 2022). 
Disadvantages to this style of leadership can include a lack of role clarity leading to individuals not really knowing what to do with their time; which in turn causes low accountability, and leaders can blame the team when goals are not met. There is research that discusses the destructiveness of a Laisse Faire leadership style, whereby this type of leadership has been positively correlated with role conflict, role ambiguity, and conflicts with co-workers, and states that Laisse faire leadership was ‘’..a type of destructive leadership behaviour that shows systematic relationships with workplace stressors, bullying at work, and psychological distress’’ (Skogstad et al, 2007). This type of leadership may not be suitable for a police environment, where there are strict deadlines to be met, such as submitting case files, attending at emergencies and making quick decisions, and ensuring investigations are completed in a timely manner or kept within bail dates, and equally where teams could be less experience and skilled overall due to the length of service each officer has. 
Another style of leadership Lewin discussed are autocratic and democratic. Whereby autocratic leaders do not consult with other, and instead want their team to do things their way only, and any decisions made are based on the task in hand, and not the team as a whole. Whilst this can be useful if there is a crisis situation where assertive leadership is needed, for example in an emergency or when dealing with inexperienced team members, this style can be demotivating and even frustrating for experienced staff that have the skills to make their own valid decisions. 
Democratic leadership involves leaders allowing other members of the team to be involved in the decision-making process. These leaders will consult and value the opinions of other team members and are concerned with building relationships with their team,. This, however, can be frustrating if the leader cannot make final decisions or does not get the job done in favour of building team relationships. 
Transactional models of leadership have traditionally had a place in policing, whereby it is focused on rewards and discipline – and the discipline to follow direction and direct orders which is fundamental in the policing world. In my experience, I have seen first hand how a more transactional style of leading is used within the police, for example, when decisions made by the front line officer, are overruled by more senior officers. This for example, is used when dealing with vulnerable domestic violence victims and how their perpetrators are dealt with. There has been a huge push in recent years, whereby there may be a lack of evidence in order to charge a perpetrator, and the use of a Domestic Violence Protection Notice (DVPN) where a conviction may not culminate, and they are highly sought after in order to protect the vulnerable victim/s. However, the decision on whether this notice gets puts in place is still in the hands of more senior officers and is reliant on the front line officer relating the facts of the situation to them in order to gain a decision to authorise the DVPN. This procedure often delays the decision making, when time is critical in making the decision, for example , when the perpetrator is currently in custody and their time in detention is expiring rapidly, and the decision of what happens with them is taken from the officer with the greatest knowledge of the incident between the perpetrator and victim.
A transformational model of leadership has been seen to be preferable over a transactional leadership style, with a paper written by Amr Swiz stating that multiple research has shown that officers prefer to be empowered to make decisions and take risks to tackle problems, which are key qualities of a transformational model (Swiz, 2014).  Transformational leadership also involves encouraging people to accomplish positive change and leaders do this by motivating and encouraging their team to keep pushing forward, and set an example to them by doing what they preach, so that individuals have someone to follow  by example (Leaders.com, 2023). This style of leadership is appealing to police officers who can follow a leader in a crisis and be motivated to do the same, especially in traumatic and highly stressful situations where it can be difficult to goal set or use punishment and rewards in order to get results. 


During situations where there are multiple people and it is not clear to officers who the offender is, or who indeed the victims and suspects are, a more democratic style of leadership can be adapted. For example, where there has been multiple complaints between neighbours, it may not always be clear cut what to do in  that situation, and it helps to discuss with colleagues and supervisors the whole situation, and ask their opinion on how to deal with the situation, and if they believe anyone has committed any offences. This democratic style of leadership would be very suitable in a neighbourhood policing setting, whereby problems and complex and long term, but not necessarily life threatening, and teams have the time to discuss and work out how to solve the problems, using policing models such as OSARA - Objective, Scanning, Analysis, Response, Action (Healthysurrey, 2024) to pick out all the details of what is happening and what needs to be achieved to resolve the issues. Throughout each part of the OSARA model, leaders can talk their team through each part and ask them their thoughts and suggestions for tackling the long term, neighbourhood issues. 


Leadership strategies I have developed to manage a range of different operational situations include stepping up to make more decisions as younger and less experienced officers join my team. Currently, there is a high turnover of officers on response teams, with a huge recruitment drive since covid stuck the world in 2019, which put recruitment on pause. New officers are being recruited multiple times per year, and as a result, joining teams which have a low level of experience overall. My own response team is made up of officers with no more that approximately 3 years of individual experience, and these officers are expected and looked to by newer officers for the skills and knowledge to perform the job. In my experience this has led to individual such as myself, taking the lead in decision making in highly stressful and volatile situations. For example, I was called to an incident whereby a male had made threats to harm himself, and had left his home address, he was also making threats to commit a crime in order to force officers to arrest him and take him to the safety of custody. This male, was a common caller to the police and I had dealt with him on multiple occasions previously. On all other occasions, this male had made threats to harm himself and had begged me to arrest him. Whilst attending the scene I was aware that the male was beginning to ‘’play up’’ by being verbally aggressive to the officer who had made it to him before myself, and I knew this was in an attempt to force an arrest upon himself. Due to this male’s mental health, and my prior knowledge of this, I knew that taking this male to custody would be the worst place for him, and that his actions, as on previous occasions, were a cry for help and that he needed to see a professional mental health practitioner in order to get him the help he needed. 
When I arrived at the scene, I could see an officer was arguing with this male, and this seemed to be escalating the situation, I knew that I needed to step in to diffuse and deescalate the situation and ensure this male was not arrested for a breach of the peace, or for any worse offences if the situation escalated. 
In this situation, I felt it necessary to take over the situation, and effectively ‘’lead the way’’ with regard to this male, before the situation escalated further and could have possibly resulted on one or more person’s being injured. I felt that I used a more autocratic leadership style in this case, by taking over the situation, speaking with the vulnerable male, and telling the other officers what we were going to do and what was going to happen. 

It is not often I would use an autocratic style of leadership, even in my role as a police officer. In the above example, when the situation was calmed down, and the male in question was more stable, I then adopted a more democratic style of leadership in order to ask my colleagues what they think we should do regarding the logistical issues of the situation, i.e. how were going to get the male to the hospital, should we contact a member of his family, and how were should deal with any injuries he already had made to himself. This helped us all form a plan that worked best for the male involved and the officers involved, ensuring resources were not wasted and anyone who was not directly involved in the situation could then go back to answering other calls, whilst we continued to deal with the vulnerable male. 


In conclusion, although there is a time and place for most leadership styles within the police, there seems to be a preference of a mixture of autocratic and transformational that works best in order to get the best out of a team of police officers, dependant on the particular situation. Autocratic suits situations which require and fast, clear and confident order or instructions, whereas, transformational is suited in the day to day running of the police service, encouraging the growth of individuals, in the professional development and withing the police force. My example also demonstrates that leadership styles can be changed within the small time frame of any one particular incident, and our skills as police officers need to adaptive to these necessary changes. 
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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:

My 3 year probation as a student police officer has been made up of highs and lows and at many points has been a huge struggle. The dynamic world of policing is fast paced, and we are often dealing with traumatic situations that can affect our mental health. Although there is help and support available provided by the force, such as TRiM – Trauma Incident Management, provided by my force, which provides counselling to officers who have been involved in traumatic incidents; and other outside agencies, such as MIND charity, which again provide mental health support; having a coach or mentor that is experienced in the police service, to guide an officer through their career, especially in the early stages, is vitally important. 
In this assignment I am going to discuss what coaching and mentoring is and the differences between them, and how they have helped me meet professional and organisation goals, as well as how they have helped aide my leaning and develop and perform in the workplace. I will also discuss relevant coaching and mentoring definitions and theories used in policing. 

Coaching and mentoring in the workplace can help provide development for individual employees and enhance their skills and knowledge, with coaching targeting performance and improvement at work, and can develop leadership skills, professional skills, self-confidence, motivation, relationship building, and self-awareness. A study conducted to show the benefits of coaching and mentoring in the public sector stated that ‘’The majority (66.7%) of the respondents agreed that prospects of career progression improved following the mentoring and coaching programme.’’ (Ganesh et al, 2015). 
Coaching is developing a persons’ skills so that their job performance improves, leading to the achievement or organisational objectives (CIPD, 2019, P.23). Whereby the coachee can choose their own route to development, and be coached along the way with various checkpoints, and development pathways for potential growth, which in turn can enable re-development and flexibility which may change according to their specific circumstances and feedback from previous coaching. 
Coaching can also encourage individuals to be insightful of their personal learning and behaviour styles, alongside their particular strengths and weaknesses and how they relates to their position within the team, as demonstrated by the progress of the individual. 
Whilst coaching should be based on trust, openness and allow both parties to be equal, other principles of coaching that are vital for establishing a good coach/coachee partnership are building rapport, listening on the part of both parties, and summarising and reflecting (Hayes, 2015)
Mentoring, although similar to coaching, and a term often used to mean the same thing, differs in that it encourages an individual to achieve their own personal and work related goals, and the mentor is more experienced than the mentoree, who shadows the mentor in order to gain a greater understanding of the role, and can be described as ‘’a relationship in which a more experienced colleague acts as a trusted adviser and guide and uses their greater knowledge and understanding of the work to support the development of a member of staff’’ (CIPD, 2019). 

Coaching is task orientated, and according to an article by Dan Krasinski of Maestro Learning focuses on specific skills or performance issues (Krasinski, Dan, 2021). In the article, Krasinski goes on to say that coaching is driven by performance, and that it doesn’t necessarily have a standard method, because a coach will meet the student at their point of progress and work toward the desired end goal. In the same article, Krasinski also explains how a mentor is different from a coach, in that a coach is often not seen as a role model, and with a mentor, and that mentoring is relationship orientated, with the mentor offering organizational goals, culture, and advice on professional development. 
Mentoring can be described as relationship orientated and focuses on career and personal development and according to the College of Policing, the mentee identifies when advice, guidance and support is required and the agenda is set by them, with the mentor providing support with their wide range of knowledge, skills, and network. A mentor in the police will usually have a specific professional role in the organisation (College of Policing, 2023). 

During the initial part of my employment as a police officer, I was mentored for a number of months before being allowed to be independent in my role, and in theory, attend and make my own enquiries on my own. This mentor was an officer with many years of experience, and initially I watched and observed how they handled themselves at emergencies and with members of the public. This helped me build trust with my mentor, and we both actively listened to each other, in that, I would observes and remember what worked well for them when they dealt with certain situations, and they both listened to me when I had concerns regarding my knowledge and confidence concerning certain policing issues. From this we were able to build goals and work together to reach my independence. This followed a GROW model, GOALS – whereby I stated what I wanted to achieve and we both agreed SMART objectives to do this; REALITY, where we would discuss the situation and I would self-assess what I had done to handle a situation, and my mentor would give me feedback on what I did well, and what I could improve on; OPTIONS, whereby I was given options and choices on what I could do, for example, discusses different ways to handle different situations; and finally WRAP UP, where I discussed with my mentor what I was going to do in certain situations , what action I would take and my mentor would support and encourage me in this, which in turn led to increasing my confidence for future situations, and motivate me to make my own decisions. This relationship has continued with my mentor even after the mentoring period ended, as the relationship that was built has allowed me to feel confident in asking for help when as and when I need it. 

Coaching has benefited me in my professional development in that after my mentoring period, I was assigned an assessor for the work-based learning element of the PEQF College of Policing learning. This involved completing a MATRIX, without the help of a dedicated mentor, and the assessor effectively helped coach me through it, by setting regular meetings to track my progress, and they gave me set goals to achieve by the time each meeting took place.  This coach was assigned to me for a set period and helped me monitor and reassess my goals, to help me work through the work-based learning. 

Using John Driscoll’s cycle of reflection (The University of Cambridge, 2024), I can think about how coaching and mentoring has helped me achieve personal, professional, and organisational goals within my role as a police officer. 
The cycle uses the following stages: 

WHAT? Describe what happened.
SO WHAT? Analyse the event.
NOW WHAT? Anticipate future practice, based on what you learned.
	
During my 3 years in this role as a police officer, there have many incidents to reflect on, but overall, the most difficult part was the juggling of university work, whilst also working as a full-time police officer, and the demands of home life, for example, looking after a family, and taking care of a household etc. During these 3 years, I had begun to suffer greatly with mental health issues, which may have been a result of the demands listed above, however, I also recognised that I was generally not feeling myself or was I feeling motivated and positive about the role anymore. As a result of this my workload began to grow, and my university work began to suffer, as I found it more and more difficult to find to motivation to do well, despite wanting to do the best I could as a police officer and serve the public in the best possible way. I got to a point where I knew I needed some help and began by talking to a close work colleague about the depressive and anxious thoughts I was feeling, and they provided some support and reassurance by telling me that help was available and that I am not alone in having these feelings of doubt. 
As a result of this, I referred myself for a wellbeing meeting with the university who put me in touch with a counsellor, that I was able to talk about my concerns with and try to address the root causes of what could be making me feel this way. The counsellor offered me weekly sessions that I was able to speak in confidence to, confidentially, and gave me feedback on my negative thoughts I was having, discussing methods, such as Mindfullness, which is described and advocated by the NHS as being a way of ‘’..paying more attention to the present moment – to your own thoughts and feelings, and to the world around you – (which) can improve your mental wellbeing.’’ (NHS, 2024), to help me work through my anxiety. 
Based on this experience, I have learnt to try and recognise the early triggers that tell me I need to think about my health and wellbeing and address any concerns before they escalate, this may involve speaking with the wellbeing team of the police force, or a trusted colleague, in order to anticipate any future deterioration in my mental health. 
In this situation, it was my colleague that acted a mentor, advising me on what I could do to help my situation, and giving me the encouragement and confidence, I needed to seek help. The wellbeing counsellor acted as a coach, guiding me through the different stages of recovery and giving me goals to achieve, such as establishing a weekly exercise routine, and journaling my thoughts and feelings, in order to get myself back on track and feeling motivated and positive about my role as a police officer again. This has allowed me to see the future more clearly and think about my future goals and aspirations withing the police force and think more clearly about my Continued Professional Development. 

Continued Professional Development (CPD) is defined as ‘’ learning experiences which help you develop and improve your professional practice.’’ (CIPD, 2024). The College of Policing describes CPD as ‘’CPD is ongoing; it enables the individual, in collaboration with their organisation, to maintain, develop and gain recognition for existing and new professional skills, knowledge and competence.’’ (College of Policing, 2024). The College of Policing goes on to states that there are 5 principles of CPD, which describe it as a collective or collaborative responsibility, of both the individual, the police force, and the College of Policing, all working together to support the development of the individual.  Secondly, needs and aspirations of the individual are balanced with the organisations’ requirements. Thirdly, the individual is supported professionally in their role, and this is recorded to show the individuals’ professional practice. Finally, this benefits the public as quality of service is improved through the development of each individual (College of Policing, 2024) 

In conclusion, from the very beginning of my journey as a student police officer, I have benefitted greatly from individuals and the supporting organisations, in developing my ability, confidence and skills in order to provide the best possible service to the public. Along each stage, from initial training to the points in my career so far where I have experience some uncertainty about my role, I have been lucky and grateful to have experienced the help and encouragement of various mentors and coaches, and used their guidance and advice to develop myself in this role. I believe a role as dynamic as a police officer requires these mentors and coaches, even when the officer, like myself, begins to feel more confident and experienced, as the uncertainty of what you may experience is everchanging.

(1977 words) 
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