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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:


The concept of ‘professionalising ‘policing has been an objective of the Police and world governments for the past century dating back as far as the now cemented peelian principles in 1829 (Lentz, S.A. and Chaires, R.H. 2007) and again in 1922 (Vollmer, A. 1922). Summarising a review of policing as a professional body (Neyroud, P., QPM (2010), the goal of professionalising police is to embody a set standard of goals and principles that are universal between police forces, with an emphasis on removing the autonomy of chief constables governing their forces and increase accountability for police actions for the public.

The most recent adaptation of this, was the introduction of the College Of Policing in 2012 (College Of Policing, 2024) as an external body to set the principles and guidance of policing. The introduction and implementation of the college of policing looked to bring about these objectives by setting out a code of ethics for police to be held accountable for, a professional qualification to be undertaken as part of the new employee process known as the PEQF and to take an evidence-based approach to policing (Holdaway, S. 2017). Coupled with this, the College also released a 5 year strategy (College Of Policing, 2014) which was later followed by ‘Policing Vision 2025’ set out by the national Police chiefs council (NPCC, 2016).

Examining this more closely, there is an argument to be made that the introduction of a code of ethics was in response to public scrutiny of police over the years that had caused damage to public confidence. Incidents such as the Brixton riots in 1981 (Purbrick, L. and Schofield, J. (2009) and the Stephen Lawrence case (Stone, R. 2013) are just a select few of police scandals and mishaps over the years that have brought the professionalism and morality of policing into question. By the college of policing setting a universal standard of rules of expectance from police officers, It is much easier for them to be held accountable for against these, as well as officers being able to clearly understand what is expected from them. This is then transparent for the general public to see and understand, and with external bodies then being the ones to act on any failures in this such as the IOPC (2024) and HMIC (2024) allows for public confidence to be regained.


Evaluating the move to professionalise policing was the implementation of ‘evidence-based policing’ (Lumsden, K. 2016). An evidence based approach is one based in studies and scientific evidence to produce ‘universal truths’ (Petersén, A.C. and Olsson, J.I. 2014). Simplifying and likening this to the Police, the act of taking an evidence based approach is to draw from historical data and methods to underpin decision making for future policies and guidance on improving police effectiveness. Such as examples of this would be the PAT model (ASU center, 2021) and SARA model (Glenn, K. 2020). Both are widely used and known models of policing which demonstrate an evidence based approach, scanning of available data to identify trends, analysing that data and then responding to it. 

However, there has been some criticisms of evidence- based policing and it’s effectiveness. Despite evidence based policing relying on empirical data to lead decision making, due to the polices hierarchical structure, those of higher command and experience are able to override these decisions to dictate which action to take going forward. Those of lower ranks in police forces are likely to be led by the decisions of higher ranks, irrespective of research to back those decisions (Morris, K. 2022). There is also concern that within the context of policing and taking an evidence based approach, that there are too many variables within day to day incidents of police work, that a research based approach is negligible (Morris, K. 2022).

Considering the above information, I will now reflect on an incident where I demonstrated use of evidence based policing, considered the code of ethics and fulfilled the role of what is expected of a modern professional police officer. To structure my reflection, I will use The Gibbs Reflective Cycle (Gibbs, G. 1988).

I attended an incident in which there was a dropped 999 call from a female requesting police. Initially, two other colleagues, both newer in service than myself attended first. I arrived on scene approximately ten minutes after my colleagues and on arrival, I saw a male standing on his doorstep shouting at my colleagues saying they could not enter as they had no warrant. I took one of my colleagues to the side and asked them to brief me on what they had ascertained so far. They stated that initially the male had granted them entry to the property and inside was a female and a young child. They stated that the female had a cut and swollen lip that appeared fresh but she had stated she had fallen over to the officers. The male had stated that the female had been irate all afternoon and he does not know why she called the police, to which the female stated what he was saying was true and she should not have called the police. Following this, the male had become aggressive towards my colleagues as they were still within the property and began verbally abusing them and telling them to get out. 

My colleagues said to me that as there was no disclosure of an offence, they did not feel that there was anymore that they could do. I then informed by colleagues that we had to take positive action, we had a 999 call from the female requesting police sounding distressed, a visible injury on scene albeit accounted for, a male who was being oppressive and now aggressive towards police and a vulnerable child also within the property. I informed my colleagues that I would advise them to affect an arrest on suspicion of common assault on the male, with a power of entry should it be refused as a breach of the peace, as there were reasonable grounds to believe that one may occur should we leave the area, and it is suspected at the very least one had occurred resulting in the call to the police. My colleagues then took my advice and arrested the male for common assault.

Reflecting on my feelings at the time, I recall feelings akin to imposter syndrome (Cuncic, A 2024). Ironically, these are feelings I had when I first became a police officer which I mentioned in my first PCDA workbook, albeit for different reasons. Now in my final year of probation, I am one of the most experienced and long in service officers on my shift. This has resulted in myself becoming a role model and often times mentor to newer officers on shift. This incident is one that reaffirmed this as not only were my newer colleagues seeking guidance, They were also looking to me as a decision maker. It is normal to feel uncomfortable to challenge colleagues and give them feedback, However in policing, the failure to do this can have dire consequences not only for the officer, but for those they have a duty to protect.

Evaluating this incident, I feel that I made good use of my knowledge of powers and policies and demonstrated professional policing behaviour in line with the code of ethics. As touched on previously, police actions and decisions have been brought into question in the past, and there are examples of the polices failure to act, resulting in breakdown of public trust. Part of the code of ethics is to be courageous by being accountable for decisions, challenging colleagues and being open to feedback. By embracing the fact that I was the more experienced colleague at scene, disagreeing on their decision to not arrest and taking positive action I demonstrated this behaviour accordingly.

Analysing this incident allows me to establish how I tackled these feelings and also demonstrated myself as a modern professional police officer. On arrival at scene, my first action was to gather information from my colleagues, Following this I considered what powers and policies I had to deal with the incident, I then considered the risks of what may happen if I do or do not take action and then I made a decision. This demonstrates an effective use of the National Decision Model (College Of Policing, 2013). This is a key model used by police to rationalise decision making and conduct a best approach to incidents. Following the gathering of information from my colleagues, I considered the guidance of taking positive action (College Of Policing, 2015) in relation to dealing with domestic incidents in which an evidence led prosecution would be the best outcome as there was evidence of an injury to the female, an aggressor at scene and a 999 call to police from the female. I then considered the risks should I not take action, in which more offences may occur, there was a vulnerable child at the scene who may now be suspectable to ACES (GOV.WALES, 2021) and a potential vulnerable female who was the victim of domestic abuse. I then took action with my colleagues to affect an arrest and debriefed my colleagues following this on how I worked through the national decision model to consider what action to take. 

In this incident, I also demonstrated use of the PAT model evidence based approach. By establishing a victim (the female), offender (the male) and location (home address) I could assess that for the incident to be effectively resolved, one part of this triangle had to be removed. Then looking to my powers and policies, an arrest would enable me to remove the offender and put appropriate safeguarding in place to protect the victim and vulnerable child from the offender.

In summary, I know that I acted proportionately and professionally in this incident, demonstrating good use of my powers of and policies and following the frameworks laid out by the college of policing, taking into consideration evidence based approaches and standing by the code of ethics to take action. Had I not taken action, what would have happened to that victim? Would they be at risk of more abuse? Would the risk now be greater as they would be fearful to call the police again as nothing happened? Would my colleagues then repeat those actions at other incidents now seeing a more experienced colleague agree with their initial proposals? 

Looking forward from this incident, I will look to continue to build upon my knowledge of powers and policies as the foundation of my policing work which will in turn, grow confidence in my decision making. I believe I dealt with this incident the best way possible, However if I were to do it again I would debrief my colleagues following the incident to understand their perspective on the decision they were looking to make and offer guidance and feedback on what they could do next time. This would enforce the code of ethics for them also by increasing their accountability at calls as decision makers.



Word count:1843


















1

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 has undoubtedly become an integral part of our society in the past twenty years. With majority of people having access to camera mobile phones with instant connection to anyone, anywhere around the world, anyone is in a position to share information and receive information that can be instantly accessed and viewed by thousands.

Policing in itself has had to evolve to adapt to the world of social media and digital access. It has becoming increasingly prevalent for offenders to use the internet and social media to carry out new evolutions of crimes such as fraud, blackmail and grooming and the Policing service have reacted of this and actively aligned it’s goals to tackle that (NPCC, 2016). 

The use of social media has also benefited police. Referring back to the principles of ‘policing by consent’ (Office,H 2012) The police are empowered only by the co-operation and support of the public and would falter without it, and the use of social media by police enables the opportunity to strengthen relations with the communities they serve. The ability to quickly gather information and intelligence from the community in relation to medial appeals, publicly share ongoing police success stories. As evidenced by a report in 2014 (Police Foundation, 2014) the use of social media by police is effective in providing instant response and reassurance to the public, such as in 2011 summer riots when it was used to dispel rumours relating to the incident and in 2013 for the Boston marathon bombings to keep the public reassured of current lines of enquiries and the success of apprehending a suspect. An example such as this proves that that the use of social media by police is both beneficial to themselves and also the community. Further evidence that proves that the use of social media is beneficial to police is the effect it has on resourcing. It is often found that the financial funding of police is a talking point within the public arena and within the police itself and whilst funding has risen over the past ten years (GOV.UK, 2021), the police still have to find the most efficient methods of conducting their roles. The benefit of using social media is the low cost to facilitate it, requiring less resourcing and allows for instant gathering of information and intelligence from a large database, lessening the demand on frontline officers such as myself to conduct enquiries and allowing for quicker results.


However, there are certain risks with the use of social media by police and to the police themselves. The use of social media to capture live incidents and also edit footage to omit context causes apprehensiveness amongst officers in their ability to carry out their duties. With a growing anti-police sentiment within some communities, the ability to record officers and then publicly share online from a subjective context leading to public unrest and opinion on police matters, It can be damaging to not only effective police work, but also the relationship with the public (Dechaur, R. 2021). With the speed at which the opinions and rumours can spread, it can prove difficult for police to control the information. An example of this would be Sarah Everard Vigil in 2021 (BBC News, 2021). Following heightened tensions surrounding the murder of Everard already involving the suspect being a serving officer, there were clear tensions in local communities and of course throughout social media. In the holding of a vigil for Everard, police carried out arrests which led to headlines and a viral photo of a woman being arrested. This caused further divide between police and the public, especially given the concerns around vulnerable women and police. Despite findings and a report concluding that police acted proportionately and within the guidelines of policing by consent (HMICFRS, 2024) the unrest and divide caused by the lack of context and a viral photo certainly hindered police actions across the country at the time.

The risks of social media by the usage of it by police themselves come from not only a organisational standpoint, but also at a individual officers position. The normality of todays society is that majority of people have their own social media and that includes police officers. The risks associated by this is that regardless of whether an officer is on duty or off duty, their behaviour, opinions and actions will always be considered in the public and organisations eyes as that of a serving officer. This has seen several officers being dealt with for gross mis conduct or dismissal for inappropriate comments or behaviour in the public domain (BBC News, 2014) as the risks that it poses to the police and public perception is as prevalent as officers behaviours not within the social media context. A further risk to policing by the use of it by police themselves is the general risk associated with the occupation. By officers posting or sharing information relating to their occupation on their personal profiles, they open themselves up to risks such as possible identity theft, conflict of interest, risk from perpetrators wishing to retaliate and potential inappropriate communications from persons they have dealt with whilst in work. Policing forces are aware of this such as mine and mitigate the above risks by including it within the force policies for social media (Noyes, G. 2022).
In respect of the risks associated with policing, The NPCC introduced a national guideline for Police forces to follow and consider when creating local policies (NPCC, 2022). Within this are three clear set rules as for when social media will be used for operation purpose which are:
· To achieve a tactical or operational objective
· To change or influence the behaviour of our communities for the better
· To build capacity and trust with communities

By setting these clear and direct purposes for social media, Officers and police are able to fully understand and decide when it is appropriate to use social media.


I will now look to critically reflect on an incident I have been involved in which made use of social media. I have not used social media or posted on it within my role, But it has assisted me with incidents and I will use these incidents to analyse not only the steps I took, but to consider the steps that the officers on the social media desk took when disseminating information. For the purposes of this reflection, I will be using The Gibbs Reflective Cycle (Gibbs, G. 1988).

I was involved in an incident regarding a person who had been reported as missing and was deemed as high risk, given that they were overdue their medication, had not been seen in 24 hours and had expressed thoughts of self – harm. I was the only officer attached to this incident at the time, resulting in me having to carefully decide which lines of enquiries I would pursue given that I was working against the clock. At this time, there had been no public social media appeal due to the fact that there were concerns how the missing person may react to this. I consulted with my Sergeant at the time and requested that a social media appeal be sought, to generate lines of enquiries from the local community and also increase the awareness of the missing person as I was the only officer currently allocated to this incident, hindering the ability to expedite enquiries. This was granted and shortly after, members of the community began to generate last sightings via comments. Several of these comments indicated that they had seen the missing person sat outside a local store within the past two hours. I attended the suggested location but there was no missing person seen. I then subsequently left the area.

Shortly after I had left the area to continue my enquiries, I was informed by control room that there had been a further comment stating they had now seen the missing person at that store within the past ten minutes. I immediately disregarded this and stated that I had only just left that area and he wasn’t there, How did the reporting person know for certain that it was the missing person. I decided to then continue with my other enquiries.

Approximately half hour later, the same person had commented again saying they had seen him by this store. I was again initially dismissing this due to the fact several commenters had referenced this area as a potential spot, but this person had stated they had seen him when I believed I had been there myself. I then requested the reporting persons mobile number and spoke with them over the phone. Following a discussion with them on the phone, they confirmed that they had sighted him and offered the same description of clothing, but when asked I could not have seen them, they realised that they were in-fact talking about the other side of the store, not the side where the missing person had regularly been sighted. I returned following this information and located the missing person.

Reflecting on my feelings and thoughts of the incident. I felt that my decision to raise a social media appeal was appropriate. Referring back to the NPCC guidelines and Gwent Polices social media policy, The sharing of a social media appeal achieved the first two objectives that are for it to be part of an operational objective and to also influence behaviour from the community by generating lines of enquiry. Reflecting on the initial dismissal of the reporting persons comments, I feel that in retrospect, this may have be done to hastily. Ultimately, if a line of enquiry is generated, it is our role to ensure it is pursued before dismissing it. Further dismissal of this could have significant impact on the investigation. By calling the reporting person and communicating with them directly, I was able to understand and act on their information accordingly.

Evaluating and analysing this experience, The choice to request a media appeal by myself falls within the guidelines mentioned above. The operational objective was to locate the missing person. Consideration was made at the time for how this may benefit not only myself as an officer but also the missing person. It benefited myself by generating further lines of enquiry and community awareness, thus raising the possibility of locating the missing person sooner and also effectively having more persons looking for him. The risks however, are to the missing person themselves. Due to them being of low mood, would public awareness further deteriorate their mental health? Could it cause an escalation in their behaviour? Furthermore, there is the risk of confidentiality and the human rights act as mentioned with the Gwent Police policy. All persons have a right to privacy, and there is an argument to be made that by publishing a social media appeal, we’re impeding on that missing person right. However, the human rights act also states the right to life and to protect life, and on the balance of probabilities, due to thoughts of harm, the time since last seen and the time without medication, The risks of not doing a social media appeal outweighed those of doing one.

Analysing the actions around the reporting person, This demonstrates the potential of mis-information within social media. As discussed earlier, social media has the facility to instantly generate awareness and engagement, but not all that information may be true or with context. This incident is an example of when the information has effectively been lost in translation, resulting in my personal assumption reacting negatively towards that. However, by communicating directly with the person outside of the context of social media allowed me to ascertain the full details and context of the sighting, so that I could act appropriately.

What I have learnt from this incident is that the use of social media can greatly benefit policing and further build trust and engagement from the community. What I have also learnt is to ensure to always take an impartial approach and investigate further if information or intelligence appears inaccurate at first glance. In future I will learn not to take information from social media at face value and instead use it as the groundwork for building on enquiries, as opposed to being objective information rather than subjective.

Concluding from my research and reflection, I believe that social media is a strong tool to be used by police and one that is needed in todays society. By police being more involved and engaged with social media, it not only strengthens community relations but also improves the efficiency of operational work and objectives. However, there are certain risks that are clear, from inappropriate use by officers, to mis-information from the public leading to damage to public trust within the police. By being aware of these risks, police have appropriately responded with suitable national guidelines which are then used as the foundations for local force policies.




Word count: 2155

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:


Policing as an organisation has changed significantly over the past few decades in response to the ever-changing climate and expectancies of the public. In most cases, the structure and leadership of policing is still most notably thought of as having a military style type of approach, and from within the organisation this can still be recognised by the terminology and structures of having a ranked hierarchy (National Level of Policing, 2018) to adhere to and acknowledge. However, given the changes in the needs from the police for the public and the emphasis on collaboration not only with other polices forces but with partner agencies as well, policing has had to adapt it’s strategies for leadership (Davis, C. and Silvestri, M. 2020).

Within the past three years working for the Police, I have identified two leadership styles and strategies that I have witnessed, used and responded to most frequently which are transformational and authoritative leadership (Fritsvold, E. 2023). Authoritative leadership is the more widely presumed method of leadership within the police as it coincides with the perception of a military type approach, in line with the hierarchical structure of the police. An authoritative strategy involves having a clear vision, goal and set of standards set out by a leader to be disseminated to their team to follow strictly. Such a strategy prevents any confusion over what the objective is and makes it simpler for a leader to identify any members of the team who are not following their vision. Likening this to concepts within the military, Huntington’s work summarises the leadership style of the military as “disciplined, rigid, logical, scientific; it is not flexible, tolerant, intuitive, emotional” (Huntington, S.P. 1981) and when considering the authoritative leadership within the police, this quote evidences the same thoughts and feelings officers and the public have of this style of leadership within the police. The authoritative leadership style has also been reinforced by the college of policing as the police force looked to professionalise themselves in the early 2000s, indicating having a shared vision across the police forces and to have an identifiable social group to conform to (Davis, C. an Silvestri, M. 2020). The concept of having a professionalised policing framework also led to the shared practice of evidence based policing (Petersén, A.C. and Olsson, J.I. 2014) being the foundation of police objectives and strategies, of which evidence based policing suits the style of authoritative policing well by being ‘logical’ and ‘scientific’.

Considering the drawbacks of this leadership style, would be to focus on the latter end of that quote. Authoritative leadership is a ‘top-down’ style approach to leadership that can lack emotional intelligence and creates a disconnect between the team (or officers in this case) and their leaders. It also stifles an individuals ability to be intuitive and ability to voice their own opinions or suggestions towards goas, resulting in a cynical mindset and distrust towards leadership (Simmons-Beauchamp, B. and Sharpe, H. 2022). Taking into consideration ‘evidence-based policing’ in this context, this style of policing takes a more scientific approach and removes the perspective of frontline officers in decision making and understanding of best practices towards organisational goals (Bradley, D. and Nixon, C. 2009). 

The second style of leadership is transformational leadership. This could be considered the more modern approach to policing as it tackles the latter of authoritative leadership. Transformational leadership takes a more emotional and personal approach to leadership, emphasising on the intuitiveness of individuals, understanding and acknowledgment of emotional intelligence and providing more of a dialogue up and down the chain of command (Davis, C. an Silvestri, M. 2020). As evidenced by Sarver, MB. And Miller, H. (2014) transformational leadership appeared to be more commonly used by police forces and attributed to more confident, positive and approachable leaders resulting in a positive relationship between leaders and their teams.

Despite transformational leadership appearing to be a more positive and inclusive approach to leadership, Davis, C. book “Critical Perspectives on Police Leadership” documents the concerns surrounding transformational leadership within the public sector. Policing as a service needs clear organisational and cultural goals, whereby failing to deliver on them could have serious consequences for not only the organisation, but the public themselves. By having a more flexible, inclusive approach the police as an organisation may struggle to deliver on their goals as they focus on the inclusivity of their teams and being emotionally aware, thus being in contradiction of it’s hierarchical structure and chain of command.

Comparing both types of leaderships, I would state that there is need for both practices to be used within the policing context. From a stakeholders perspective and senior bodies of the police, having an authoritative approach not only reinforces it’s professional standing and hierarchical structure, but it also shows a clear and direct initiative for all teams to follow. By doing so, this makes it simpler to recognise areas for improvement and for teams to know what is expected of them. However, within concentrated leadership groups such as dedicated shifts within a borough with the main point of contact being a local sergeant for a team, I would suggest a transformational leadership style being more appropriate. By having a Sergeant who is emotionally aware of their teams needs and concerns, they are able to adapt their operational style to promote their teams inclusiveness and inspire them towards a shared vision. By having a two way dialogue with their team, a transformational leader is able to adapt and react to their teams abilities and goals so that they can lead them to be operationally successful, which in turn supports that leaders objectives from their authoritative leaders.

I will now reflect on an incident where I demonstrated use of both styles of leadership with an offender and victim. As a police officer, it is a given that throughout your day to day duties you will take on different roles and strategies to accomplish tasks, and this is further evidenced by the use of the national decision model (College of Policing, 2013b). For the purposes of structuring this reflection, I will be using The Gibbs Reflective Cycle (Gibbs, G. 1988).

I attended a domestic related incident in which it was reported that a male and female were having an argument, and the female had called 999 reporting that the male had pushed her over. I attended this incident and was immediately met by the offender who stated nothing had gone on. I had attended this incident with three colleagues who were of lesser service than myself. I then went into the property and spoke with the victim, she too stated that nothing had happened and that she had lied, she just wanted him removed from the property. I then left the property and left my colleagues with the victim and offender so I could conduct some house to house enquiries.

I had spoken with some neighbours who confirmed that they had heard a disturbance, but could not confirm that anyone had been assaulted. I then returned and de-briefed with my colleagues. My colleagues had ascertained no more information other than there were signs of a disturbance within the property, and that the victim appeared fearful of the offender and did not want him to remain within the property. My colleagues were initially discussing that they would just ask the offender to leave the property as a way of dealing with the incident. However, I informed my colleagues that this was not enough to safeguard the victim, that she had initially disclosed an assault and they had already raised concerns that she was fearful of the offender. My colleagues continued to insist that they did not believe there was enough information to carry out an arrest, But I reminded them that all domestic incidents are to be met with positive action and that there was enough to suspect an offence had taken place, and that we should act on this to safeguard the victim. My colleagues then agreed to my suggestion and arrested the offender and removed him from the area. I then went and spoke with the victim.

When speaking with the victim, It was apparent that they were indeed fearful of the offender and were withholding information. I asked them what there concerns were with regards to disclosing information to the police and they stated they were fearful of any repercussions and that they feared the offender would only return and do worse to them. I then explained to the victim the process that the offender was now going through and what powers we now had in place as a result of that to safeguard the victim. I then explained the process of providing support and evidence for police action to them so that they were able to fully understand what is expected of them and that the result would mean that offender stays away from them for good as a result of prosecution. The victim understood following this and provided further disclosures.

My feelings towards this incident echo previous feelings mentioned within this workbook. Despite my short length of service, I have quickly become the most experienced in service amongst my immediate team, resulting in myself effectively becoming a leader amongst my immediate shift. By recognising and acknowledging this, I am able to make informed decisions that consider organisational goals and strategies. 

Evaluating and analysing this further, By understanding that my decision making considers organisational goals and strategies, I can establish that I am responding to authoritative leadership from my peers and stakeholders. This is evident as my rationale for decision making was to consider organisational strategies and goals such as positive action (College Of Policing, 2015) towards domestic incidents. I have then in turn, relayed an authoritative style leadership towards my colleagues, by stating to them that their suggestion to resolve the incident was not in line with organisational goals and was incorrect.

Considering how this may have made my colleagues feel, it is likely to have caused them to feel that I was dismissive of their suggestions and taking an analytical and scientific based approach, rationalising my decision making on policies and procedures as opposed to what they felt they had seen or heard at scene. However, by evidencing my decision making based on organisational goals to my colleagues, they were also reminded of what is expected from them in their role and were in agreement that my suggestion was in line with our stakeholders visions.

When I have then spoken with the victim, I have demonstrated a transformational style leadership approach. The role of leadership as a police officer extends beyond the boundaries of the organisation as we are leaders and role models within our local communities and our service users look to us to lead them. When I have spoken with the victim, I have let them express their concerns with supporting police action and providing evidence, demonstrating emotional awareness. I have then explained to the victim the process of court proceedings and safeguarding initiatives such as DVPNs and DVPOs (DVPN, 2022). By doing so, I have been able to identify that the victim wants the same objective as I do, and I have been able to motivate them and inspire them to also work towards that shared goal.


In conclusion, I have learnt that I am able to cater my leadership style dependant on the person or community I am dealing with. I would argue that the authoritative leadership is more suitable for policing when dealing with and tackling crime incidents, as it makes the shared goal and strategies simple and clear to follow, relying on an evidence based approach to decision making and safeguarding. Although the authoritative approach may provide a level of disconnect between the team and the leader, it is more likely to achieve the end goal and a more efficient pace. There is certainly still a need for a transformative approach, as emotional intelligence is important to gain inclusive effort, but within the policing organisation when dealing with incidents, I believe as evidenced here that it is likely to cause more confusion and divided suggestions when dealing with incidents. An authoritative approach reinforces the role of the leader and allows officers to act efficiently. However when acting as a leader with service users and victims, a transformative approach is more suitable, as it allows the individuals voice to be heard and allows the leader to use their emotional intelligence to motivate and inspire that individual to reach the shared goal.
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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:

There is no doubt that my first three years in the police have had a wave of different challenges, emotions and successes. I would argue that it is only now in my final year, that I feel like a established police officer with little doubt in my ability to not only deliver on my role as a police officer, but also coach and mentor others to be credible police officers too. To reflect upon my three year probation, I will be using The Gibbs Reflective Cycle (Gibbs, G. 1988).


My first year as an officer, I do not believe I was aware of how much the organisation protects you from the reality of day to day policing. You’re quite protected in terms of the size of the workload you may carry, and you are heavily supported by your team and leaders for guidance on the best way to tackle incidents. During my first year of policing and following on from six months of classroom based training, I had a mentor for the first 12 weeks on the beat and then following that, I had a tutor on shift who regularly provided me guidance and feedback. During my first 12 weeks I felt that I was led by my tutor into incidents and was more so observant than actually involved in the decision making. This resulted in some of my feedback from peers stating that I sometimes came across disengaged or unwilling to get ‘stuck in’. 

My second year as an officer is what I found most challenging. During this time, there was a shortage of staff due to transfers, attrition or sickness and I very quickly became one a few officers on shift, all with as much experience as me with no one we could immediately turn to for support. During this time, I had challenges with regards to being unsure if this was the right career path for myself and struggled with uncertainty around my decision making. In this time, the majority of learning and coaching was done independently by myself, having to research solutions, definitions and educate myself to adapt strategies to use going forward and gain a knowledge of my powers and polices.

My third year has been my strongest, in which I feel that I have fully embraced the role of a police officer and feel confident in my ability to perform. I am also now a more vocal voice amongst my shift, who are all much younger in service than myself, Naturally leading to me now being somewhat a mentor towards them, providing them with regular feedback and guidance when attending incidents or debriefing following them. I regularly ask for feedback from my peers and my Sergeants to gain a better understanding of what they are seeing from their perspective and acting on this information.

Evaluating and analysing my first year, I can identify that my training journey fits within the proposed ‘GET model’ Litmanovitz, Y. 2022). The GET model proposes three main structures to an efficient police training model which are:
1) The individual officer
2) The learning environment
3) The police organisation

Reflecting back on my first year within the GET model, I can identify that the classroom based training initially provided to myself appeared in contrast to then what I was then experiencing in my first twelve weeks. The GET model suggests to use role-play tasks and practice when preparing for the role, but in my personal experience I did not feel that this naturally transitioned to the real practicality of being a police officer once in my first twelve weeks. Similarly, the second aspect of the GET model which is the learning environment also did not transition well once into the role of an officer in tutorship. The final stage of the GET model is the Police organisation. For myself, I believe this aspect of the training model did transition well into practicality. I was very aware of what was expected from me in my role, and I had an understanding of what the organisations goals and objectives were.

Addressing then the feedback I had been given, about not being stuck – in, a long with the above, Suggests that the method in which I was being taught, was not one that I was responding to particularly well. This may not be the fault of the training programme, or my individual tutors, but it is known that not all persons respond to teaching in the same way. Researching this further, I would identify myself as a reflector (Pritchard, A. 2006). Reflectors are learners who learn by standing back and observing. They may be slow to act or react, but when they do it is based off information gathering and consideration of all factors. Interestingly, such a way of learning lends itself to the characteristics of the national decision model (College of Policing, 2013b). I would also identify myself as a kinaesthetic learner, which is learning by doing. By understanding and identifying in myself these learning characteristics, I can identify that the classroom based way of learning does not suit my learning style, as I prefer learning by doing, but in a physical and practical setting I’m more likely to observe at first hand, gather information and then act, which coincides with the feedback of appearing disengaged.


My second year as already stated was my most challenging mostly due to a lack of tutoring or mentorship due to resourcing issues. This forced me to engage in self-learning and accountability for my decision making. Researching this, I can identify usage of the GROW model within my methods for self learning (Mogonea, F. 2022).The GROW model breaks down as follows:
G - establishing a goal
R – examining the reality
O – considering options
W – WILL do/ WAY forward

By using this method to frame my reflection at this time, I would say this method was used frequently to further my self – learning. An example of this would be when I had a complex fraud incident on my workload. I had very little peer support in tackling this investigation which required a lot of time and knowledge to be able to understand and investigate. Within the context of the GROW model, I can retrospectively see how I first established my goal being that to bring the investigation to a complete status by exhausting all lines of enquiry. The reality of the situation was that I had very little knowledge on how to tackle the incident or what tools I had at my disposal. The option I considered was writing down a summary of the status of the investigation and what I had identified as lines of enquiry. I then reached out to an officer who worked within the fraud investigation team and asked that they may review my summary and provide me with some guidance as to what to do next. This resulted in the officer providing me with a list of identified enquiries to investigate. I then used a format I have used extensively for a long time known as SMART objectives (Bjerke, M.B. 2017) to breakdown my workload into manageable amounts with clear time frames as to when they needed to be tackled by based on the associated level of threat risk and harm.

Considering the risks of this self – taught method, it relied on myself being the critic of my actions and methods as opposed to external factors and peers. The danger of this of course being that I may not have identified mistakes in my learning at the time which may have then become a normality for myself when it is in fact the incorrect or less efficient way of tackling an objective. However, I would say that the alternative of not furthering my learning would have been of greater risk and likely made several situations worse for myself.

Analysing my third year, I can identify that whilst still young in service, I have now also become a mentor to others, bringing it’s own needs and concerns for me to consider. As a result of my own learning and experiences, I am able to identify that junior officers may struggle with the steep learning curve when joining the role and may potentially ‘clam up’ and not speak out in fear of coming across and incompetent or fearful of completing their duties (Gill, M.J., Roulet, T.J. and Kerridge, S.P. (2018). This can then in turn, lead to an impact on their mental health and may lead to unnecessary attrition of officers new in service. I can also recognise the different ways in which people learn and adapt my coaching style to suit. The majority of probationers I have mentored appear to have a more confident attitude, with a willingness to try and learn from their mistakes. Referencing back to the different types of learners, I would identify them as activist learners, who react better by immersing themselves in experiences to develop an understanding. By knowing this, I can then use the GROW model with the probationer to help them talk through their experiences following an incident and provide feedback as to what they can do better next time and what they did well.
Considering the risks with myself now being a mentor, I would argue the biggest challenge is the feeling that you as a mentor are still expected to carry out your day to day roles and in essence, have to be mindful of not only your work and actions, but also those you are mentoring (Tyler, M.A. 2011). Being aware of this, it is essential that you as the mentor are also accountable for any decision making made by a probationer with your guidance.

I would argue however, that due to my learning style and traits of being a reflective learner I am able to base all my decisions around what I have seen and observed, this is not only reflective on policing procedures such as the national decision model, but also part of the learning I provide to my probationers through the GROW model, ensuring that all relevant information and evidence is gathered before making a decision or providing feedback. It also indicates that I do not rush any decision making which is key when being mindful of not only my own work but of others.


In conclusion, I am happy reflecting on my three years in probation. I feel that I have gained enough experience and knowledge through challenging circumstances to conduct my role efficiently and within organisational objectives. Going forward, My main action to take from my reflection is surrounding feedback given to myself. In future, I wish to be more proactive in response to feedback and to take a reflectors learning style approach to any feedback, rather than taking it personally. By taking a reflectors approach, I can observe and understand the context of the feedback, Then use the GROW model to set out a learning strategy for myself based on the feedback, followed by SMART objectives to set a reasonable timeframe in which I will develop the skills required from the feedback.
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