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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:
Introduction
In this essay, I will evaluate the College of Policing's strategic function in improving the professional standards of policing in the United Kingdom using Gibbs' Reflective Cycle (1988), which is made up of six stages: description, feelings, evaluation, analysis, conclusion, and action plan. These provide a structured framework for reflection, enabling a deeper understanding of practice.
By following the stages of Gibbs' Reflective Cycle, I will explore an episode in which I actively participated during my third probationary year. I will discuss my experiences and efforts to exemplify the attributes of a modern, professional police officer over this period. Through the Description stage, I will detail the specific incident; in Feelings, I will express my emotional response; in Evaluation, I will assess the positives and negatives of the experience; in Analysis, I will interpret the situation; in Conclusion, I will review my learnings and in the Action Plan, I will outline future improvements.
Finally, I will examine how my policing strategy has developed throughout my last year of probation, reflecting on my evolving role as a contemporary police officer. 
Summary
I remember a night shift during which I collaborated with a recently independent colleague. The received call was an urgent request, labelled "G1," signifying the highest level of urgency. The caller, a distraught transgender male, described being physically attacked by her male spouse. As an individual trained in emergency response and with access to police cars, we quickly responded to the site using blue lights. During the answer, my colleague offered directional assistance, guaranteeing that we arrived at the destination promptly. At the same time, the control room transmitted important updates about relevant information/indicators from both sides.
Upon reaching our destination, we turned on our body-worn cameras. Before reaching the entrance, we examined the outside of the house for any indications of disruption, which were noticeable upon inspection there appeared to be a smashed wine bottle outside the front door. We approached the front door and encountered an individual who reported experiencing severe discomfort in her rib cage and spine, accompanied by potential cranial trauma as seen by facial inflammation. 
Given the extensive amount of information needed, the decision was to request an ambulance at the location. The ambulance service's initial estimate of a three-hour arrival time. The victim implored us to get her to the hospital, expressing dissatisfaction with the delay. I clarified that due to the intensity of her back pain, it may not be feasible to transport her immediately, and we would need to await the arrival of the ambulance, which possesses superior capabilities in handling such medical emergencies. 
I proceeded to perform a comprehensive investigation of the premises to confirm the absence of the male suspect in the house and garden, I examined the film from the doorbell camera. This evidence confirmed that the male individual had departed from the premises before the arrival of the officer, supporting the account provided by the victim. Later, my colleague told me that the victim was able to move well enough to be taken into a police vehicle. Subsequently, the sufferer was conveyed to the accident and emergency department of the nearby hospital, where she was admitted and stayed for several days. Throughout this period, I consistently received updates from the A&E doctor regarding the outcomes of a sequence of scans. The scans showed sustained mandibular fractures and a cranial injury resulting in a concussion. 
Before entrusting the victim to the A&E, I seized the chance to explain the Live Fear Free Helpline to the person. This resource, offered by Welsh Women's Aid in 2021, provides help and aid to people who have encountered domestic abuse or violence. I reassured her that whenever she feels prepared or requires additional assistance, she can contact the helpline for support. 
The next day, the neighbouring police force apprehended and detained the male suspect on the grounds of intentionally causing serious physical damage, as stipulated in “Section 18 of the Offences Against the Person Act 1861” (Offences against the Person, including the Charging Standard, 2020).
Feelings
Upon reflection due to the nature of the job in response, I have become more adapted to conflict such as domestic violence. In my third year, as I have been able to gain experience throughout my time in response, I believe that I am capable of handling majority of incidents and have become more adaptable to new incidents. I believe the more experience I gain in response and exposure to more different incidents will allow me to become more competent police officer. 
Evaluation
Based on the information we had during the incident, we assessed the level of risk involved and sought advice from the Emergency Medical Services before proceeding to bring her to the hospital. The individual expressed a desire for immediate attention, particularly for her head and spine. The severity of the injuries, the ambulance's estimated arrival time, and the distance to the hospital had to be considered. We implemented precautionary measures to guarantee the victim's safety at the hospital and a password to prevent the unidentified male from discovering the victim's whereabouts according to the Fundamental of Risk Management (Hopkin, 2018).
In particular, prior to our arrival, we discussed about the powers of entry at our disposal, specifically “Section 17 of the Police and Criminal Evidence Act 1984”, which would authorise us to apprehend the male individual and use the power of arrest. Given the seriousness of the offence described by the victim, I considered two potential offences: causing serious grievous bodily harm with intent, as defined in “Section 18 of the Offences Against the Person Act 1861”, or causing actual bodily harm, as outlined in “Section 47 of the Offences Against the Person Act 1981”. The specific offence would depend on the severity of the injuries sustained (Taylor, 2024). Furthermore, the individual allowed us to enter through the front entrance, we did not have to exert our power. Meanwhile, my colleague proactively chose to stay with the victim, supporting and collecting essential information about the altercation between her and her partner.
A modern professional police officer in the UK is defined by their commitment to community engagement, adherence to high ethical standards, and proficiency in modern technology (Neyroud, 2011). They excel in problem-solving, effective communication, and building trust with diverse communities. Officers must also maintain their mental and physical well-being, demonstrate resilience under pressure, and adapt to evolving practices and emerging threats. Continuous learning and specialist knowledge are crucial, as is the ability to work collaboratively with other agencies and teams. Although policing has seen twenty-five percent cutbacks, it has had to acknowledge this and adapt to become more economical going forward. This is why I am striving to fulfil the position of a modern, professional police officer. 
I was able to structure my justification for my conduct throughout the incident by applying all six national decision-making aspects to my investigation. These components include obtaining data, evaluating risks and threats, considering authority and regulations, determining options and backup strategies, taking action, and evaluating the results (College of Policing, 2014). By doing this, I made sure that my strategy complied with the “Policing Vision 2025”, which places a heavy emphasis on integrating legitimacy, trust, and confidence into policing. Given the reality that communities are becoming more diverse, and that terrorism is changing (National Police Chiefs Council, 2016), I carefully consider these factors when making my decisions. The prevention, vulnerability, and risk management strategies, in addition to efficient collaboration and information exchange, are key to the 2025 Vision. 
Analysis
The Strategic Policing Requirement 2023 report from the Home Office highlights the implementation of the Tackling Domestic Abuse Plan in March 2022 as a strategy to combat abuse and violence.  Given the disproportionate impact of violence and abuse on women and girls, this plan places a high priority on their safety. The document in question also delineates the three primary objectives that the National Police Chiefs' Council and the College of Policing have established: bolstering public trust in the police, vigorously pursuing criminals, and creating safer surroundings (Strategic policing requirement 2023).
With our response to this occurrence, we successfully met all three objectives outlined in the report. Firstly, the prompt and resolute response to the incident enhanced the victim's trust in the police. Secondly, we included the suspect in the roster of high-priority suspects, ensuring that all teams of officers would be aware of his location and actively pursue him during their shifts. Thirdly, we ensured the safety of the victim by transporting him to the hospital and implementing a password system to enhance his protection.
The competency and values framework (CVF) were developed as a result of the CoP (2015) leadership review's conclusion that the principles defined in the code of ethics ought to be embedded at all levels. The CoP (2017) states that this new CVF consists of six competencies that are divided into three categories to represent differing levels of complexity and responsibility. These levels are intelligent, creative, and knowledgeable leadership that is inclusive, enabling, and imaginative; and policing that is resolute, compassionate, and devoted. Openness, neutrality, honesty, and public service are the guiding principles. Integrating values and competencies puts the focus on the process of completing tasks rather than the final product.
Conclusion
The College of Policing (2020) introduced two new police programmes, namely the Degree Holder Entry Programme (DHEP) and the Police Constable Degree Apprenticeship (PCDA), as part of the Policing Education Qualifications Framework (PEQF). The Association of Police and Crime Commissioners devised and sanctioned the initiatives. They emphasised the importance of uniformity, certification, and clearly defined roles, as well as the need for specific skills and experience supported by credentials. I am nearing the completion of the Police Constable Degree Apprenticeship, which demonstrates my commitment to becoming a modern and skilled police officer. Upon completion, I will earn a degree in Professional Policing Practice, highlighting the College of Policing's dedication to upholding professionalism in the United Kingdom. This degree will delineate all the responsibilities that a contemporary police officer must fulfil. 
During the third year of my probationary period, I have acquired a substantial amount of knowledge through my participation in the Police Constable Degree Apprenticeship, interactions with a range of colleagues, and hands-on job experience. The diverse experience I gained from working in several departments and fulfilling different duties, particularly as a response officer, has greatly contributed to my professional development. I have made mistakes, but I consistently learn from them. Given the nature of my job, I receive a wide range of calls that cover a variety of situations. This experience has facilitated my rapid development and honed my ability to think fast and adapt under stressful circumstances. I have been fortunate to have knowledgeable officers in my area that I can learn from and ask for assistance when facing unfamiliar situations.  Knowing and comprehending the CVF will help me advance my own leadership abilities. In the past, I might have asked my supervisor to confirm that I was making the right choice. There is less fear of making mistakes when judgements are made while abiding by the code of ethics and properly utilising the NDM since I can defend the necessity and proportionality of my actions concerning risk management. Additionally, it motivates me to be more forthcoming and truthful about my activities.
Action Plan
After a careful evaluation of the circumstances and our protective, nurturing, and assistance protocols, I am certain about our effective solution given the situation. I maintained a professional demeanour in the presence of the victim, his family, and my colleague, and I believe that our approach was appropriate and successful. Throughout the entire episode, I adhered to the code of conduct, which has ten norms of professional behaviour and nine principles of policing. Furthermore, I would maintain our response, as I am confident that we successfully adjusted to the incident we were addressing throughout that period. 
The National Police Chiefs' Council published the report "Workforce Transformation in the Police Service" in 2018. It focuses on the entry requirements for a police constable position. The paper emphasises the implementation of the Police Constable Degree Apprenticeship, characterising it as a widely acknowledged accrediting system that guarantees individuals have the requisite knowledge and abilities for their positions. This accreditation offers confidence to both the public and professionals in the field (National Police Chief’s Council, 2018). 
The College of Policing introduced the "Five-Year Strategy" in 2014 with the primary objective of setting professional practice standards. The goal was to improve professionalism and police force standards. The section under "Knowledge, Research, and Education" outlined their objective of "establishing the nationwide policing curriculum." The Degree Holder Entrance Programme (DHEP) and the Police Constable Degree Apprenticeship (PCDA) have implemented two entrance ways to achieve this objective (Strategy, 2014).
Word count: 2128
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:


Introduction
For this assignment, I will examine a scenario where I used social media to actively involve the public and disseminate policy recommendations demonstrated via the Gibbs' (1998) reflective cycle. I will evaluate my experience impartially, considering the force's social media usage standards. I will also analyse the various social media platforms used by police force, evaluating their benefits and drawbacks.
The Gibbs Reflective Cycle is a comprehensive paradigm of reflection consisting of six stages: description, feelings, evaluation, analysis, conclusion, and action plan (University of Cambridge, 2020). This essay will thoroughly analyse each phase of the model.
Description
During my night shift at the designated police station, I was collaborating with a colleague when we received an urgent call reporting a serious vehicular accident in our jurisdiction. The incident involved a high-speed collision in which a car had crashed into the living room of an elderly couple's residence. Given the gravity of the situation, a coordinated multi-agency response was imperative. This response included me and another officer from the emergency response unit, alongside personnel from the ambulance and fire services.
The location of the incident was particularly hazardous: it occurred on a poorly lit road featuring a sharp bend. The house, situated at this bend, was devoid of any protective barriers, thereby exacerbating the vulnerability of the residence to such accidents. The combination of low visibility and the lack of safety measures contributed to the severity of the crash. Upon arrival, our primary objectives were to secure the scene, provide immediate assistance to the victims, and collaborate with other emergency services to manage the aftermath effectively. This incident underscores the critical need for improved road safety measures and infrastructure enhancements in high-risk areas.
Upon arriving at the scene, the fire service had reached the location moments before us, and shortly after, the ambulance arrived. Given that the incident involved a vehicle crashing into a house, the fire service immediately initiated their response. Our team proceeded to close the roads on both sides of the incident to ensure privacy and maintain a secure scene. This measure was taken to preserve the best possible evidence, in accordance with the "Golden Hour" principles.
The "Golden Hour" refers to the critical period immediately following the reporting of an offense or incident, during which prompt and effective action is crucial. This period is vital for protecting, preserving, and collecting material that could otherwise be lost, damaged, altered, or destroyed. The actions taken during this time significantly improve the chances of identifying suspects, protecting victims and witnesses, and achieving favourable criminal justice outcomes. All investigative personnel must contribute to preserving life, securing material evidence, reducing the loss of critical information, and maximizing the likelihood of obtaining admissible court evidence. 
Regrettably, the incident resulted in the tragic deaths of two elderly individuals who were in their living room at the time of the collision. Upon examination of the scene, it was determined that the vehicle involved in the crash was unoccupied. Eyewitnesses reported seeing two injured males fleeing from the car. In response, authorities decided to employ various media outlets to disseminate information regarding the ongoing road closure. Furthermore, the strategic use of social media platforms was considered to solicit assistance from the public in identifying any potential witnesses who could provide valuable information to aid the investigation. This approach aimed to enhance community engagement and expedite the resolution of the case through the collection of eyewitness accounts and other pertinent details.
Social media platforms such as Facebook, Twitter, Instagram, and YouTube are utilised by police forces to engage with the public. These platforms facilitate quick dissemination of information, enhance communication during emergencies, and allow for community outreach and engagement. Benefits include improved public trust, transparency, and the ability to gather intelligence and witness statements. However, risks involve the rapid spread of misinformation, privacy concerns, and the potential for public scrutiny and criticism of police activities. Despite these challenges, social media remains a vital tool for modern policing, balancing the need for public interaction with operational security (Van De Velde 2015).
Considerations
Initially hesitant due to the unfavourable comments prevalent in police social media posts, I debated whether to utilise these platforms to disseminate information about such incidents. Anticipating criticism, I presumed that such a post might provoke a negative public reaction, particularly concerning families who might be unaware of their loved ones' involvement, potentially causing undue anxiety. Moreover, social media's rapid dissemination capabilities amplify its potential negative impact, making careful consideration of its use crucial in sensitive situations.
As events unfolded that night, I came to realise that the post was indeed well-considered and, when used judiciously, a powerful tool for the police. The rapid attention the post garnered underscored its effectiveness, as both residents and others heeded police instructions to avoid the area.
As the night progressed, my initial reservations regarding the post gradually transformed into a deeper appreciation for the potential of social media in police operations. This incident served as a pivotal moment, prompting me to reconsider my stance. I now recognise social media as a powerful tool for the police, capable of not only disseminating critical information quickly but also engaging and mobilising the public effectively. This realisation has broadened my perspective on how police can leverage social media in diverse situations, enhancing public safety and community relations. Moving forward, I see social media not just as a platform for communication but as an integral part of modern policing strategies, offering invaluable opportunities to inform, educate, and collaborate with the community in times of need.
Evaluation
At the time of the event, I lacked training in the use of the police force's social media accounts and was therefore unfamiliar with the posting guidelines for official police profiles. However, my coworker, who was working alongside me, had completed the requisite training to gain access to these accounts. Following the incident, I dedicated myself to improving my knowledge of social media, ensuring that I am proficient in its use and able to effectively utilise it in similar situations. This involved familiarising myself with the platforms and their functionalities, recognising their importance as tools for communication and public engagement in policing.
Adherence to The College of Policing's (2022) "Code of Ethics" regarding media engagement is crucial when utilising social media platforms. The Code of Ethics, as outlined by The College of Policing (2023), sets forth essential conduct standards for all police personnel. Therefore, posts on social networking sites must align with these guidelines. The recent post exemplified compliance with the Code of Ethics principles of "Openness and Transparency" and "Confidentiality" by omitting personally identifiable details and providing comprehensive information to inform the public about the incident. This approach aims to build trust and foster positive community relationships through responsible communication. 
The social media post regarding this incident was disseminated across various platforms such as Facebook and Twitter, significantly amplifying its reach to a wide audience. The tweet alone reached a substantial number of individuals, leveraging South Wales Police's extensive following of 170,000 on Twitter and 205,000 on Facebook. This broad dissemination underscores the post's effectiveness in reaching a diverse demographic and engaging a large community audience during the incident (van de Velde et al., 2015).
Analysis
Social media usage under the auspices of South Wales Police, including personal accounts of police officers and staff, adheres strictly to an established policy. This policy mandates that social media platforms serve the purpose of public interaction and dissemination of information. 
South Wales Police maintain an active presence across several social media platforms, including Facebook, Instagram, Twitter, LinkedIn, YouTube, TikTok, and Instagram. Facebook accounts are organised into a main South Wales Police account, as well as separate accounts for each geographic area within each Basic Command Unit (BCU).
Police forces across the United Kingdom recognise the significance of utilising social media for engaging and communicating with a broader audience, as highlighted on The College of Policing's (2020) Communication webpage. The College of Policing (2020) has outlined essential "principles of online engagement," emphasising credibility, consistency, responsiveness, ambassadorship, inclusivity, ethics, and personability. Additionally, the Association of Chief Police Officers published a comprehensive 2013 paper providing detailed insights into the use of social media.
The UK police forces have increased the use of social media since 2008 to engage the public, driven by political goals of enhancing trust and involving communities in crime prevention. Led by the Association of Chief Police Officers, a national agenda promotes social media for engaging diverse groups in local policing discussions. The study examines how effectively police, a hierarchical institution, have utilised platforms like Twitter for interaction and content creation. It concludes that due to institutional constraints, social media use remains cautious, reinforcing existing communication methods rather than fully exploiting interactive potential. Strategic adjustments are needed to achieve broader social media objectives in policing (Crump, 2011).
Conclusion
A beneficial and effective method to manage access and posting on social media accounts for South Wales Police is to mandate completion of a training program before gaining account access and posting privileges. This requirement ensures that posters have acknowledged and understood the social media policy and guidelines for internet publishing under South Wales Police, thereby holding them accountable. The training program provides prospective users of the police's social media accounts with the opportunity to thoroughly understand the guidelines that regulate their use.
According to The College of Policing (2022), while the Corporate Communications Department is not directly engaged in every social media interaction, they are available to provide guidance to users of the social media accounts to avoid incorrect posts that could lead to public complaints. The responsibility for posts made on these accounts lies with the users creating the posts.
The Independent Office for Police Conduct investigates instances of social media misuse, whether on platforms managed by police accounts or on personal accounts of serving officers and personnel. According to the Independent Office for Police Conduct (2021), distributing or posting objectionable content on social media is deemed inappropriate for active police personnel, potentially leading to misconduct investigations.
Action Plan
Having completed the training program and thoroughly reviewed the social media strategy in light Hopkin of the incident, I now possess a greater level of competence and self-assurance. I have acquired outstanding expertise in proficiently utilising social media platforms to actively interact with individuals and disseminate information.
In the future, I intend to utilise the tools offered by the College of Policing and the Corporate Communications Department of South Wales Police to augment my comprehension of upcoming policy modifications and the wider domain of social media. Without a doubt, the use of social media by the police is enduring and essential. The police will consistently rely on it as a vital tool to immediately inform the public of specific facts or to gather useful intelligence. Furthermore, I will use the knowledge that I have gained from this experience to help my colleagues comprehend the fundamentals of the current regulations and point them in the direction of more resources to guarantee the spread of accurate information on social media platforms.
Word count: 1842









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:

Introduction
In this reflection, I will assess my leadership strategies as a police officer, drawing on my personal experiences. I will explore different leadership styles that I have utilised for various incidents and will analyse how these leadership styles impact my interactions with victims and the overall outcomes. Furthermore, I will describe how I have adjusted my leadership approach to handle evolving circumstances, highlighting my ability to manage changes and effectively support my team.
Discussion
Benmira and Agboola (2021) defined the leadership style by highlighting the approach and methods a leader uses to guide, motivate, and manage their team. It encompasses how a leader interacts with team members, makes decisions, and handles various situations. Leadership styles can influence team dynamics, performance, and overall effectiveness. 

[bookmark: _Hlk175218000]Different approaches with definitions and applications of leadership styles including Democratic, Situational, Strategic, Transformational, Transactional and Autocratic are outlined below. Democratic leadership is defined as team members being involved in decision-making (Berkovich and Eyal, 2015). Everyone can engage, contribute, help solve problems and set goals together, the leader has the final decision. This approach appreciates teamwork and considers everyone's opinions. On the other hand, the Situational leadership style was created in 1969 by Dr. Paul Hersey and Dr. Ken Blanchard and is achieved by using a flexible approach, adapting the decision-making process to meet the needs of a given situation (Walls, 2019). Strategic leadership is defined as managers help their team and organisation to reach long-term objectives by applying problem-solving techniques and a well-defined vision (Samimi et al., 2022). Transformational leadership is defined as a leader inspires and motivates the team to thrive by creating a common goal, promoting creativity, and aiding in both individuals and professional development (Bush, 2018). Transactional leadership is defined as team members are motivated and directed by rewards and penalties to fulfil duties that meet standards (Masa’deh et al., 2016). Lastly, Autocratic leadership is defined as decisions are made completely by the leader alone, with little to no input from colleagues, requiring a complete obedience to orders/commands (Briker et al., 2021).
Kippenberger (2002) claims that different leadership styles hold more than mere behaviours and attitudes, as they originate from complex connections involving cognitive processes and emotional states. By understanding these fundamental forces, it allows me to establish the reasons for my actions and how my approaches will affect my decision, the outcome of the situation and myself/my team members’ development. Below I will demonstrate my employment of different leadership strategies which encompasses not only external behaviours but also the intricate dynamics of interior psychological structures that influence my decision-making and collaboration within my teams and the organisation. 
I have utilised different leadership styles over the last three years dealing with both my team and the public. I have mostly employed situational, democratic, and transformational leadership styles and am always eager to learn more leadership styles to allow me to become more effective as an officer. The below incident will be discussed and analysed as a demonstration of my use of several leadership strategies as part of my daily job role in response including democratic, transformational, autocratic and situational. While doing a regular patrol, my associate and I promptly attended to a report of theft. As a more seasoned officer, I established leadership and issued explicit directives to guarantee our well-being and maintain command over the situation. After realising my colleague’s anxiety, I adjusted my approach by transitioning from a prescriptive manner to a facilitative one once the circumstances became more stable. To which then I utilised situational leadership, I changed my strategy according to the situation and my associate's needs. My colleague was able to become more involved in the operation as the situation became more stable. This change not only helped her feel less anxious, but it also gave her greater confidence and competence, and enabled her to participate more efficiently. 
[bookmark: _Hlk173306494]Via the situational leadership-defined by a flexible response to the given situation, I was able to tailor my approach to the changing circumstances and my team member's requirements, showcasing my commitment to supporting my colleague’s development. This experience demonstrates my capacity of situational leadership skills to adapt my approach in order to attain the best results and encourage team’s growth. To enhance my coworker’s confidence in handling incidents, I was trying to help as much as I could by being reassuring and supportive to her thought/decision. For example, we responded to an incident involving a shoplifter at a retail establishment within a shopping centre. According to the allegation, a black male wearing a black and white track suit entered the store approximately 5ft6 with blonde hair and took several goods from the shelves which was captured on camera and declined to pay when confronted by the store employees. 
The staff informed us that the male had left just before our arrival and gave us a rough idea of the direction he had taken. Subsequently, we informed the personnel of our intention to conduct a thorough search of the area and obtain a statement from them regarding the theft and loss incurred by the store. Through such public’s involvement, I implemented a democratic leadership approach. By valuing their opinions and keeping them updated on our next actions, I promoted teamwork. Along with helping to obtain important information, this strategy promoted collaboration and confidence between the officers and the public.
We then proceeded towards the black van which appeared to be a commercial vehicle stationed in the communal parking lot. As we neared the van, a man yelled loudly from the car park which was situated at the rear of the shop where the theft has occurred and began moving in a hostile manner towards our direction. Recognising the escalating situation, I demonstrated situational leadership by quickly determining how serious the threat was and adjusting my strategy to guarantee my colleague's safety. When things calmed down, I took on a more supporting position, guiding my colleague through the next steps and boosting her self-assurance. 
Swid (2014) reported that compared to transactional leadership, transformational leadership showed a stronger response with police officers and thus have been utilised more often across the force. Additionally, Bass and Riggo (2006) defined transformational leadership as a leadership style that inspires and motivates followers through idealised influence, inspirational motivation, intellectual stimulation, and individualised consideration. This is because it engages in a debrief with a colleague by promoting self-reflection, addressing issues, and cultivating individual development. Therefore, transformational leadership style has been reported to foster motivation and ongoing growth in both personal and organisational settings (Kramer, 2007). Understanding this principle, I successfully implemented the transformational leadership by giving my colleague the authority to oversee the operation. This strategy focusses on encouraging and pushing team members to take on difficult assignments and advance their abilities. By using this leadership approach, I hope to increase her sense of self-worth and involvement in the process. I asked my colleague if she was willing to take the role of leading and executing a stop-and-search operation in response to the theft complaint. This decision aimed to boost her confidence and involve her actively in the process. We turned on our body-worn cameras due to the hostile behavior. My colleague confidently informed the man approaching us that we were stopping him to conduct a search for any stolen merchandise from the store under  “Section 1 of the Police and Criminal Evidence Act 1984”, following the "GOWISELY" (Grounds for search, Object for search, Warrant card, Identity of officer, Station of the officer, Entitlement to a copy of the search record, Legal power used, and informing the person that they are being Detained) (Stop and Search 2016). 
During the search, the black male complained that he was being targeted due to his ethnicity. My colleague hesitated and panicked, so I stepped in to explain to the individual that the search was not based on ethnicity. He had the missing items from the store and matched the description we were provided. It is crucial to address such concerns promptly and professionally to maintain trust and transparency. By employing situational leadership and communicating the reasons for our actions effectively, we can help prevent misunderstandings and demonstrate our commitment to a fair and unbiased policing.  Ultimately, this approach not only reinforces our integrity but also supports positive community relations as demonstrated by Miller et al. (2001).
At this juncture, the detained male became violent and hostile, striking out with his hands. Subsequently, I assumed control over one of the man's arms as my colleague grasped the other arm. However, the male exhibited strong resistance, necessitating the use of force to bring him to the ground and establish control. As a result, I instructed my colleague to restrain the male individual by handcuffing him from behind, following the autocratic leadership. After securing the handcuffs, I conducted a thorough search of the male on the ground and helped him to stand again. They apprehended him, placed him in the back of the police vehicle, and arrested him for “Section 1 Theft Act 1968” (Theft Act, 1968) and “Drunk and Disorderly Section 91 Criminal Justice Act 1967” (‘Criminal Justice Act,1967). 
It should be emphasised that the incident occurred rapidly in a busy car park of a shopping centre. In front of the incident, there was a shop with a glass front, and on the first floor, there was a café where several individuals were observing the scene. I was concerned about this because the distance and the presence of a glass wall could have hindered the public from perceiving the male's violent behaviour. After a brief discussion, I agree with my colleague police officer as they made a valid observation to restrain the male suspect with handcuffs before conducting the search. In order to complete this task constructively, I managed to calm the male suspect effectively, although he showed an initial lack of cooperation and subsequently escalated his aggression upon being identified as the perpetrator by the shop staff. This demonstrated that I managed and defused the situation competently by applying situational leadership and my communication abilities. 
Conclusion
My colleague and I gained invaluable experience in managing difficult circumstances, especially those involving hostile persons. The outcome of incident was greatly impacted by my leadership style. I applied different styles of leadership including situational, transformational, democratic and autocratic to deal with the rapidly developing circumstance effectively and efficiently. This involved acting swiftly and assisting the officer in understanding the subtleties of the stop-and-search routine, making sure that the right protocols were adhered to even in stressful situations. 
There are a wide range of leadership styles and these strategies shape and blend knowledge, attitudes, and behaviours, balancing tasks and people (Price-Dowd, 2020). To effectively apply these leadership styles, I follow three essential elements of leadership including achieving objectives, guiding teams, and promoting personal growth, which were stated in the John Adair's action-centre leadership model (Adair, 2011). During my time in response, I have been able to utilise many of them as strategies to deal with different incidents and people from a wide range of backgrounds. These leadership styles have also allowed me to collaborate well with my colleagues, boosting their confidence and effectiveness in the response. For myself, these leadership skills have helped me achieve my goals in policing career. 
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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:


Introduction
I will conduct a detailed analysis and evaluation of my three-year probationary period, focusing on the positive and negative aspects of this time, with a specific emphasis on the transformative impact of mentorship and coaching. This reflection will explore how mentoring and coaching have benefited me in the aspects of my personal growth, helping me achieve personal, professional, and organisational goals, and aiding my learning, development, and performance in the workplace. I also outlined how feedback has greatly contributed to my learning progress to become a more competent police officer. 
Discussion
Coaching and mentoring definitions 
Sutha (2019) highlights that mentoring is a progress where a more experienced or knowledgeable person (the mentor) offers direction, support, and advice to a less experienced or knowledgeable person (the mentee) in a developing and mutual relationship. Usually lasting a long time, this connection is centred on the mentee's personal and professional development. The mentor helps the mentee overcome obstacles, accomplish goals, and acquire the abilities for success in their personal and professional lives. Providing criticism, setting an example, and exchanging thoughts are all common components of mentoring.
Bachkirova et al. (2017) emphasises the definition of coaching is a goal-oriented, brief procedure where a coach gives advice, encouragement, and feedback to a person (the coachee) in order to help the individual to develop particular abilities, perform better, or meet short-term goals. Coaching is more focused on assisting the coachee in addressing specific difficulties or developing competencies than mentoring, which is more comprehensive and long-term. In order to support the coachee's personal and professional development, the coach frequently uses strategies like questioning, active listening, and feedback. Together, they create action plans, set clear goals, and track progress.
Jones (2018) highlights the value of mentoring within the evolving UK Police force, an area with limited existing literature. It reveals that both mentors and mentees gain from the mentoring process and suggests that line managers should adopt a proactive approach to personal development. Greater involvement in learning and development will enhance the experiences of managers and their teams. 
In the UK, the police force offers various programs that provide additional mentorship in achieving our goals. One such program is the “PEDALS” initiative which is (Professional development and action learning sets), which helps officers enhance their self-esteem, confidence, resilience, and emotional intelligence. It also focuses on instilling strong values, improving presentation skills, and developing coaching and mentoring abilities. Additionally, the program raises awareness of unconscious bias, contributing to well-rounded personal and professional development (The College of Policing 2023).
Benefits from mentoring and coaching
In July 2022, I began my probationary time with South Wales Police, which marked the start of my journey. At first, I participated in classroom-based training to acquire a fundamental understanding. This interactive dynamic fostered mutual learning and adaptation, as my teacher promptly modified her method in response to my first difficulties and mistakes, boosting my confidence. 
Although I was new to being mentored and being coached, my tutor showed remarkable hospitality and had a deep understanding of the responsibilities involved. She skilfully customised her advice to target my shortcomings, allowing me to achieve self-reliance in my responsibilities. Simultaneously, I conscientiously pursued the academic aspects of the job, attending multiple meetings, and comprehending the documentation needed to complete my three-year probationary period obligations. 
The coaching and mentoring I have gotten throughout my career in the police department has been extremely important in developing my skills and knowledge as an officer. My confidence to progress in my work has been strengthened by the assistance that I had during my tutorship, as well as the ongoing encouragement I have received from my team members, supervisors, specialists, and colleagues. I have acknowledged how important it is to seek advice when unsure of how to proceed, since as a professional police force, we operate as a united one and are always there to assist one another. 
My local police station has a specialist role which involves primarily in the investigation, referred to as the “HUB”. While at the “HUB”, I conducted prisoner interviews and compiled case files for the courts. Initially, I had concerns about collaborating with the HUB due to my uncertainty about handling case files. Due to my lack of expertise, I encountered difficulties with my initial case file. However, I received coaching from my mentor and learned the necessary procedures to overcome the initial challenges and boost my confidence. Given that investigation role can be challenging, as noted by Turnbull (2009), who highlights that we live in an era of "personalised training," which requires us to adapt to a variety of ways of thinking. Therefore, receiving post-feedback review on my written statement, case file management and how I conducted the interviews has significantly benefited me. In particular, the review occurred as a one-to-one meeting with my supervisor where my action was analysed and discussed openly, providing rooms for questions that helped me gain a stronger understanding of the procedures and strategies. These experiences have been beneficial, significantly improving my ability to handle daily interviews and case files. In addition, the mentoring and coaching have significantly improved my knowledge and confidence in dealing with more complex and/or various situations in the future. 
Benefits to self-development and performance at the workplace
I have been on probation for three years and have completed the Occupational Competence Portfolio (OCP), which is a requirement of the Police Constable Apprenticeship standard. Through the use of a blended learning strategy involving conversations, immersive learning, and work-based experiences, my supervisor and the training team have regularly reviewed the process and given me valuable mentorship. During my probation, I have filled out an OCP every year to outline my learning outcomes and performance criteria, demonstrating that I have completed given goals. My OCP has to be reviewed and approved by the training staffs. One section, for example, involves interviewing a prisoner and making sure that the relevant documentation was completed to a high standard. 
In terms of my development, this has greatly enhanced my abilities as an officer and given me more confidence when it comes to conducting interviews and preparing case files, which are both essential parts of the job. During my supervision, I have set clear milestones and goals, which allows an effective discussion with my supervisor where I can get both helpful and critical criticism during this conversation. For example, I was encouraged to conduct post-incident review to reflect my actions/decisions, where recommendations from my supervisors play an important role on how to strengthen my areas of weakness and create new objectives for ongoing growth. 
During my tutorship, my mentor provided feedback after each incident, which boosted my confidence and performance. Facing challenging situations and learning from my mistakes, while being coached using the Competency and Values Framework (We Are Innovative and Open-Minded, 2017), significantly enhanced my learning experience.
Benefits from Feedback
Dawson and Joel (2021) defined that feedback is relevant information or comments given to a person or a group regarding their performance, behaviour, or activities. It can be constructive, pointing out areas for growth and making recommendations for how to improve the result, positively offering support and praise for better outcomes. Feedback is essential for learning and improvement in both personal and professional contexts. It can come from a variety of sources, including peers, supervisors, customers, and even self-evaluation.
There are several formats for feedback, and each has an individual purpose (Dawson and Joel, 2021). For example, formal feedback consists of thorough assessments such as questionnaires and performance reviews, whereas informal feedback consists of remarks and immediate adjustments. While constructive feedback offers recommendations for improvement, positive feedback offers praise to promote confidence. Negative criticism highlights errors and areas for improvement. Feedforward is concerned with upcoming advancements.
Benefits to Personal, Professional and Organisational Goals 
Through three years of mentoring and coaching, I have been able to grow significantly, achieving personal, professional, and organisational goals. By breaking down my personal objectives and aligning them with the annual targets, I have effectively met and often exceeded expectations. This structured approach has not only facilitated my personal development but also ensured that my contributions consistently support the broader goals of the organisation of policing. Upon contemplation of my three-year probationary time, I have undergone substantial personal development. To be specific, my primary goal is to complete the three-year probationary period. Currently, I am in my final year where I have gained a strong foundation and significant experience in policing through mentoring and coaching from my supervisor, more senior colleagues, and training staffs. For example, I have received enormous support from courses such as response driving, taser and police support unit where the feedback aimed to motivate me to produce the work to a high standard. In the future, my long-term professional goal is to specialise in counterterrorism where I can utilise my language skills and military experience. 
Furthermore, mentoring and coaching stems from various sources where I have a privilege to work with multiple police officers, each with unique operational approaches and interests within the organisation. This has enabled me to learn and build confidence in becoming a more competent police officer. For instance, I have cooperated with departments such as the Public Protection Unit (PPU) where I was able to learn and explore all the different support and pathways to safeguard victims. 
I am fully dedicated to further education and self-improvement. My objective in cultivating my personal growth is to disseminate knowledge and aid others, creating a conducive atmosphere that promotes reciprocal enhancement. My goal is to establish a nurturing environment that encourages student police officers to seek aid with confidence, knowing that assistance is easily accessible whenever they require it. At this stage, I believe that I am capable of mentoring and coaching new members, providing them my knowledge and advice from my experience. This would potentially bring benefits and values to the team and the force. 
Conclusion
Upon contemplation of my three-year probation, I have acquired an extensive network of assistance from many sectors within South Wales Police. This support has been obtained by collaborating with other branches, participating in big events, and interacting with colleagues, police officers, and units. These experiences have provided me with valuable insight into the potential specialisation I may pursue in the future.
Throughout my learning journey, I have acquired coaching and mentoring definitions in general and in policing. I appreciate the mentoring and coaching that I have received, which have benefited me greatly in becoming a more competent police officer. For example, I was mentored throughout my role at the HUB where I learnt to perform the investigation role effectively and efficiently. This has provided me a stronger knowledge to deal with a wide range of investigation and related procedures independently including interviews, statements, disclosure of exhibits and case file documentation. In addition, the mentorship from my supervisor and training staffs has aided me to meet personal, professional and organisational goals as well as my development and performance in the workplace.
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