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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:

In this essay, I will discuss the significant review carried out by Neyroud (2011) and its impact on the establishment and functioning of the College of Policing. Additionally, I will be using Gibbs’ Model of Reflection (University of Edinburgh, 2020) to reflect on a case I recently dealt with and the impact it has had on my role as a police officer. 

Reflecting upon the last fifty years in policing, it’s clear that police forces worldwide have faced and continue to face increasingly complex challenges. Key events such as the Brixton riots and the enactment of the Police and Criminal Evidence Act 1984 (PACE) have been influential in developments made within policing and it was recognised that policing should be delivered by a professional workforce, therefore “creating a consistent high standard of training for all police officers” (College of Policing, 2020). 
This shift was largely influenced by Neyroud’s (2011) review of police leadership and training, where he argued that police services needed to make the transition from “being a service that acts professionally, to becoming a professional service”. To achieve this, he recommended the establishment of a professional body, the development of a qualification framework for police training, the implementation of a code of ethics and to have the ability to develop knowledge supported by evidence. Following the recommendations from his review, the police service in England and Wales implemented these traits through establishing the College of Policing (CoP) in 2012. 

Functioning as an independent and professional body for everyone working across policing, CoP’s aim is to “develop a modern, adaptable workforce that is responsive to change, in order to have a service that has the skills and capabilities needed for policing in the twenty-first century” (College of Policing, 2018; Martin, 2021). In addition to supporting evidence-based policing strategies – which uses the best available evidence to support and challenge policing policies, procedures and decisions – CoP strives to provide set standards in key areas of policing which assists individuals and forces in offering consistency and improved public service (College of Policing, 2024). 

The National Police Chiefs Council’s publication, Policing Vision 2025 (NPCC, 2016) outlined a vision for the police service over the following decade. A key element of this strategy was the recognition that workforce transformation is essential for the police service to meet evolving demands. In line with this vision, the College of Policing (CoP) have been driving efforts to enhance staff knowledge and expertise, particularly by promoting evidence-based policing and developing a knowledge-based service (NPCC, 2016). This includes the implementation of the Police Education Qualifications Framework (PEQF), which establishes policing as a graduate profession (Martin, 2021). Through collaboration with Higher Education Institutions (HEI’s), the College of Policing developed the PEQF, a work-based learning program, in which students’ complete assignments assigned by HEI’s and upon successful completion, obtain a degree and enter into a ‘profession’ (College of Policing, 2020). 
Higgs et al. (2009) defines a ‘profession’ as a “self-regulated occupational group that has a body of knowledge and a recognised role in serving society”. Professionalising policing is supported by many, and it is becoming more widely acknowledged that a focus on lifelong learning and academic education are essential to ensuring that police officers are prepared to handle the shifting dynamics of complex societies as well as the changing nature in which crimes are committed (Blakemore and Simpson, 2010). This is echoed by McCann and Granter (2019) who argue that the skills and capabilities of police officers needed to be restructured in response to growing demand, which has been exacerbated by social and structural inequality, technology advancements and financial constraints.

Evidently, the role of a police officer has also changed, and I would contend that the decisions they are now required to make are far more complex than they used to be.
Whilst initially created to maintain law and order and to protect people and their property, police officers now play a far broader role that includes the varied and complex needs of counterterrorism, apprehending offenders, crime prevention and crime reduction (Charman, 2018; Millie, 2012). Additionally, Charman (2018) contends that the duty of a police officer is significantly less focused on crime, concentrating more on handling disputes, maintaining order and dealing with welfare concerns. Furthermore, there is now an expectation for those in policing to have a broader understanding beyond their immediate responsibilities, including awareness of current national threats and their role in addressing them.

The Strategic Policing Requirement, which was first introduced in 2012, outlines the Home Secretary’s perspective on the current national threats and the required policing capabilities needed to address them. The 2023 version added violence against women and girls as a new national concern and reaffirmed the legitimacy of the current national threats with those being:

· Violence against women and girls
· Terrorism
· Serious and Organised crime
· A national cyber incident 
· Child sexual abuse
· Public disorder 
· Civil emergencies

Following the addition of violence against women and girls, the requirement also set expectations for local and regional police forces to tackle ongoing issues and the importance of collaboration between forces and other agencies (GOV.UK, 2023.)

Reflecting on a recent case I dealt with involving Domestic Abuse, having an awareness of it being a national concern and also being a topic under heavy scrutiny where police involvement is concerned, I understood that the role I played in assisting the victim was pivotal. According to the Office for National Statistics, 2.1 million people in England and Wales aged 16 years and over experienced domestic abuse in the year ending March 2023. Alarmingly, of these 2.1 million cases, only 889,918 were recorded by police, highlighting a real issue with victims coming forward (ONS, 2023). From speaking with the victim initially who was clearly upset and in fear of her ex-partner, she disclosed several historic assaults spanning over their ten-year relationship and ongoing harassment, whereby he would turn up at her address or other places she was at unannounced and contacting her via phone from a withheld number several times a day. She also shared that she had two children with her ex-partner and that he would often use them as a gateway to get to her. Reviewing the allegations made and using the ‘THRIVE’ model developed by the College of Policing which assists officers in identifying threat, risk and harm (College of Policing, 2021), the victim was clearly vulnerable, and the risk posed to her by her ex-partner was clearly very high. Upon discussing the next stages with the victim and the need to obtain a statement from her, I informed her that her ex-partner would have to be arrested due to what she disclosed and the risk he posed to her. The victim refused this and despite encouragement to provide a statement, expressed that she only wanted the case to be logged as anything else would exacerbate the situation for her. Managing my personal feelings in this case was challenging as despite knowing that her statement of evidence would be key, I knew that it was important that the victim felt supported and not forced into anything. 


In light of this and with her consent, I organised for the Domestic Violence team to meet with the victim in order for them to provide the victim with the options available to her and to talk through the process of providing a statement. This information is crucial for victims as more often than not, victims are often in fear of attending court or fear reprisals from the subjects but under the Victim’s Code which come into force in April 2021, those who are classed as vulnerable are entitled to enhanced rights. These rights include more regular updates provided to victims of crime as well as special measures in court proceedings which can include giving evidence from behind a screen in the court room or attending the court hearing via a video link (The Crown Prosecution Service, 2024). Whilst this was offered to the victim, she remained unwilling to provide a statement, expressing her reluctance to attend court and her wanting to just move on with her life. While I understood the victim’s reasons for not wanting to provide a statement, I was also aware of the risk her ex-partner posed to her and the difficulty we faced in safeguarding the victim by not dealing with the subject’s behaviour. I felt compelled to discuss the case with my sergeant to determine if we could refer it to the Crown Prosecution Service (CPS) without the victim’s support. This type of prosecution, often referred to as evidence-led prosecutions, frequently take place in domestic abuse cases where the victim refuses to appear in court or produce evidence, despite the subjects’ actions amounting to a course of conduct (Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services, 2020). Evidence-led prosecutions can involve the gathering of evidence such as officers’ observations and statements, body-worn video of disclosures from the victim and witnesses and calls to the police made by the victim. Through the collection of such evidence, officers submit this to the CPS who advise whether there is enough evidence for a realistic prospect of conviction (College of Policing, 2022). Following a discussion with my sergeant, we agreed that the case should be referred to the CPS for advice and as such, all evidence gathered from the case was submitted to the CPS. Upon review, the CPS concluded that there was insufficient evidence to proceed with a trial and that, based on the subject’s explanation in interview, the case appeared to be one word against the other. 

I was disappointed with the outcome and although the victim wasn’t supportive of the case, I couldn’t help but feel as if I had let her down, despite the decision being made by the CPS. 
As police officers, we often have to make decisions that we may not personally agree with, but we must have the ability to be able to detach ourselves from situations to ensure our own personal feelings don’t influence our judgement. Gelderen et al. (2007) and Schaible and Six, (2016) agree with this and argue that in police culture, the expression of emotion is highly constrained. Officers regularly deal with emotionally challenging situations and are expected to manage their emotions appropriately in response. Hochschild (1979) describes this as ‘emotional labour’, which involves using emotional intelligence to be aware of and manage both one’s own emotions and those of others to achieve a desired outcome.

Upon visiting the victim, I was able to inform her of the decision that the CPS had made and explained the reasons for this. The victim explained that since being arrested, her ex-partner had stopped all contact with her and that she was receiving support through domestic violence services that I had referred her to. This was as a result of submitting a Public Protection Notification (PPN) for the victim when I was initially assigned the case. A PPN is used for information exchange, that documents concerns for the person(s) who the document is being shared on behalf of. It is used to “inform a multi-agency response” and allows partner agencies such as the police, health services, social services, and support services to gather and share information in order to support those in need (Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services, 2023). The Policing Vision 2025 (NPCC, 2016), highlights the expectation of collaborative working between the police and partner agencies, advocating for a shift from a single agency approach to a “whole place” approach (National Police Chiefs’ Council, 2016). This is in recognition that police as a sole agency cannot do everything on their own and require the help and support of other agencies to achieve the best outcomes for the communities they serve. Additionally, the Crime and Disorder Act 1998 also establishes a statutory requirement for various responsible authorities to work in partnership in order to reduce crime and disorder (College of Policing, 2018). Collaborative working can offer significant benefits, such as breaking down barriers between agencies and improving outcomes for service users. It also fosters inter-professional learning and the development of ‘communities of practice’, where professionals from different agencies can share knowledge and expertise (Wenger, 1998).

Reflecting on this case, I have gained valuable insights into managing my own emotions. While feelings are a natural aspect of being human, it is essential in my role to ensure that personal emotions do not influence decision-making. This case highlighted the value of collaborative working: although the outcome from the CPS was not entirely what we hoped for, the victim benefited from comprehensive support through various different agencies. This collaboration allowed us to share vital information, contributing to the protection and support given to the victim. The College of Policing plays a crucial role in providing continuous oversight to policing in England and Wales, ensuring that policing effectively addresses the needs of the communities it serves. As Bravenboer (2019) asserts, being a “professional” involves continually seeking to improve and constructively challenge one’s own and other’s practices through critical reflection, engagement and collaboration. This case has greatly contributed to my professional development, highlighting the need for emotional resilience and effective collaboration. 
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Task 2

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


  
	
Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?


 
2000 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:

In this essay, I will explore what social media is and its various uses, with a particular focus on its impact within policing. Furthermore, I will be using Boud’s reflective triangle (The Open University, 2024) to analyse a specific case I dealt with and to examine how it contributed positively to the case. 

Technology has advanced at an incredible rate over the past few decades, transforming the way people live, work and communicate (Lardón-López et al., 2022). Innovations in technology and the internet have changed how information is communicated and how information sharing is facilitated. One of the most significant changes of these technology advancements is the rise of social media (Schroeder, 2018; Sarwar et al., 2023). Howard and Parks (2012) offer the definition of social media as:

“(a) the information infrastructure and tools used to produce and distribute content; 
(b) the content that takes the digital form of personal messages, news, ideas and cultural products; and
(c) the people, organisations and industries that produce and consume digital content.”

Platforms such as Facebook, Twitter and Instagram have changed not only interactions between people, but also businesses, politics and world culture. Social media provides individuals with the ability to share ideas, express opinions, and connect with others across the globe instantly (Schroeder, 2018; Sarwar et al., 2023). As technology continues to develop, the impact of social media grows, bringing with it new opportunities and challenges (Boyd, 2015). Mander (2017) contends that social media usage continues to grow each year, with the average person now spending approximately two hours a day on these platforms. He attributes this rise to the increasing trend of multi-networking, noting that active internet users now maintain more than twice the number of social media accounts compared to 2012. To put it simply, the more social accounts individuals have, means more time spent on social media. 

According to Statista (2024), they recorded that as of July 2024, there were 5.45 billion internet users worldwide, and of this total, 5.17 billion were social media users. To put this into perspective, the total world population currently stands at over 8 billion people (United Nations, 2024). Not only does this show that over half the world’s population use social media, but it also highlights the immense influence of social media and the pivotal role it plays in shaping people's everyday lives. Unsurprisingly, organisations such as the police are utilising social media to connect with their communities and share information, particularly as conventional methods of communication have become less effective and are reaching fewer individuals. To enhance performance and service delivery, police forces must facilitate effective communication through interacting with communities, listening to their opinions and suggestions and acting on them (College of Policing, 2020). Ralph (2020) supports the use of social media within policing but raises the concern that social media may have unintentionally increased police accessibility to a level that exceeds the service’s capacity to manage demand. He puts forward that to address this issue, it is essential to allocate sufficient resourcing to social media and digital tools in order to ensure efficiency, and to ensure that the right personnel are selected to deliver the appropriate messages (Ralph and Robinson, 2023).
Police forces in the UK started exploring the use of social media in 2008, initially driven by individual officers and later receiving varying levels of formal support (Crump, 2011). Due to size of social media and the need for effective delivery through media platforms, forces have developed specialist departments, focused on media and communications, providing professional resources for advice and support in media engagement. Communication and media departments can offer guidance, background information, and key messaging to assist officers and staff in their interactions with the media (College of Policing, 2022). Additionally, some police forces are now employing online monitoring tools to track and analyse conversations happening online. These tools are designed to identify emerging issues and monitor the online communities that have the most influence on policing. This can help the police to gain insights into the policing topics that people are discussing as well as identify effective strategies for engaging with communities (College of Policing, 2020).

Police forces use a variety of social media platforms to engage and interact with communities, each serving a specific purpose. The main platforms include Facebook, Twitter and Instagram, which are used as follows:


· Facebook – Essential for establishing and promoting the police’s corporate identity.

· Twitter – Crucial for quickly sharing breaking news, with users often posting updates faster than traditional media outlets such as TV or newspapers.

· Instagram – Documents community events, showcases engagement at these events and provides information on topics such as how to join the police.


Platforms such as YouTube are also used, and this helps to provide valuable videos on topics such as road safety and public order updates as well as serving as a platform for discussions on policing issues (College of Policing, 2020).

Ralph and Robinson (2023) put forward that social media has played a significant role in enhancing police effectiveness by enabling immediate communication with a wider audience. The accessibility of social media allows information to be shared with the police rapidly, making it an invaluable tool in time-sensitive situations like investigations and high-risk missing person cases. Platforms such as Twitter and Facebook facilitate the immediate sharing of details, such as descriptions and locations, providing the police with critical information, thus increasing the chances of locating missing individuals or gathering lines of enquiries (Ferguson and Soave, 2020; Meijer and Thaens, 2013). This speed and ease of communication can help the police act quickly, improving the effectiveness of their investigations. Moreover, it allows the police to share information about present and potential risks, helping to protect public safety. 

Reflecting on a case I dealt with recently, concerning a missing elderly male, I recognise the power of social media and the crucial part it played in aiding the investigation and ultimately leading us to his whereabouts. I dealt with the report initially and from speaking with his wife, I gathered that the male, who suffered from dementia, had left the home address as he did every day, to collect a newspaper from the local shop. His wife explained that he was never usually more than half an hour but by the time she reported the concern to police, the male had already been missing for four hours. This particular case sparked immediate concern as not only was the male elderly, but the heightened vulnerability associated with his condition put him at even more risk. As with every other missing person case, a supervisor must review the report and information gathered from the reporting person in order to assess the risk posed to the missing person. Using the information gathered and vulnerability factors, supervisors can assess the risk as either low, medium or high (College of Policing, 2024). In this specific case and following a review with my supervisor, we both agreed to assign the male as high risk. 
 
I took a thorough account from the wife, obtaining a detailed description of the male and identifying any places of interest where the male might attend so that officers could search those areas. Additionally, I coordinated with police community support officers (PCSOs) to assist with local enquiries such as foot patrols and house-to-house enquiries. Despite several hours of searching and speaking directly to members of the community, we were unable to locate the male. Prior to the end of my shift, I requested for the National Police Air Service (NPAS) to assist in the search however due to the weather conditions, NPAS advised that they would be unable to come out. I also liaised with the communications and media department to advise them of the situation and to discuss the possibility of issuing a media appeal regarding the missing male. Whilst considering both the potential benefits and risks of doing so, I was concerned that, given his vulnerabilities, making the appeal could put the male at more risk from people who may take advantage of the situation and his vulnerabilities. However, despite this risk, the urgency of the situation outweighed the concerns, as the male had been missing for several hours and locating him was imperative. By involving the media and seeking community support, I recognised that issuing the appeal would greatly increase our chances of finding him. The media department agreed to complete a media appeal using a photo and the description provided by the wife, which was then posted to social media platforms. Returning to work the next day, I was saddened to learn that the male had still not been located. Due to being the first officer initially assigned the case, I was determined to find the male safe and well and return him to his wife. After reviewing the actions that had been completed by other officers overnight, I received a call from the media department. They advised that a resident who lived in the local area had seen our post and upon waking up in the morning had received a notification from her ring doorbell camera. After reviewing the footage, it showed a male, matching the description of the missing male, walk past her house in the early hours of the morning. Believing that the male was the individual who we were looking for, I again requested NPAS for assistance with searching the area as NPAS have advanced technology to help find missing people and have the ability to search large areas quickly (National Police Air Service, 2024). Shortly after, NPAS confirmed that whilst within the air in the local area, they detected what appeared to be a heat source in a field near to the resident’s house. 
All officers within the area made their way to the field and shortly after, located a male within a deep bush. The male matched the description of the missing individual and confirmed his name to be of the missing individual. Whilst I was relieved to find the male alive, he needed urgent medical attention, and an ambulance was requested to transport him to hospital. I was then able to update his wife with the good news and informed her that the male had been taken to hospital. 

Through issuing a media appeal across media platforms, we were able to seek support from the public in a way that would have been impossible through common methods alone. I would argue that without issuing the media appeal, there is a strong possibility that we would have not been able to locate the male in time as he was in desperate need of medical care, and it was the media appeal that prompted the resident to make links between the male and the footage that was captured on their ring doorbell. From this case, it is clear how vital social media has become as a tool for police work, especially in time-sensitive situations. The ability to instantly communicate with a large audience and receive immediate responses significantly increases the chances of a positive outcome. In this case, the inclusion of social media into our investigation was critical to locating the missing person. It highlighted the importance of embracing digital tools in modern policing and the benefits they can provide. I undoubtedly would consider using social media again to assist me in a similar investigation and whilst its’ important to consider the benefits and risks for every investigation, social media played an instrumental role in this case.
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Task 3

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


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

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




ANSWER:

In this essay, through the use of key theories and research, I will explore the concept of leadership and examine how various leadership styles can contribute to effective leadership. Additionally, I will be using Boud’s reflective triangle (The Open University, 2024) to reflect on a situation where I utilised different leadership styles and how it had a positive impact.

Leadership and teamworking are fundamental components of policing and are essential to ensuring effective police performance (Modise, 2023). I would contend that leadership and teamwork go hand in hand and for either to be effective, the presence of the other is essential. Robbins and Coulter (2012) suggest that leaders can enhance effective teamwork by recognising diversity within the team, understanding behaviours and personalities of team members and encouraging positive relationships within the group. Adair (1990) adds to this and emphasises that leadership is essential for team success. 

His theory of the 50:50 rule identifies that motivation within a team is split equally, with half coming from the individual and the other half coming from the environment and the quality of leadership they receive. There are many definitions of leadership, many of which share similar concepts and ideas. Robbins and Coulter (2012), define leadership as “a process of leading a group and influencing the group to achieve its goals”. Similarly, leadership as according to House et al (2002) is “the capacity to influence, motivate and allow others to contribute to the efficiency and success of an organisation”. 

Being an effective leader involves far more than simply managing a team. Zaleznik (1977) argues that the ability to lead is as a direct link of one’s personality. He highlights differences between managers and leaders noting that while managers focus on maintaining what is, leaders aim to transform what is, into what could be.
Gehring (2007) further adds to this and suggests that leaders are set apart from followers due to the personal qualities that they possess which include, self-confidence, emotional intelligence, and determination. 

Emotional intelligence is referred to as the ability to identify, understand and regulate one’s own feelings and emotions, as well as the ability to perceive and effectively respond to the emotions of others (Modise, 2023; Jain, 2018). Many researchers suggest that emotional intelligence is an essential characteristic of being a successful leader as it enables those to plan before decisions, motivate themselves and others and supports the development of positive working relationships (Giulio, 2014; Modise, 2023; Goleman, 1995; Jain, 2018). While many agree on the key qualities of leadership, there has previously been debate about whether leadership can be learned as opposed to it being an inherent trait. 

“Great Man Theory”, also known as “Trait Theory”, is the study and argument that leaders are born, not created. These theories support the idea that individuals are born with certain qualities and attributes that are not present in everyone (Giulio, 2014; Villanova University, 2015). However, from research, these theories appear to be outdated and no longer widely accepted, with many rejecting the idea that leaders are born. 
Following a study by Marques (2010) on the topic of whether leaders are born or made, she discovered that although the majority of participants somewhat agreed with the “Great Man Theory”- that is, that leaders are born with certain abilities that increase their chances of becoming leaders- they rejected the idea that leaders are born, contending that experience is a major factor in becoming a successful leader. Participants also emphasised that “trial and error” plays a significant role in becoming a leader and whilst leading, adding that good leaders are shaped by the experiences they have whilst growing up. In addition to this, Owen (2018) discourages the idea that leaders are born and argues that this is one of the many myths of leadership. She adds that whilst research indicates that having a favourable social background increases the chance of success in leadership, this is more to do with individuals having a fortunate upbringing as opposed to skills inherited at birth. 

Goleman (2000) asserts that in addition to having a high degree of emotional intelligence, strong leaders must be able to “switch flexibly among the leadership styles as needed”. He implies that every task or incident may call for a different kind of leadership or may even require multiple leadership styles at a time. As a result of this, he identified six categories of leadership style:

· Coercive – Demands immediate compliance, requiring people to follow strict instructions.

· Authoritative – Inspires people towards a vision, showing how their work contributes to wider goals.

· Affiliative – Focuses on the people by facilitating communication and fostering positive relationships.

· Democratic – Builds consensus through participation.

· Pacesetting – Expects high standards of performance, providing little direction to people. 

· Coaching – Develops people for the future, providing continuous direction and support. 

I would argue that most, if not all, of the above leadership styles are needed in policing, as the nature of policing is dynamic and constantly evolving. Police officers, often unconsciously, will adopt one or more leadership styles in the course of their duties, in order to deal with situations. Operational demands will regularly require officers to make quick and well-informed decisions and whilst supervisors are able to provide guidance, officers are expected to rely on their own expertise and discretion to make decisions. Leaders within policing must be able to adapt their approach depending on what the situation calls for.  For instance, supervisors leading Police Support Units (PSUs) which assist with major disturbances and riots, may need to adopt a “Coercive” style, providing clear and immediate instructions for a swift response. Conversely, the same supervisors may also lead regular teams where an “Affiliative” and “Coaching” style would be more effective. These styles can help to build team cohesion and support individual development, ultimately contributing to a police force that is more efficient and robust.

An incident that required me to adapt my leadership style was when responding to a road traffic collision. Upon arrival to the scene, it became apparent that a vehicle had crashed into the porch area of a house and had injured a workman who was working on the site. As me and my colleague arrived, I noted that ambulance and fire service were already in attendance at the scene. Initially I developed several of the above leadership styles in that I collaborated with the ambulance and fire crews, clearly communicating that my primary concern was the male with injuries. Due to this, I requested assistance from the ambulance team for the male’s care and asked the fire service to assess the state of the damaged vehicle and the porch area. Whilst this was ongoing, I was made aware by a witness that another male who was near to the scene was the person responsible for driving the vehicle involved in the collision. At this point, I then adopted the “Coercive” leadership style, approaching the individual and informing him that, based on the information provided and his identification as the driver, I needed to detain him. 
I instructed him to comply with any directions given by myself or colleague and although he was co-operative, I placed him into handcuffs to prevent any attempt to escape. The collision attracted a large crowd from within the area, which not only provoked a negative reaction towards the driver who was detained but caused difficulties with scene management. I instructed my colleague to remain with the detained male and requested support from Police Community Support Officers (PCSOs) with managing the crowd. This enabled me to gather statements from the witnesses who were at the scene, to obtain the full circumstances of the incident. The ambulance crew then informed me that they would be conveying the male to hospital as he required a scan for his injuries. This allowed me to focus further on the detained male in which I discussed with my colleague the need for the male to be breathalysed to establish if alcohol was a contributing factor of the collision. I further utilised the PCSO’s by tasking them with CCTV and house-to-house enquiries to establish if any further witnesses could be identified. My colleague then advised me that following the breathalyser procedure, the male blew 0, confirming that alcohol was not a contributing factor. I also considered a drug swipe to rule out other influences but used my discretion not to complete this as the male appeared coherent and showed no signs of drug impairment. To ensure that I dealt with the incident correctly, I consulted with a traffic officer, briefing them on the situation. Together, we discussed the available options and agreed on a course of action. I then informed the detained male that he would not be arrested but that due to what had happened, he would need to attend a voluntary interview to answer questions surrounding the incident. Subsequently, the male was reported and is now awaiting a court date. Upon reflection, this incident had varying levels of demand and as a police officer it is not often that you encounter a situation where the victim, suspect and witnesses are all present simultaneously, as typically, by the time we arrive, the suspect has made off, or witnesses are identified later on in an investigation. As a result, managing this scene was initially challenging, as each aspect and individual required attention. However, by assessing the situation and applying various leadership styles, I was able to delegate tasks effectively to the most suitable team members, ensuring all areas of the scene were managed appropriately. If a similar incident was to occur again, I would utilise management tape as a way of preventing additional people attending the scene. 
Whilst I was able to demonstrate leadership qualities throughout the incident, I was mindful of my own limitations and knowledge, particularly in traffic legislation. To ensure I made the right decisions, I sought advice when I needed it and continue to do this when dealing with incidents where my knowledge is limited. This incident demonstrates how multiple leadership styles are often essential, emphasising that a single approach does not fit all. Dealing with this specific incident has improved my confidence in taking charge of situations and having the ability to adopt different styles of leadership when needed.   

In her study on successful leadership, Marques (2010) found that most participants agreed that leaders primarily learn through experience and that acceptance of change is crucial to performing their roles effectively. Leaders must champion and advocate for change, setting an example that encourages their teams to accept and embrace such changes. To align with the Policing Vision 2025 (NPCC, 2016), effective leaders must navigate the developing and complex nature that is policing. The ability to lead in various ways is crucial for maintaining public trust and ensuring effective responses to situations that occur. “Leaders, despite challenges they may face, must maintain levels of trust by continuously demonstrating honesty and integrity” (Modise, 2023).
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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:

In this essay, I will be using the experience, reflection and action (ERA) model (Jasper, 2003) as a framework to reflect upon my three-year probationary period as a police officer. Additionally, I will explore the similarities and differences between coaching and mentoring and discuss how both have influenced my learning and development during this time. 

I would contend that coaching and mentoring are influential aspects in people’s lives, contributing to personal development and shaping who we become as individuals. Whilst both involve providing guidance, working towards objectives and relying on experience from a coach or mentor, they are two different concepts, each with their own meaning (Clutterbuck, 2008). Clutterbuck (2008) suggests that “coaching in most applications addresses performance in some part of an individual’s work or life, whereas mentoring is more often associated with much broad, holistic development and career progression”. Coaching tends to occupy more of a short-term engagement as opposed to mentoring, which is generally a longer-term relationship. Coaching targets specific skills and goals and it may also enhance personal qualities like confidence. 
Through coaching, individuals are encouraged to evaluate their strengths and improvement areas, aiming to boost performance and professional development (CIPD, 2024). Mentoring, on the other hand, is a relationship between a “mentor and mentee”, where a more experienced individual (the mentor) shares their expertise and knowledge with a less experienced colleague (the mentee). An effective mentoring relationship benefits both participants, promoting shared learning and mutual growth (CIPD, 2024; Clutterbuck, 2005).  

Looking back on my three-year probationary period as a police officer, I have gained immense value from the coaching and mentoring I have received.  Reflecting initially on the first six months of police training which was classroom based, trainers, through content provided by University Wales Trinity Saint David (UWTSD) and their own knowledge and expertise, introduced me to the role of a police officer. This included covering basic knowledge of relevant legislation, personal safety training as well as policing modules which prepared me for the exams. During the training, the trainers continuously emphasised the importance of the National Decision Model (NDM), a reflective framework that can be used for all decisions made within policing. With the Code of Ethics at the core of the model, the NDM helps support and guide officers into making professional and ethical decisions, promoting reflection at every step of the decision-making process. (College of Policing, 2024). 
Reflective practice is a concept that enables individuals to examine past experiences, understand the reasons behind what happened, and consider if alternative actions could have led to a better outcome (Jasper, 2003). Jasper (2003) asserts that reflective practice allows us to identify areas for learning, explore problem-solving strategies and to understand the impact of our actions. Throughout the training, trainers frequently shared their own experiences and challenges they faced within the role as a police officer and would often invite me to reflect on their own experiences. Through reflection, they helped me to understand the reasoning behind their decisions and encouraged me to consider other options that may have led to a better outcome. This not only prepared me for the situations that I would encounter following my training, but also contributed to my professional and personal development by encouraging accountability for my own decisions. 
Garvey (2010) suggests that this approach during mentoring helps the mentee “gain inspiration and challenge decisions where the mentor can encourage and support so that understanding develops”. 

Following six months of classroom-based learning, I was then assigned to a station and a tutor who spent three months guiding me through the practical side of being a police officer. This involved dealing with calls involving victims, witnesses and suspects, managing a workload involving reports requiring slow time investigations and gaining a deeper knowledge of powers and legislation. During the course of this training, I was also required to complete a portfolio evidencing different reports that I had attended with my tutor, in which I was expected to write a reflection on how I dealt with the report. After reviewing my reflection, my tutor and I would have a discussion on the details surrounding the report, how I performed and what I could have done differently. This process opens up a dialogue between the mentor and mentee, allowing the mentor to provide feedback on the mentee’s performance. Clutterbuck (2005) claims that while learning to receive feedback is a challenging skill that takes time, embracing feedback empowers individuals to move beyond reliance on feedback from others, which can help them to develop the ability to see themselves in action and enhance their own feedback skills. Moreover, Jasper (2003) argues that this type of reflective practice develops our “judgement and critical analytical skills” that is necessary for decision-making, but that it can only be accomplished by experiencing various situations within the real world. Throughout my mentorship and guidance of my tutor, I was often introduced to different departments within the job and as a result, I gained knowledge of the roles and responsibilities of these departments and learnt who could assist me with investigations. These introductions have been invaluable in providing support when needed and has given me the confidence to engage with other departments to understand their roles and how they may be able to help me in the future. Clutterbuck (2005) supports this suggesting that with the mentor’s help initially, mentors can help mentees develop a network of support resources which in return provides the mentee with sources of knowledge, support and encouragement. He adds that this gives the mentee the ability to independently maintain and enhance their support network, therefore adding to the knowledge and professional development of the mentee. 

After completing three months under the guidance of a tutor, I was signed off and became independent within the policing world. Following the completion of my tutorship, I was made aware that I would be transferring to a different sector and onto a new team. I recall initially feeling unhappy about the move due to feelings of apprehension and being comfortable with the team I was on however, it didn’t take long for me to feel accepted on my new team and I soon recognised the advantages that moving had. It allowed me to experience team dynamics and provided the opportunity to work with and learn from different members of the team, each offering support and guidance as well as the sharing of unique insights and knowledge. It also provides the opportunity to investigate a diverse range of crimes, as different sectors can often encounter varying types of criminal activity. Identifying the change in perspective and being able to reflect on my initial feelings has enhanced my ability to embrace change, which has greatly benefited both my personal and professional development. Recognising the role I occupy within the police and it being a large organisation, I acknowledge that being open to change is essential. The concept of 
‘Transformative Learning’, developed by Jack Mezirow in 1978 (Mezirow, 2008), adds to the meaning of change and why it is necessary. According to Mezirow (2008), transformative learning is the “process by which we transform problematic frames of reference such as mind-sets, meaning perspectives, and habits of mind to make them more inclusive, open and emotionally able to change.” Through the transformation of such ‘frames of reference’, Mezirow (2008) asserts that individuals “will more likely generate beliefs and opinions that will prove more true or justified to guide action”. Being open to and supportive of change aligns with the policing vision 2025 (NPCC, 2016), where ‘transformative change’ is needed in order to adjust to modern policing and the constantly evolving nature of crimes, enabling us to deliver the best possible service to the communities we serve. 

Over the course of my three-year probationary period, I have adopted the GROW model, a framework developed by John Whitmore, which assists with identifying personal goals and exploring the ways in which those goals can be achieved. 


The model focuses on four key areas: Identifying the desired goal and its importance, assessing the current reality and the challenges/opportunities that are present, the options or obstacles that may be encountered and finally the will, ensuring that the goal is achievable by breaking the goal down into steps and achieving these within the timeframe (Whitmore, 2017). 

One notable goal I achieved during my probationary period was successfully completing the advanced driver training course, meaning that I am now able to respond to emergency calls using lights, sirens and exemptions on the roads. Not only has this accomplishment enhanced my personal development and professional skills, it also has benefits for the force in that I am able to respond to and manage more calls, thereby strengthening the overall resources and efficiency of the workforce (NPCC, 2016). Garvey (2010) supports this and suggests “that as with coaching, mentoring has opportunities for the organisation, mentor and mentee in that it improves performance in the people, ultimately improving performance for the organisation, as well as improved learning for all those involved”.

“Wisdom is attained through life experience, extracting insight from experience is an ability much needed in business and government as working professionals often have to face uncertainty and complexity on a daily basis for which there is no practical guidebook therefore decision makers have to rely on judgement.” (Owen, 2011). This is equally true in policing. As a police officer myself, I recognise that there is no guidebook, and I often have to make decisions based on expertise and judgement. I often find myself reflecting on past situations I have dealt with to evaluate what worked and what didn’t. My ability to do this however is not only as a result of my own independence but through the foundational coaching and mentoring I received at the start of my career. Becoming a police officer has highlighted the importance of reflective practice, teaching me to apply it not only in my job but also in my personal life. It has helped me manage my emotions more effectively and allowed me to reflect more deeply on how I deal with situations. 



The knowledge and experience I have gained during my probationary period would not have been possible without the coaching and mentoring I have received. 
My ability to recognise my own learning objectives and goals, understand how they can be achieved and reflect on the achievement has been greatly aided by the models described above. The use of models and reflective practice can help us focus on personal growth and development, contributing to individual success which in turn will benefit the organisation and wider organisational goals. Jasper (2003) asserts that, “the skills learned during the foundations of professional training will stay with you, becoming part of who you are”, highlighting the importance of effective coaching and mentoring and the basic skills learned which can be built on. 
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