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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.  


	
[bookmark: _Hlk162914280]Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

[bookmark: _Hlk162914326]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.

[bookmark: _Hlk162914586]Critically reflect upon how your final year of probation has seen your role as a police officer change. 


[bookmark: _Hlk162914312]Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



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



ANSWER:


The College of Policing (CoP) are a professional body who set the standards for policing in England and Wales and set the Code of ethics outlining the standard of behaviour officers must abide by (College of Policing, 2024). Professionalism of the police services can be seen as an essential reformation when relating to its recruitment process. Evetts (2013) argues that professionalism requires individuals to put others first, ensure confidentiality and remain trustworthy. 

The decision to professionalise the police service was made in 2016 by forming a partnership between the College of Policing and higher education providers to offer professional qualifications in the form of the Policing Education Qualifications Framework (PEQF) and to set a standard level of education required for the role (College of Policing, 2023). It was decided by College of Policing (2023) that this reform should take place to professionalise the service by setting a standard of education and in an attempt to increase applications from a diverse range of candidates. It can be suggested that the ideology behind to striving to achieve professionalism in policing coincides with core policing principles being both policing by consent (Home Office, 2012) and the notion that the police are the public and the public are the police (Police Federation, 2023).

Within the aim to professionalise the police service is the goals outlined in the Police Vision 2025. The vision outlines a plan and areas for improvement over a ten-year period and is put in place to ensure the service are meeting the needs of the public (College of Policing, 2016). Moreover, the Police 2025 outlines the aim to create a diverse workforce, offering increased skills and experience to serve communities, support victims in cohesion with investigating and reducing crime (GOV.UK, 2019). As a part of the policing vision, the “Police Uplift Programme” was implemented as agreed by the UK Government, CoP and National Police Chiefs’ Council (NPCC) with the aim to recruit an extra 20,000 by March 2023 (UK Parliament, 2022). 

The importance of achieving the goal of having a diverse workforce is outlined by the CoP who propose that an increase in workforce representation is essential to the police principle of policing by consent (Alogba, 2020). Positive action is a strategy used to assist in the recruitment of underrepresented communities and whilst It is used lawfully to  encourage a candidates from under represented communities to apply (South Wales Police, 2024), Hesketh and Stubbs (2023) argue that positive action recruitment has the potential to be a exclusionary due to the amount of support that is offered, thus, causing an imbalance when those recruited through the programme progress into the policing environment.

When evaluating the role of the College of Police in professionalising policing in the UK through the work of the Police vision 2025, a vast amount of progress had already been made one year on from initiating the reform (Association of Police and Crime Commissioners, 2017).  The CoP’s strategy to professionalise policing is not only limited to new recruits but also those seeking promotion, introduced by implementing an education framework for those who wish to proceed in their role through performance and continuous professional development (College of Policing, 2014). 

The idea to professionalise the police service is, in part to increase the public confidence in the organisation (IOPC, 2023). Tudor (2023) highlights the necessity for this by stating that the public’s trust in the police had declined by 7% in March 2022 when compared to March 2021 and further highlighted that only 49% percent of those asked had confidence in the police. 

A report by Neyroud (2011) advocates for the formation of the CoP’s framework and supports its initiative to transform the police service via the implementation of higher education PEQF qualification, arguing that this strategy is the most effective means to support and develop the skills of police officers, promoting accountability and leadership of the police service. When evaluating the role that the CoP’s plays in professionalising the police service, this is supported by Hough and Stanko (2019) who cite that via the implementation of the PEQF, the police service aims to develop officers into being able to respond to incidents using learned theory, discretion and having already agreed with the colleges higher education partners what “good policing practice” is, officers can then incorporate this into everyday practice. 

The benefit of the College of policing’s role when transforming policing is argued by Martin (2021) who cites that the Colleges emphasis on education and becoming a knowledge-based organisation with a push on evidence-based competencies ultimately improves leadership and management skills.  

In order to provide a fair evaluation into professionalising the police service, opposing opinions on the strategy must also be considered. McCanney, Taylor and Morris (2022) discuss that although the PEQF allows officers to gain positive attributes through learning the knowledge and theory behind the role, it is argued that evidence-based policing is no better than the traditional method of officers learning the role solely through experience. Moreover, it is argued that the impact of studying or a police degree whilst also learning a new job role has had a negative impact by having an increase of stress in both student and non-student officers (Dorset Police Federation, 2022) and that there is still a gap in research relating to whether the degree programme is effective in creating noticeable change in the organisation (Martin, 2021b). Moreover, to evidence how I am working to fulfil the role of a modern professional police officer whilst tin my final year of probation, this can be shown not only by working to complete the PEQF but also using the knowledge learned through having had to study for the degree and applying when responding to incidents on duty. 

To navigate through this reflection, I will be utilizing the Gibbs reflective model (1988) which separates reflective practice into six parts including a description of the incident, feelings at the time of the event, an evaluation stage, an analysis and finally an action plan to outline improvements as cited in The University of Edinburgh (2020). When reflecting on my final year of probation, I can clearly see an increase of confidence when dealing with incidents compared to the start of my career and can relate this directly to my exposure to the type of incidents I have dealt with whilst on shift. Somers and Terrill (2022) support this notion by identifying the significance of confidence being built by experience and conclude that police officers who had worked a higher number of shifts demonstrated a higher level of confidence when performing their duties.  

The increase in my confidence throughout my final year can be demonstrated via reflection of an incident I had attended in the company of a colleague. When providing an initial description of the incident in order to reflect using Gibbs (1998) this was deemed as a domestic related incident involving a male who had breached his bail conditions by attending his female partner’s address.

An incident is classed as domestic if it includes factors relating to the Domestic Abuse Act (2021), outlining that parties involved are personally connected and there is a suspicion that the behaviour includes violence or threating behaviour or it is apparent that physical, emotional, psychological, economic, or sexual abuse is ongoing between those involved. In this incident the parties were personally connected as they were partners and in an intimate relationship. During this incident, my colleague and I attended a female’s address following a third-party report that she was at risk of harm from her ex-partner. A short time after trying to contact the female involved, I could see her in the window with severe injuries to her face, pointing us in the direction of the front door and symbolling to us to be quiet. Immediately we returned the door of the address where it appears that the female had unlocked the door from the inside. 

The second stage of reflection to consider when using the Gibbs Model (1998) is the stage of assessing one’s feelings that were present during the incident. When considering my feelings at this time, I remember being considerably nervous after seeing the extend of the female’s injuries through the window but also upon entering the address as it was unclear what we level of danger we would face. Immediately upon entering the female was in the hallway and pointing us into the living room where the male was then hiding. I escorted her out of the address quickly and ensuring that parties were separated as per the police policy when dealing with domestic related incidents (HMICFRS, 2017). 

During this time, I felt not only under pressure but also the need to be assertive with the suspect in order to detain him and ascertain the level of injury and what offences were present. My colleague had aimed the taser at the male, who was hidden under a mattress and a number of blankets. I remember feeling firm in my tactical communication with the male, shouting for him to show me his hands, ensuring I kept them within my line of sight. I then detained the male by handcuffing him to the rear. Officers practice use of force on persons only when proportionate necessary and lawful to do so (South Wales Police, 2022), in this case in order to issue an effective arrest and keep all involved safe, I ensured to abide my training and felt an increase in confidence after doing so. 


When considering the ways in which I am working to fulfil the role of a modern professional police officer, I would evidence this through my behaviour during this incident. When dealing with both the victim and the suspect I ensured that I acted within the expectation placed upon officers consisting of remaining profession when working under pressure and taking control (College of Policing, 2024). Furthermore, during this incident I ensured I acted with the Police vision 2025 in mind, specifically when supporting the victim of crime (College of Policing, 2016) and ensuring the correct safeguarding was put in place.

When evaluating both this incident and my final year of probation I can further reflect upon a significant increase in confidence gained whilst within the response role. The more predominant reason in which I associate my increase of confidence is primary due to my exposure to incidents and thus, experience gained having attended them over the course of the three years. A study conducted by DeCleene Huber et al., (2015) explore the theory of an increase of confidence through gained experience, suggesting that knowledge gained via learned experiences influence the outcome of future experiences. From studying the PEQF, I feel I have improved on my communication, problem solving ability and communications skills. A study conducted by Williams and Sondhi (2022) evidence the positive impacts of the CoP’s strategy of professionalising the police, stating that recruit’s benefit from earning an education on social and criminal issues and have a variety of learning tools at their disposal. Whilst I agree with this, I also describe my feelings as relating to those reflected in the work of Smith and Aamodt (1997) who suggest that the benefits of a degree education are not evident until officers become knowledgeable through experiences.

In addition to an increase of confidence through exposure to new situational environments and learning skills via the PEQF, I also feel as though my role of a police officer has changed specifically in years two and three in relation to an increase in my leadership ability. This is prevalent as with the proposal to introduce 20,000 police officers in a conveyer belt like succession of recruitment, thus naturally there being a influx of inexperienced officer joining shifts (Kumar, 2018), I found myself displaying traits that co-inside with a transformational style of leadership whilst attending incidents with officers of a lower level of experience than myself, often seeking to ensure that I lead in a manner that aims to inspire learning and initiate ones full potential (Campbell and Kodz, 2011). As an action plan of my reflection, I aim to continue this behaviour consistently within my policing role.
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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:

Communication at its very basic term is referred to as the action of delivering and receiving messages and is considered essential for positive social and organisational interactions (MindTools, 2024). Whilst being used in everyday life, it is also essential to be used in a professional capacity in order to achieve goals or more specifically, in a policing context can be essential when used to progress an investigation. Dimbleby and Burton (2020) conclude that communication is a means of making connections between individuals through in-person discussions or the use of media. 

Throughout my reflection I will evaluate my experience of the use of social media by means of engaging with communities whilst in a policing role and the use of this method when promoting policy initiatives. In order to navigate my reflection, I will utilize the Gibbs’ Model of Reflection (Mind Tools, 2022).  

Social media is referred to as an umbrella term for online networking, and whilst the terminology was first used in 1994, it now encompasses a range of online platforms and applications which distribute information and enable communication (Aichner et al., 2021). When evaluating the role of social media from a policing perspective, it is primarily used in order to engage with the public, requesting assistance through appeals and often used as an additional method to keep communities safe through harm prevention and advice (South Wales Police, 2024b).

Upon reflection of an incident where I had used social media, this relates to a missing person investigation which lasted over the period of 4 days. Throughout this time two children from two separate families had left their home addresses and their parents became unable to contact them or determine their location. According to the College of Policing (2016a) the definition of a missing person is “Anyone whose whereabouts cannot be established will be considered as missing until located, and their well-being or otherwise confirmed”. In this incident specifically, due to the age of the children and that  during the investigation it was discovered that they were in the company of a adult who had previously been issued a child abduction warning notice (CAWN), the investigation was classed as high risk, indicating that the risk of harm to the child was very likely to occur and the immediate deployment of police was required (College of Policing, 2016b). 

During this incident I recall feeling anxious following the risk assessment being conducted as I was concerned for the wellbeing of the child and aware of potential danger the child could be in. The feelings of concern continued throughout my initial deployment to the incident, particularly when conducting the initial enquiries with the mother of the child. It was clear that the parents were visibly upset and were distraught at the circumstances they were in. Due to this I continued to feel an enhanced pressure to ensure their daughters safe return in addition to feelings of motivation when identifying appropriate lines of enquiry. 

Given that the investigation continued over the course of four days, this enabled me to build a rapport with the family and thus, worked in my favour when conducted enquires specifically through the use of social media. On the second day of the investigation, the mother of the child brought to my attention that the media appeal that the police had released of her daughter was an outdated image, which prompted concern as it could affect any responses from the missing person appeal. 

Social media in a policing context is used to enhance engagement with communities, its purpose can be simplified into three parts constituting of the ability offer information to the public, build trusting relationships with the public and assist in the progression of investigations and intelligence (The Police Foundation, 2014). 

Police forces use a variety of social media platforms to promote responses from the public including Facebook, Instagram, and Twitter (Babak Akhgar, P Saskia Bayerl and Leventakis, 2019) and has proven to have positive outcomes in relation to engagement with young people and crime reduction. According to the College of Policing (2024b) we can determine that via police initiatives such as ‘Project Spotlight’ produced a 35% reduction in overall crime rates however, his method of community engagement is not without its critics as the information provided by some police forces is inconsistent and is argued it does not equate to significant engagement with the public (Fernandez, Dickinson and Alani, 2017)

Upon evaluating the use of social media when engaging with communities and relating this to the incident in which played a significant role, I believe that due to the rapport I built with the family and ensuring that I continued to follow the correct procedure when distributing the new image, this then contributed to further lines of enquiry being available throughout the investigation. By using social media platforms such as twitter as a tool during a missing person case, this can increase its success through the level of engagement via likes, shares, and comments (Ferguson and Soave, 2020). Research has found that the media has the likelihood to reach a large number of people and can have the potential to decrease the possibility of the same individual going missing for a second time (Siddiqui and Wayland, 2021). This highlights the importance of the media when used for community engagement for police investigations and also the positive outcomes it can have. 

As a result of the new image being published, a male had come forward to state that he had seen the child in a bus station and had spoken to the child who provided information on her location, thus allowing me to track down her location. 



Engaging with communities is an essential part of policing. According to the College of Policing (2013) it is recommended that is considered to be a core component of policing, thus, engagement in a policing regard is sub sectioned into three areas. This includes Democratic mandate where via public engagement, the public have the opportunity to question police actions and their effectiveness, Intermediate strategic engagement which outlines engagement during critical incidents and the way in which police actions affect the community and lastly Neighbourhood policing used to tackle local community problems and improve overall public confidence in policing (College of Policing 2013). 

Upon reflecting on my own experience of using social media in order to engage with communities, in addition to engagement via missing person investigation I also used this when working alongside PCSO’s to tackle Antisocial Behaviour (ASB). Antisocial behaviour that that of which it either causes or is likely to cause another person harassment, alarm, or distress of which they do not reside in the same household (Legislation.gov.uk, 2003). Within my experience, social media was used to reassure the public that target patrols were ongoing by police in the community to tackle youth annoyance. The social media engagement platform used was twitter and received a positive reaction from the public. 

The Police Foundation (2014b) provides an insight into the level of engagement police social media platforms had with the public at the time of the study, stating that UK police forces have a a total of 1,567,759 twitter followers and an additional 825,243 persons ‘liking’ police Facebook pages to receive information. This outlines the extent of public engagement via social media and confirms that by these to social media alone shows a positive of social media when used to inform the public. 

In addition to social media being used to aid investigations and inform the public, it also allows community engagement by building trust and rapport. An example of this is the ‘Behind the badge’ initiative displayed by the metropolitan police. During this initiative it aimed at humanising police officers and providing an education around police diversity (College of Policing, 2023a). Through this social media initiative, it received 122,000 views from the public with positive feedback provided. Moreover, the strategy of using social media as a means of engagement is listed in the Police and Crime plan 2023 – 2027 by launching a digital messaging service specifically for the community, labelled ‘South Wales Listens’ (Police and Crime Commissioner South Wales, 2024). Although community engagement is argued to be a positive engagement tool for police by connecting and strengthening the relationship between the police and the public (Ralph et al., 2022) There is also a risk of implementing a negative public perception as communication via platforms such as twitter has its wordcount limitations therefore has the ability to potentially offer a deficient amount of information or that which as a result of being limited may be misinterpreted by the public (Oglesby-Neal, Tiry and Kim, 2019)

In order to develop a critical evaluation of my experience of engagement through social media, I will consider the risk and benefits of its usage in a policing context and determine if these were prevalent during the incident I attended. The Police Foundation (2014c) argues that as 87 percent of the younger generation using social media as a communication tool, by police adapting to this could help increase the trust and confidence from the community. More prevalent to my own experience, Jeanis, Muniz and Molbert (2019) highlights the importance of social media in policing, stating that it allows the public to play an active role in crime reduction. 

When considering the negative effects of social media, this is primarily down to security risks concerning personal data concerning member of the public but also that of police officers. Khan, Swar and Lee (2014) Considers the implications of social media by police forces stating that its usage introduces issues regarding privacy and accessibility. This is again reaffirmed by Carter, Hoy and DeSimone (2020) who further suggest that media engagement with the public imposes the risk of security breaches. Moreover, an example used to communicate the risks posed by social media engagement is that which individual officers have the opportunity to engage with officers via their own platform (Ceccato, Solymosi and Müller, 2021).

Within the evaluation and analysis section of my reflection, I feel that I engaged with the community well in regard to using social media throughout the missing persons investigation. I feel this particularly when visiting and contacting witnesses who first made contact via the social media post and progressed the investigation using the information they provided. As the social media platform used was Facebook it allowed members of the public to engage and offer information (Jeanis, Muniz and Molbert, 2019b). 

I also feel that I used appropriate investigative skills in order to identify the adult who the children had been in contact with and who had facilitated their travel. This was the individual who had previously been issued a CAWN and thus, once informed my supervisor of this, allowed other forces to become involved to conduct address checks of this adult. Through my own investigative skills and engagement of witnesses within the community who had sightings of these children, both had been returned home to their families and the appropriate safeguarding measures put in place. 

In conclusion I am proud with the skills I demonstrated during this incident and the professional engagement I established with members of the community. Within my action plan for the future, I will ensure that I keep this incident in mind during future missing persons investigations and the power that community engagement via social media can have when created lines of enquiries, ensuring that I continue to use it as a resource.    

Word count -  1898
























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:


For this task I will be reflecting on leadership strategies I have developed within my policing role, critically evaluating my flexibility in leadership style, and providing a critical analysis of the incidents where I have applied leadership strategies in order to adapt to a range of different operational situations. To navigate through my reflection, I will be using the Gibbs model of reflection (Gibbs, 1988).

Leadership is defined to involve a person who influences others to follow, including those within supervisory roles who can work sufficiently within a team, provides direction, and ensures the success of the team (Mind Tools, 2022b). Leadership is deemed to be essential for effective team performance (Hunziker et al., 2013) and can hold influence over team dynamics (Mind Tools, 2022b). Specifically in a policing context, leadership is shown throughout the ranked structure of the organisation, all of which the individuals within these roles have demonstrated the skill, attitude, and knowledge to apply effective leadership (College of Policing, 2023c). The importance of leadership is not only predominant within decision making, but it also impacts additional but essential areas of a policing role such as engagement with the public (College of Policing, 2013b). 

Within my initial training period, I was naive to the notion that the type of leadership strategy used can influence both the team dynamic and the outcome of a policing incident (Gemeda and Lee, 2020) thus, this being a steep learning curve when dealing with incidents where leadership proved essential. During this reflection I am going to outline two separate incidents, both of which required me to use a leadership style and strategy which changed to adapt to evolving circumstances.

The first incident I will discuss is one where the objective was to police the nighttime economy. During this incident I had dealt with a severely intoxicated male in company of a colleague who was new to the role and unaware of the processes that needed to be followed. During this shift both me and my colleague were alerted by a member of the public that they had sighted a young male who was unconscious on the side of the road. Upon approaching the male, he was slumped over in the prone position laying face toward the ground, it was at this point in which I felt particularly unnerved at the possibility that this young male would be unconscious and unresponsive. I attempted to rouse him in accordance with my first aid training and received a response. The male was completely unable to stand or sit without assistance and stated to us that he had consumed an excessive amount of alcohol throughout the evening. In the duration that both my colleague and I were attempting to identify the male, his condition began to rapidly decline, and he soon began to vomit excessive amounts and became less responsive to questioning. My thoughts at this stage involved ensuring that I placed the male in the recovery position to ensure that he would not choke on his vomit and his airway would remain clear (NHS, 2017) and continuing to monitor his condition. 

According to NHS (2017a) an excessive intake of alcohol over a short duration of time can enhance the likelihood of developing alcohol poisoning and more than 1 in 10 people attend the accident and emergency department (A&E) as a result of alcohol induced illness. Further statistics show that 45% of males and 34% of females state they drink above the recommended guideline and that alcohol is responsible for approximately 1,500 deaths a year in Wales (Public Health Wales, 2018). From a policing perspective, recent research has found that alcohol misuse has an impact on policing resources, highlighting that 42% of incidents involving violence are related to alcohol use and approximately 60% of all incidents police attend are not specifically crime related however are associated to alcohol misuse  (Home Office, 2023). 

Officers have a duty of care to safeguard those who may have suffered any injury or become a risk to themselves or others through the intoxication and should assist in arranging or providing medical assistance (College of Policing, 2013a). Throughout this incident I recall feeling a sense of pride at my decision-making ability in addition to my confidence in demonstrating leadership, specifically when abiding to the Peelian Principles (1982) and the objective of preventing crime and disorder during this incident (College of Policing, 2014a). In order to demonstrate decision making and leadership I communicated the condition of the male’s health to the inspector who had initially told me that this concern was the responsibility of the ambulance service, once informed of this I directed my colleague to contact ambulance whilst I was monitoring the condition of the male and relaying updates to the supervisor. 

Whilst the outcome of leadership is to encourage others to follow (Novitasari et al., 2020), the strategies that are used to achieve this objective can differ. The most studied types of leadership include Autocratic, Democratic, Laissez- faire, transformational, bureaucratic, charismatic, servant and transactional (Mindtools, 2024). Within policing, Fritsvold (2019) holds the view that Transformational, transactional, and authoritative leadership styles are those most effective in policing. The author cites that Transformational leadership is people oriented, using encouragement, approachability, and consideration of team members skills in order to increase productivity. The author further outlines that Transactional leadership relies on providing rewards and punishments in order to improve motivation within the team in comparison to authoritative leadership which relies heavily on organisation and control by the leader, associated to a military style approach.

The findings of Fritsvold (2019) support my own analysis on the incident as I can relate my experience to the use of Transformational leadership, specifically at the beginning stages of the incident. The style of leadership used is crucial in determine the outcome of an event or incident (Arthur Bwalya, 2023), and therefore when I reflect upon my incident, I can analyse that for that stage in the event my use of Transformational leadership suited the circumstances. As I was paired with a colleague who was less experienced than myself, transformational leadership was used specifically when providing step by step guidance on what actions to take. This was demonstrated particularly when instructing my colleague to contact the ambulance throughout the police’s own WAST procedure. Throughout this I ensured I was encouraging when informing my colleague of the details in which to provide the ambulance and further ensured that although focused on monitoring the males condition, I was approachable to any questions that my colleague needed to ask. 

According to Cherry (2023) Transformational leaders are responsible for positive changes within their team and take control by communicating a clear plan of what is to be achieved, Similarly,  recent research conducted by Mach, Ferreira and Abrantes (2021) suggests that transformational leadership can have a impact on both team cohesion and team performance via the use of encouragement and empowerment tactics to learn, however, a limitation of this study is that Mach, Ferreira and Abrantes fail to include external factors that may effect individuals when measuring the teams performance. When associating this research to my own incident, I believe my action reflects the work of Cherry (2023) as throughout the incident I was adamant on communicating clear directions to my colleague and explained what needed to be achieved imminently upon seeing the lack of responsiveness from the male. 

Due to the ambulance delay estimating approximately 4 hours, I made the decision to convey the male to hospital due to his condition rapidly deteriorating and that at this point I had serious concerns for his health. The male’s ID was located on the ground next to him and using this I was able to direct my colleague to perform person checks via the PSC to gather contact details for relatives. Through doing this it was possible to arrange for a friend to attend the hospital to assist in the care of the male. Following the arrangement to convey the male to hospital, it was at this point that my leadership style transitioned from transformational to authoritative due to a change in circumstances involving the male’s condition and a strategy to safely transport him from a busy area, congested with people into a police vehicle that was parked a considerable distance away. 

Beaton, Todak and Shjarback (2022) propose a link between authoritative and other leadership styles by citing that authoritative leadership is presented when in extreme circumstances. This Interestingly may suggest a reason behind why I transitioned between styles given that the end goal had changed, and it became essential to ensure the male received medical treatment as soon as possible. 

The requirement to change leadership style depending on the circumstances is again demonstrated in a second incident I attended on this occasion with two colleagues of the same experience as myself. This incident involved a suspect who had made threats to kill his neighbour and upon police arrival barricaded himself within the address. My colleagues and I were first on scene to which the suspect behaviour was erratic, and he began to make threats of self-harm by setting his flat on fire. During this incident, my initial leadership style began as Collaborative. Collaborative leadership involves a teamwork approach where the decision-making responsibility id shared between the team (Abdelwahab, Rabab Saleh Shaheen and Mohammed, 2024). I initially opted for this approach as we were all the same length of service and each of us had not attended an incident of a similar nature before.  

During this I felt a sense of urgency to take control due to the suspects escalating behaviour of using a smashed plate to cut his wrists alongside making threats to set his home on fire. It was at this stage I initiate the use of authoritative leadership. Ahmed Iqbal et al (2021) cite that authoritative leaders are responsible for making all the decisions in times of uncertainty. The study by Ahmed Iqbal et al (2021) validates my experience during this incident as at this time I believe that at points in this incident where the outcome was uncertain, I had to make the decision to first request further units including Authorised Firearms Officers (ATO) in order to gain entry to the address and provide frequent updates to supervisors who were monitoring the incident. 

A further change in leadership style occurred when I needed to engage with the suspect in the interim while further units arrived. At this stage I adopted the bureaucratic leadership style to ensure that all tasks would be completed. Bureaucratic leaders perform tasks by obeying to formal policing and decision making in comparison to intuition (Ramakrishnan, 2023). I demonstrated this style of leadership by firstly ensuring that one colleague was liaising with attending unit and the other gathering the circumstances from the victim whilst I engaged with the male using the police national decision-making model (NDM). 

The types of leadership models used in policing can involve both the process of leadership attributes and management skills (College of Policing, 2023d). In order to differentiate between management vs leadership, Zaleznik (1997) as cited by Claire and Marisa (2020) argues that managers approach an incident with the viewpoint of achieving the end goal in comparison to a leader who inspires team members through innovation to complete the task. 


When considering the notion of leadership and management within a policing role, my experience reflects the work of Tas et al (2015) who cites that police leadership should involve both management skills such as organization, personal skills including good communication and leadership such as analysing and the ability to make strategic decisions as this is not only the type of behaviour I have experienced from supervisors whilst on shift, but also the behaviour that I aim to demonstrate when utilizing my own leadership skills. 

During the evaluation and analysis stage of my reflection, I believe I demonstrate a good level of flexibility when applying leadership strategies to a range of challenging incidents and as a result of the teamwork by myself and my colleagues the male from incident one received the correct level of medical treatment and support from our police referrals regarding concerns around his substance misuse. In conclusion to incident two, I was able to fulfil a successful arrest of the suspect by utilizing the correct resources through leadership and communication when engaging with the suspect and my colleagues. 

In conclusion and as a developmental action plan, whilst I feel I was confident in demonstrating my leadership skills, I aim to continuously improve in this area. Following the second incident outlined in this reflection, I had a professional discussion with my supervisor where it was raised that I am aiming to achieve training in police negotiation and leadership, to which he has agreed to support this ambition for my career progression. 
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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 order to critically reflect upon my three-year probation, it must first be discussed what was expected of me upon joining the role. In 2016 it was decided by the College of Policing that the entry route into the police was changing and therefore introduced a Policing Education Qualifications Framework (PEQF) with an aim to professionalise the police service through new recruits (House of Commons Committee of Public Accounts, 2022). By undertaking the PEQF entry route, this consisted of completing a Police Constable Degree Apprenticeship (PCDA) which requires officers to be recruited on a full-time basis of working a shift patten, equivalent to 40 hours per week and providing twenty percent of their off-duty time to studying for a degree with a partnership university (Shohel et al., 2020)

In order to structure my answer, I will use the Gibbs (1988) model of reflection.  According to the Gibbs cycle, reflection is demonstrated through a description of the event as explained above, a consideration of my feelings during the event, an evaluation, analysis, followed by a conclusion and action plan for future learning (The University of Edinburgh, 2020a). 

The probationary period for a newly recruited police officer is defined as the first two years of service (Warwickshire Police Federation, 2016) However, as I have undertaken the PCDA pathway this time is extended to three years. The purpose of a probationary period is to allow for a new officer to be assessed throughout, ensuring that competence to independently perform the role of a Constable is achieved and can consistently perform to the National Occupational Standards that is expected of a substantive officer (West Midlands Police, 2021). 

During my three-year probation, I have benefitted from both areas of coaching and mentoring throughout different phases of my training. Coaching is defined as a method to develop a person’s ability to improve their performance and address any issues before they may escalate (Mind Tools, 2024). Specifically in policing, I would describe the coaching phase to resemble the “tutorship” element of the probationary period. During tutorship, newly recruited officers are paid with a tutor officer for a period of 12 weeks. During this time tutors continuously assess and aid work-based learning of their student via structuring their opportunities to learn, coaching them though incidents and providing feedback (College of Policing, 2023e). Upon reflecting on my own tutorship period at the very start of my probation, I recall feeling both anxious and nervous at the possibility of being perceived as incompetent. This was mainly due to the realisation that the six months of training that all officers have to undertake prior to initiating the tutorship phase did not reflect the reality of policing or the job role. I recall thinking this at the time of attending incidents with my tutor and believe that more practical sessions should have been delivered to allow officers to have a level of preparedness for policing the community. 

My concerns were intensified upon finding out that my tutorship would be carried out on a Neighbourhood policing team (NPT) instead of on a response shift. This heightened my fears of not gaining enough experience or exposure to incidents as Neighbourhood policing officers perform a different role to those responding to 999 calls. Due to my unease, I raised this concern to my tutor who agreed to ensure that in addition to completing the duties carried out by NPT, we would also attend response calls to gain experience for the role I was preparing for. 

According to Glaser (2019) there are four types of coaching style, these being direct coaching, where the coach primarily takes control of the project, Spirited coaching where the coach uses inspiration to channel the employee’s productivity, Considerate coaching using empathetic and encouraging behaviour and finally systematic where the coach uses a logical approach to decision making. The author further cites four additional coaching styles including Autocratic coaching where coaches are increasingly assertive, democratic where leaders strive to communicate and allow feedback, holistic coaching which concentrates on providing a positive work environment and lastly mindful coaching where leaders are creative and use an empathetic approach to situations.

The consideration of what type of coaching style to use can be seen as highlighted by Jones (2020) who suggests that the type of coaching method chosen can have an impact on a team’s performance.  In respect to the work of Glaser (2019) I would consider that throughout my tutorship phase, I was taught via a direct coaching method as my tutor took control of most incidents, leaving little room for my own autonomy. 

Following a tutorship period, new officers then progress toward working within their allocated response shifts (College of Policing, 2021). Upon reflecting upon my own shift, this consists of a sergeant and colleagues, all of which have longer lengths of service then myself. Due to being the both the youngest in age and experience, I would consider that this is where the element of mentoring arises in my probation. 

Dahlberg and Byars-Winston (2019) propose that mentoring is considered a partnership where individuals work in cohesion to improve the skill and encourage professional development. The authors also consider the four stages of mentorship to involve an Initiation, outlining expectations, a cultivation stage where the primary amount of support is provided, separation when the mentor offers more autonomy, and Redefinition, where the mentors role is transformed into a role similar to a peer rather than a mentor. Upon considering the study outlined by Dahlberg and Byars-Winston (2019) and reflecting upon this using my own experience, I would consider that due to having more experience officers on my shift this allowed me the opportunity to be mentored by the majority of my team when attended a range of incidents.

When considering the differences between the phases of coaching and mentoring NHS (2022) argue that coaching is focused on solving specific issues and is usually for a set length of time in comparison to mentoring which is focused more on continuous career development. The author continues to argue a point relevant to my own reflection being that during a coaching phase, coaches don’t require to have experience of the individual’s occupational role whereas during mentorship, the mentor is usually passing on experience within the role. This is relevant in my reflection as my tutor was undertaking a different occupational role whilst coaching me however, during my mentorship both my mentors and I were working within the same role and therefore aiding me when learning from their experiences.  

Upon initially entering the mentorship phase of my probation, I recall feeling enthusiastic at the notion that I would still be able to receive guidance when performing operationally. This was a huge relief given that I had been tutored in a different role and at the time felt slightly unprepared. 

Both mentoring and coaching are considered to be significant methods used by organisations to improve the performance of its employees (Viera, 2021). During the Evaluation and Analysis phase of my reflection, I consider the opportunity to have been mentored within a policing role to have had a considerable benefit when having to perform my duties. Upon considering coaching and mentoring theories used in modern day policing, College of Policing (2024b) highlight that through mentoring it provides the exchange of knowledge and support to be passed on to the individual receiving this and focuses on areas of personal development. This is further supported by Magny (2021) who argues that from a policing perspective, coaching can be beneficial as the role is often subject to scrutiny and stress, therefore when officers are provided with a coaching phase, this then allows the coach to assist the employee through challenges of the job. 

When reflecting on my own experience with coaching and mentoring during my probation period, I concur with the work of Tyler and McKenzie (2011) who ‘s study argue that officers who have been mentored in the past feel prepared to take on this role due to having a positive experience through their mentorship, I relate to this as I too believe that because of the experience my mentors have past to me, I will also be able to carry out this role in months to come. The experience of being mentored has also benefitted me by improving my overall confidence. My feelings are supported by the work of Somers and Terrill (2022b) who investigate factors that improve officer confidence and relate an improvement in confidence to increased exposure to types of incidents, thus, making them more efficient in handling similar incidents in future. I agree with this study and can relate it to my own experience as through both this and being mentored through these incidents I now feel a sense of readiness when attending comparable incidents in the future.  

In addition to mentorship within work, having the opportunity to be mentored in the role has also allowed me to achieve personal goals such as improving fitness levels. The importance of police officers having a good level of physical fitness is emphasized by Tewksbury and Copenhaver (2016) who state that this is essential due to the nature of the role and the danger of potential violence. I was lucky in this regard as my mentor had a particular interest in fitness and therefore was able to provide guidance improving consistency when training. 

The benefit of having a mentor also correlates into achieving professional goals by improving skills within my currant role and making steps toward achieving future ambitions. Research conducted by Paoline and Gau, (2024) argues that mentorship can play a significant role in new employees achieving opportunities for promotion within the organisation and this can be done by the mentor making efforts to expand their network. I relate this to my own reflection as by having a mentor, not only was I able to achieve gaining a place on my police driver course but also it has allowed me to make steps to achieve my professional ambitions within the organisation. This was done with the support of my mentor who, through their own networking, enabled me to have discussion with those in the negotiation role and thus, make progress toward an application.  

Moreover, the opportunity to gain feedback from mentors is also a factor that I consider as beneficial. This is primarily because it promotes both personal and professional growth, encourages learning and improves communication between learner and mentor (Atkinson, Watling and Brand, 2021).  

Feedback has felt even more essential whilst undertaking the work-based learning approach that the PCDA and PEQF offers. The introduction of the PEQF was aimed to provide new officers with a national education and coincidingly, improve the trust with the public by demonstrating the increased level of training within the police (Strong, 2019). Although this entry route has caused controversy, namely Martin (2021c) who argues that the implementation of the PEQF offers positives to the force by improving leadership skills early on in officer’s careers, my own experience reflects the arguments raised by Dorset Police Federation (2022) who cite that by working on the frontline whilst studying for a degree subject’s officers to additional pressure. 

In conclusion, I feel that although the PEQF has added a vast amount of additional pressure during my initial years of service and had I not been required to complete this, I could have potentially participated in overtime shifts in order to gain additional role specific experience, I have benefitted greatly from mentorship whilst on shift with my team and it has allowed me to gain more confidence than I had when first joining the organisation and throughout the coaching/tutorship stage. As an action plan for the future, I intend to focus on the skills learned in my mentorship phase and continue to network in order to aim for career progression. In addition, I intend to take the steps to become a tutor constable and pass the knowledge that I have gained in my probationary period onto newly recruited officers. 
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