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Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


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



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



ANSWER:

The National Police Chiefs Council 2016, have published the 2025 10-year vision to embed strategies with an aim to cope in changing demands of the police service and enhance professionalism. The College of Policing hold a strategic role in professionalising policing in the UK, fundamentally the aim over the next four years is to continue to reduce crime and keep people safe, putting more emphasis on evolving the police culture, structure and working strategies to become dynamic, ambitious, relevant and a connected College (College.police.uk, 2023). Working strategies currently being embedded into the Policing Education Qualification Framework (PEQF), shape the direction of police professionalism in England and Wales. In relation to professionalising the police, Martin, (2022), argued that attempting to re-professionalise the police by having “ideal types” which favour trust and autonomy is mainly due to the public perceptions, rather than a model linked to organisational professionalism, limiting occupational autonomy and independence. Key policing accountabilities should therefore include; upholding the law, take a leading role in partnership working, engaging with victims and witnesses, considering equality and diversity, risk management control and being able to justify and professionally account for their actions (College of Policing, 2024).   
[bookmark: _Hlk187059528]I am going to reflect on an incident that happened during my first year as a police probation officer, with a view to critically evaluate what my current actions and rational would be having now gained 24 months of experience from the PEQF, this will allow me to learn from my experiences, share my learning and apply what I have learnt for the future (College of Policing, 2020b) and (Wingrave,2011).  I will be using the Gibbs Model, which is a known cyclical model of reflection (McCabe and Thejll-Madsen, 2020). The Gibbs model has allowed me to structure my reflective practice, give my thoughts and feelings, evaluate what I felt was good practice and how I could improve upon this. Enabling me to analyse my decisions, conclude my reflection and look at future action planning (College of Policing, 2020a). 
[bookmark: _Hlk129874536]The incident being reflected upon, related to a local Chinese take-away within a residential area known for Anti-Social Behaviour (ASB). Allegedly, the incident involved a group of youths being loud and abusive to staff and customers at the takeaway. The youths were of mixed-race and aged between 12 and 14 years. English was not the first language of the owner or staff within the takeaway. It was apparent that as police officer I needed to be aware of the language barrier to support the takeaway owner, as better communication with the public, requires language barriers to be broken down‌ , and a building of rapport and active listening (College of Policing, 2021c) The College of Policing, (2023), state that when delivering on strategic ambitions for professionalism, a diverse range of skills are required by the police officer to ensure that the race and diversity programme is providing an inclusive culture. This is further backed by Neyroud, (2011), who stated that the police service needs to become a more professional service and act in a professional manner, making reasonable adjustments when and if required.  
At the incident, as per training received linked to professionalism and inclusivity, it was important to adopt the code of ethics as this developed my evidence-based policing in order to work towards the educational framework PEQF (Sherman 2013). The Code of Ethics is central to all police actions (College of Policing, 2024). My colleague/tutor and I followed the six-stages of the National Decision Model (NDM), which include gathering information, assessing the levels of risk, considering what powers and policies can be used, identifying options for dealing with the incident and acting on findings (College of Policing,2013). As well as gathering information from the takeaway owner, we also utilised the CCTV footage to ascertain what had happened. It was apparent that youths had been disruptive to the local business and demonstrated poor behaviour to customers. As the youths had already left the takeaway, we were not able to identify them in person, we therefore spoke to other key witnesses to ascertain what had happened. As the takeaway owner did not want to pursue a formal complaint, we provided safety advice and left the scene (College of Policing ,2013). 
24 months later, on reflection of the previously mentioned incident, I note that having a greater understanding of reflective practice, gained on-the-job experience, and knowledge through the PEQF, has ultimately provided me with greater confidence in decision making and evidence-based policing more efficiently and in a timely manner (Neyroud, 2011). If I had to attend a similar call, even if there was no formal complaint being supported by the victim, I would now proactively use the CCTV footage to identify the youths involved and use the evidence to work with other professionals and agencies, supporting the professional ethos of using working strategies to demonstrate dynamic policing and professionally connecting the College of Policing (College.police.uk, 2023).I would also aim to pursue further intelligence to look at reducing the ASB within the area. On reflection, my learnt knowledge gained from adopting the code of ethics and the development of a strong knowledge base has enabled me to direct my focus on evidence-based policing (Sherman 2013). 
A crucial aspect of evidence-based policing that was applicable to the information gathering stage 24 months ago, relates to the “golden hour”, (College of Policing, 2013). This set time frame for gathering information, to assess the risk levels while managing vulnerabilities was possibly a missed opportunity to gather crucial evidence and take necessary action within the strategic role of professionalising policing to be confident, proficient professionals who can adapt to be autonomous (NPCC, 2016). Professionalism is about understanding the law and your responsibilities, it is also being aware of the victims and their circumstances and needs, for example, 24 months ago, I would not necessarily have considered the requirements of needing a translator for the take-away owner/victim. I also believe that at the time, I focused too much on the ASB of the youths and not enough on the care of the victims. Martin, (2022), suggests that focusing on the key accountabilities as required in police professionalism, includes taking a leading role, and engaging more with the victim. I would also engage with the community as a follow up in order to adhere more with equality and diversity, resulting in being able to justify my actions in a professional manner (College of Policing, 2024). As reflected on, police professionalism takes time to embed, a range of factors including training, systems and reflective practice needs to be in place to reshape professional identities (Martin, 2022).      
Reverting back to the Gibbs Model and the college of policing guidance, I now feel able to critically reflect on my personal professional status and development through providing dynamic action plans (McCabe and Thejll-Madsen,2020). More recently I have been able to further evidence how I am working to fulfil the role of a modern professional police officer by working within the neighbourhood policing team. The Neighbourhood policing strategy (2024), aims to deliver visible, available, and accessible neighbourhood policing within the community, this reflects the Police and Crime Commissioners plans and vision for 2030. Values to uphold include: being compassionate, positive, proud and courageous and to keep on learning through Continuous Professional Development (CPD). Technological advancement and multi-agency approach to policing has meant that my skills and capabilities to modern day policing have been developed (McCann and Granter, 2019).    
[bookmark: _Hlk187484493]Within neighbourhood policing, I was involved in attending an emergency call where allegedly violence against a person had been reported. There was limited information provided, apart from the location being a local hotel which was being used as a refuge centre. On talking to the reporting party, and the other person involved, it was established that there had been a verbal disagreement between a staff member and a female resident. It was important as an officer, I understood the potential emotions and objectives behind the information received (Robinson and Smith, 2004). It was also evident that if no crime had been committed, there was an opportunity to still provide ongoing support by directing them with a multi-agency approach, e.g. housing. Also understanding my own attitude and behaviour in the knowledge that it can affect other people around you, and can support decision making (Mulder, 2024). 
Managing conflict as a police officer needs to include active listening skills, good verbal and non-verbal communication, negotiation skills, situational and self-regulation awareness (College of Policing,2023). I was able to establish quite quickly, that there was no evidence of a crime being committed, but there was evidence of verbal abuse between both the victim and offender that resulted in an eviction notice being allocated to the resident. The College of Policing (2021c), state that, building a rapport, having active listening skills, using the correct methods and being open and honest are all key skills when managing a conflict situation. As no crime had been committed, it was clear that the resolution was to re-house the resident. As a result of this situation, I implemented the referral process of re-homing the resident to the local housing officer. Being able to apply a resolution made me feel proud due to having a positive outcome for both parties, having the ability to offer support and provide help proactively (Mulder, 2024). Talking and listening helped me to realise the vulnerabilities of living in social housing along with having good communication skills to defuse the situation away from verbal abuse (College of Policing, 2021c). 
The police officer role linked to professionalism has changed personally for me, I have gained confidence due to having a better understanding of the law. I have also, gained first-hand knowledge and experiences from peers. As a neurodiverse police officer/student with dyslexia, I have been able to develop a working strategy for myself, taking responsibility for my own learning and not hide from stigmatisation. This includes: simplifying information, ensuring self-reflection, being open and honest with colleagues and always asking for support if required. 
The College of Policing, (2021c) have stated that officers should develop and use advanced communication skills to quickly create trust and encourage members of the public to be open about their risk and vulnerability which would include any involvement of abuse. As a neurodiverse police officer, as well as developing my communication skills, I also need to enhance my listening skills, note taking and writing skills to simplify information. What I mean from simplifying information is; when attending dynamic incidents, I will always take time to ask questions and listen to the responses with a calming influence on individuals who are often demonstrating anxiety. Providing support, tends to result in the victim providing more detailed information in a timely manner. To write up incident reports, I have learnt to reflect on a more efficient way of writing. Doing this has helped me to formulate my own working and writing strategy to help with my neurodiversity. One of the biggest coping strategies that I have found in my final year of probation has been to utilise all information available to me, which included Body Worn Cameras (BWCs) and any other linked intelligence to provide a holistic approach to information gathering. It could however be argued that although BWCs can help gather intelligence, they do not hold any statistical effect on the increase of decrease on crime (College of Policing ,2021a). 
In my final year, the neighbourhood strategy (2024 – 2028), developed by the Chief Superintendent in Gwent, has provided a clear working strategy with a commitment to deliver visible, available and accessible neighbourhood policing, dealing with what matters to communities. This is also aligned to the Police Force values being: keep learning, be positive, be proud, be courageous and be compassionate. For me, keeping learning as a neurodiverse police officer will be an enabler to the policy as identified within this strategy (College of Policing, 2024).      
The Policing Vision 2025, strengthens the above community support strategy, it sets out a vision for 10 years, with an emphasis on local policing providing community-based support around ethics and values. Upholding the law fairly and firmly including protecting and reassuring communities by the investigation of crimes and bringing offenders to justice. Communications skills which included active listing and open questions can built a rapport (College of Policing, 2021c). 
This policy also includes investing in neighbourhood policing to support officers to solve local problems, tackling ASB and trust within a legitimate framework. It is clear that the policy reflects on ethnicity and culture within communities. The policy also applies to newly recruited neurodiverse student police officers, stating that there will be clear requirements set for entry routes into policing, however there is no specific mention of ongoing support to neurodiverse students. The policy does however state that “by 2025, policing will be a profession with a more representative workforce that align the right skills, powers and experiences to meet challenging requirements”, the Equality act 2010, is prevalent to the policy through recruitment and the police professional structure of expectations going forward.  It is therefore also important to make sure that the code of ethics is central to all actions taken by officers for police new recruits (College of Policing, 2024).
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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:

[bookmark: _Hlk187061514]The College of Policing (2022), refers to social media (SM), as being a vital service for communication to the public, stating that it provides an awareness of what the police are doing in real time, with an aim to build on public trust and co-operation. Critically evaluating the use of SM in policing, SM is seen as supporting the communication strategy to keep communities safe, help to solve crimes and furthermore bring offenders to justice (The College of Policing, 2021b). Delivering on the police strategic ambitions, SM helps to improve on how we work in a professional manner (College.police.uk, 2023). SM can be beneficial for both community liaison and crime solving purposes when used correctly (Beshears, 2017).SM is argued as supporting the Policing Vision 2025, suggesting that extended knowledge and adaptability are two fundamentals that police require to become better professionals to suit new working conditions (NPCC 2016).   
The police need to have a clear understanding of the SM messages being represented as O’ Connor and Zaidi, (2021), argue that police forces are using SM to provide only positive images that focus on positive engagement. Further evidence from Fielding, (2023), suggests that police forces are often using SM as a “broadcasting tool”, which takes away the social element of SM, and also questions the legitimacy of the relationship-building original approach. This is also questioned by Walsh and O’ Connor, (2019), who suggest that SM provides an opportunity for “negative exposure”, which could be wrongly used to support negative views. Furthermore, to be relevant and up-to-date, SM platforms need to be regularly maintained, be consistent and provide informal communication for constant public engagement (Hu and Lovrich, 2021).  
Facebook, TikTok, Twitter, linked in, YouTube, and Instagram are all SM platforms utilised the Police. Facebook, provides an opportunity for the public to voice their point of view, it is closely monitored by the police force to ensure public safety and engagement, and follow Human Rights Standards to avoid abuse of the system (The College of Policing, 2022). Facebook is used daily by a high quantity of the general public. Facebook allows individuals to share experiences, connect with friends and family and in generally build community interests. Facebook can positively provide news and updates to the general public however it can also allow people to leave inappropriate negative comments (Fallik et al., 2020).  The platform is seen as a police enabler, Facebook and Twitter could be used by the police to seek a missing person due to the “real time” information element, it could also be used within providing local community information, it is used throughout the World and accessed by billions (Bullock, 2018).
[bookmark: _Hlk187061585]TikTok, is based on a source of entertainment, to inspire creativity by connecting users across the world via video-based posts, it is a platform where users can upload created videos, to increase their accessibility and increase follower numbers by providing entertainment and joy (The College of Policing, 2022). LinkedIn, is a SM platform based on job searching and community building through new and existing business awareness (The College of Policing 2022). LinkedIn is to reflect the best in people and help them to build professional careers in a safe and controlled environment, allowing users to upload their Curriculum Vitae.
YouTube, is a platform that allows users to create and view other people’s videos online (The College of Policing 2022). Available across the world, YouTube provides the opportunity for video makers to earn money, subject to the number of views received. Instagram, is a free photo and video sharing app, it is available to all users with smart phones. Users have the ability to upload videos and any photographs to the service, shared with followers or with a select group of nominated friends.  
All the SM platforms, have privacy settings allowing users to take control of who has access to their post, however there are limitations related to control on who shares and reshares the information posted, once this has happened it cannot be deleted by the original user (Bullock, 2018). Today’s technology, data or photographic evidence could be modified to represent and tell a completely different story, giving a false representation (Hu and Loverich, 2021). The police force has set their own guidelines for SM use, it includes promoting good news stories and court results, and updating communities on live and ongoing incidents. The police SM team, use the SM channels to assist in sharing messages with a view to reduce crime, it can also be used to provide advice. SM is also utilised to encourage the community to report incidents, build a better communication system to build rapport and promote policing campaigns, for example, Knife Awareness week. SM usage can be both positive and negative, positive as findings in research suggest that SM brings a positive outcome to law enforcement and criminal investigations, negative because of providing the opportunity for negative conations towards the police service (Fallik et al., 2020).       
As a Police Officer, I attended a concern for a safety call which resulted in a person being missing. The information received from the control room stated that a female age 26 years has left the home address, she was allegedly threatening to end her life. This information had been received by the family through SM posts, i.e. (Facebook). On arrival at the family home address, we gathered further information from the parents of the female, they stated that the female was in contact with the local crisis mental health team, as a result of her struggles with mental health. The mother told us that there had recently been a loss-of-a-life of a close family member. As there were two of us attending the incident, my colleague conducted a bedroom search to ascertain if there was any evidence to consider, i.e. suicide/goodbye notes to family members. I started to question SM use with the family, to look for the previously mentioned Facebook posts. It was clear on reading the posts that there were intentions for the female to end her life, as she had posted to individual family members about her feelings of being sad and not in control, she was also saying her goodbyes to loved ones, and apologising for her forthcoming actions. The evidence gathered, is now suggesting this is a High-Risk concern for the female.  
Full details of the female: her description, clothes that she was wearing, her contact details, her state of mind, and her potential location were passed to the control room. The potential location was provided by me, after speaking to her parents as the location was evidently a frequently visited area by their daughter, since the passing of her grandmother. Following the police policy on communication routes, I asked the parents’ permission to utilise SM platforms to help locate their daughter. I explained how the platform could be used in a safe way; I also explained the police procedures which included involving the SM team if we deemed the need for a public appeal. I asked for further support via the control room to start area searches for the female with the information that was provided on her location. I also asked for the female’s mobile phone to be traced as we believed the phone to be in her possession. The control room were notified of a potential high-risk incident. I uploaded a recent photograph of the female to the police communication system, asking for this to be shared with all officers responding to the area search and investigation with the permission from her family as a media appeal may be necessary. We informed the family that searches will be carried out, along with continuous communication, we advised for someone to remain at the address in case the female returns, and we provided as much reassurance as we could. All police communication systems were updated, the sergeant on duty agreed that the incident is high-risk, a full investigation was put into action with a detailed working strategy, Facebook was going to be the main SM platform used.  
The mapping system used to locate the females mobile phone provided police officers with a potential location of an area with a geographical radius. The area was known as a local wooded area which led onto a rail track, dog units and officers with drone use supported the search due to a lack of visibility. On route to the live location, I also made the British Transport Police aware of the potential risk of a female who is deemed as high-risk to her own life being near a used train track. I also followed a lead from the females SM account which confirmed the individual’s live location as the wooded area.  
Correspondence through Facebook resulted in the female being located safe and well.  On this occasion the use of SM (Facebook posts), provided a good platform to build the working strategy, targeted demographic groups provided the intelligence required as a result of Facebook use, it could therefore be argued that this positive outcome was as a result of the demographic age of respondents being interested in Facebook (Ruddell and Jones, 2013). 
 A negative to promoting policy initiatives through SM as well as SM use within this example, could have resulted in the police receiving negative conations from the general public, (Fallik et al., 2020). This could also apply to service users not being happy with planned and advertised events i.e. Turning on the Christmas lights or firework displays. These could be seen as problematic as they could result in road closures and possible safety concerns. Global Positioning System (GPS), provided through the females’ mobile proved to be positive confirming a live location of her, making the search more controlled by using a geographical radius, as accepted within the police communication working practices (Ruddell and Jones ,2013). A negative for GPS usage through smart phone devices is the need for them to be switched on as this will avoid “no active live locations” being recognised, causing a risk to depend on one method for location (Weller, 2016). 
Facebook was beneficial providing information on the individual, her current activities through pictures and comments and her last location posted. It also provided contact details of her close associates and friends (Beshears, 2017). Contacting friends and associates resulted in information being provided on her last location and sighting.  Further exploring SM could also prove valuable to gaining knowledge of frequently visited locations, however this is dependent on SM (Facebook) users, updating their profile with new features, e.g. “unfollowing/accepting friends” (Weller, 2016).   
Although not used during this incident, all forms of SM that the police utilise could have supported this incident if deemed as needed. This could have included: Using the platforms for updating the public, putting out a missing person appeal and continuing to provide updates to the local community. An appeal for search support could have also been put in place to the local community.SM also provides a fast and wide spread platform which is accessible to most people. Other SM sites can be utilised to support police working strategies e.g. Local school and neighbourhood engagement. SM could be key for police working strategies for events such as Bonfire night with the local rugby club and communication to councillors to provide a community link and engagement.  
SM platforms provide an opportunity to negatively abuse freedom of speech (Walsh and O’ Connor, 2019). For individuals with mental health issues, and are possibly grieving, as in the case of the female, could take comments being made to their SM account negatively (Walsh and O’ Connor, 2019). The police should not only rely on SM as a means of gathering information. SM could be used to compare lifestyles for already vulnerable people, resulting in negative thoughts, feelings and emotions (Ruddell and Jones, 2013).SM is an effective communication tool and used worldwide (Beshears, 2017), use of SM can help the results of incidents as evidenced within the above missing person situation. SM can provide the community with the tool to enable them to offer support. Looking at this from another point of view, messages provided on SM from the police need to be clear and concise, being used as a channel of communication to update communities with a view to two-way communication system in a safe space (Weller, 2016). 
SM sets out a good starting point to gather information. Due to the high-level of risk, it was important to be timely in the working strategy, full use of SM (friends of the female), could have affected being proactive in the actual search if SM had been misused by individuals putting negative conations in posts (Walsh and O’Connor, 2019).  It could be argued that SM is currently becoming the main route and method used to communicate with the public (Ruddell and Jones, 2013). SM usage would be more effective if all persons used SM updated technology. Bullock (2018), also argues that SM is yet to provide evidence of the required support and communication between police and communities, going on to also ask the question if SM is “transforming” or “normalising” communications.       
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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:

[bookmark: _Hlk184381452]In 2022, the National Centre for Police Leadership (NCPL), produced a paper for developing existing and future leaders within the police force (Campbell and Kodz, 2011). The aim of the paper was to evidence base “what makes a great police leader”.  Key finding suggests that transformational leadership where the leaders who make a positive contribution, can have a positive impact on trainees, as opposed to transactional leadership styles having fewer positive impacts due to relying on “rewards and punishments (Campbell and Kodz, 2011).Being able to function as a leader in today’s dynamic environment is reliant on effective leadership, it could therefore be argued that both leadership styles are required ,being seen as an important predicator of leadership outcomes (Pearson-Goff and Herrington, 2014). Campbell and Kodz, (2011), also suggest that employees do need to be directed this includes following instructions, however they also require encouragement, and praise to be self-motivated and to raise team moral and confidence. 
The NCPL aims to provide fairer opportunities for Continuous Professional Development (CPD) to all police officers and ranks to have the opportunity to take leadership responsibilities with appropriate training provided. This correlates to the Policing Vision (2025), which is a 10-year plan to shape decisions around transformational policing, allowing and developing resources to keep the public safe within a value-for-money service that can be effective and trusted. This transformation is to further resource police officers in training, making sure new recruits receive effective training in a supportive manner. Leadership is key to ensure accountability and honesty in policing, however it must be noted that allocating individuals to leadership could cause role conflict (Dean and Gottschalk, 2013). 
Neyroud, (2011), argues that leadership model approaches should not rely on either “transactional” or “transformational” to support police within modern style professional policing. It could be suggested that leadership should rely on being authentic , taking responsibility and making decisions that are based on principles rather than short term successes (Neyroud, 2011). However to critique this , a further study found that transformational leaders were rated as being more effective , findings suggested that there are key characteristics that support transformational leaders,  these include being confident, being energetic and also being open minded in their approaches with current police work (B.Sarver and Miller, 2014).This theory of transformation leaders being more effective is further supported by the study of police leadership styles , putting transformation leadership as being key to the process (Filstad and Karp, 2021). 
The NCPL, aimed to provide fairer opportunities by being inclusive regardless of ranks for all officers, it will result in having more developmental opportunities for leadership being applicable to all not just for those who line managers others. Priorities stated within the NCPL, are:  to support the development of workplace culture, which will lead into a safer, supportive and inclusive workplace environment in policing. Leadership practices and being an effective leader is not about having financial backing, the fundamentals are about the culture, structure and political stance within the organisation (Schafer, 2010). Developing leadership and the key fundamentals will promote leading by example, abiding by the Code of Ethics and upholding high standards and values to challenge and “call out” existing bad behaviour (College.police.uk, 2023).
Currently, the College of Policing (2023), set out five stages of leadership standards and levels of leadership: stage one, Leadership foundations, stage two, Firstline leaders, stage three, Mid-level leader, stage four, Senior leader and stage five, Executive leaders. These stages collectively set a key fundamental benchmark, developing understanding, knowledge, attitudes, skills and behaviours to be accountable within the leadership role. All stages of leadership relate to upholding the police Code of Ethics, the inclusion of problem-solving approaches, and being able to recognise and manage your own wellbeing and resilience. All stages require self-reflection and engagement in CPD. 
In my probation period, in my final year, since joining neighbourhood policing, I have conducted an Operation Order (OO), The acceptance of the OO would result in a warrant being conducted at a known address with me leading the overall operation. It required building a warrant, which included putting all information and intelligence together for occupants who resided in a house within the local area possibly related to drug dealing. Once the intelligence was gathered, my role was to produce the application to be handed to the courts which would provide a warrant for powers of entry to the address to conduct a premises search, and seize any items from the property that were deemed to be related to drug growing and selling. The application was presented and accepted by the judge. 
My role as the leader of the OO included: Building a risk assessment plan to ensure that risks to officers would be minimised. The plan was structured and included potential types of risks backed up by the intelligence and information that had been gathered through police systems. Within the planning process, I also included warning markers and flags that related to any persons or known associates that potentially could be at the address when the warrant was planned to be conducted. I also conducted and presented a briefing to all police officers involved in the warrant, to inform them of all the information and intelligence that had been gathered. This leadership style is both transactional and transformational as it meant working within a team and also delegating roles and responsibilities (Neyroud, 2011). The information and intelligence included, known associates at the address, and any occupants at the address including children and pets. I also provided information on the potential risks i.e. dangerous dogs, and any warning markers for example use of weapons, or mental health issues for the occupants, as well as any further information relating to infectious diseases that could cause a risk to the team.  I also provided information and intelligence on vehicles associated to the address, this was for search purposes and for potentially possible escape mechanisms for the offenders. I provided all intelligence on names and photographic evidence on known occupants at the address.
On reflection, I utilise transactional leadership skills to provide the detail of the arrest powers, circumstances and the aim of the arrest classification. Fundamentally, my aim was to lead and build a team and delegate roles and responsibilities to officers. It was also to take overall responsibility for the operation, mitigating risks involved to all in an organised and effective manner, I therefore followed a mixed style leadership which is more effective (Campbell and Kodz, 2011). I believe that my overall leadership style is more reflective of transformational leadership as it supported motivation of a team , raised morale , and provided a sense of identity to the “followers” (Wamalwa, 2023).
In using the Gibbs Model of reflection, (McCabe and Thejll-Madsen, 2020), to reflect back on the College of Police leadership standards and the focus of recognising police professionalism in the UK, I was able to provide evidence-based policing and enhance the staff knowledge in a professional manner (Martin, 2022). Firstly, I acted in the public interest by prioritising a public service to cut crime. I also feel that I fully supported the wellbeing of the public by ensuring that all staff members were fully briefed on the risks and also by considering and acting on the possibility of children being present and their safety. The pre-work allowed me to look at possible obstructions that could affect the operation and safety of officers and help minimise potential risks.  
On the planned warrant day , the police Code of Ethics was fully considered and embedded within the warrant plan ; I worked within the interest of the public to reduce drug related crime, even though we had gained entrance to the suspects property, I provided respect and empathy by keeping calm, showing respect, while informing the occupants why we were there and letting them know what the procedure would be, which also sets high standards of professional behaviour .I also abided by the principle of courage, I was accountable for the decisions that I was making, I also reminded an officer of the importance of switching on his body worn camera , as this is required for evidential purposes along with standing against anything that could bring our profession into disrepute (College of Policing, 2021a). 
 Building and maintaining trust and confidence was achieved with colleagues, by me informing all staff of the risks while giving reassurance, making sure that all roles and responsibilities were understood through questioning techniques and by providing a detailed power-point presentation. This presentation was detailed providing the format of the operation order. For example, in relation to the method of entry, I was questioned as to what type of front door was on the property, although there was a picture of the front door within the PowerPoint, this was not seen by the officer. As the lead, I re-reviewed the applicable slide that referred to the method of entry with the group, to make sure that all officers present were confident in their role. When entry was gained at the property, the children associated as living at the address were at home along with the grandmother, who was there to take the children to school, there was no previous information that the grandmother would be there. A person check was quickly initiated to gain intelligence on her, all was clear, there was no evidence of any involvement. To reduce the possible trauma associated with the home search and for the children’s and the grandmother’s wellbeing, I asked the grandmother to leave the property and take the children to school as quickly as possible.   
Efficacy is linked with integrity , having a strong work ethic , being aware of supporting other colleagues and members of the public and also having good communication skills (Schafer, 2010). On reflection of the warrant and my leadership skills, I would say that my teamworking skills were efficient, supported by feedback received from the officers who said, “I understood my role and responsibilities”, “the leader acted professionally with the tenants”, and “the PowerPoint presentation was clear and concise”. Within my self-reflection, I found my first experience of being a leader as being overwhelming. Managing the overall operation, being aware of everyone’s personal safety and wanting to achieve a good outcome and high standards, all added personal pressure. I was aware that taking on  the role of leadership was not going to be easy for me in the knowledge that I would feel less competent in this role (Dean and Gottschalk, 2013).I felt that it was important to be a good role model and set a high standard, as role modelling , being open and honest  with the group can be beneficial and influence my leadership style and the behaviours of the other police officers (Huberts et al.,2007).
Pressure also played a key part in wanting to “get it right”, by upholding police standards with my professional behaviour. I wouldn’t change the process and planning of the warrant, I would in future ensure that my leadership skills provided the team to reflect more through the initial process. I would when talking through the PowerPoint, I provide an opportunity for anyone to ask questions, as this would test their understanding and allow further self-reflection. Another point to self-reflect would be a possibly of the safety of unknown people being at a property, in this case children were present however due to the grandmother being present this wasn’t an issue as the children were taken to school.      
Further reflection, has meant that I have revisited the national benchmark for leadership performance and now feel the need to further enhance my skills. One skill relates to, as a leader being able to challenge unprofessional actions, attitudes and behaviour, including language used. Although I didn’t experience this in this incident, I have self-reflected, I believe that I would have challenged the behaviour in a constructive way, without belittling the individual, however I would like to enhance my skills more with further CPD in leadership courses (College of Policing, 2023). 
I also want to further explore engaging with partners, communities and stakeholders. Although within my current role, I engage with all, for example in councillor meetings, and youth support, I haven’t gained experience of this within a leadership role. Again, this will be added to my CPD request list going forward, along with the possibility of gaining the role of a First-line leader, this would be deemed as a progression route as it relates to stage 2, in leadership roles within the police national bench mark. Schafer, (2010), suggests that effective leadership skills can be gained and are best achieved through many means, these include attending training, gaining experience within your role and gaining feedback. I believe that my role is allowing me to gain on the job experience of leadership which includes getting feedback, I will now further explore training for leadership opportunities, provided through the College of Policing, developing National Centre for police leadership, (College of Policing, 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:

I will be using the Gibbs Model, which is a known cyclical model to reflect on my three-year probation period (McCabe and Thejll-Madsen,2020). Christopher (2015), argues that contemporary policing should learn to “embrace the notion” of critically reflective practice, as a student police officer the training received encouraged this. I started my training by being coached through training school. This involved a theory-based approach to learning, providing details on legislation, practices and procedures linked to the law. All this information provided the knowledge for students to take theory-based learning into a practice-based officer within the first year. Coaching can be defined as a plan or intention to develop professionals , it includes having well-defined goals as aims , to acquire specific skills within a probation period  (Hussey and Campbell-Meier, 2021).  According the College of Policing, (2023), mentoring and coaching within the force is described as being formal, where gained experience, networks and knowledge from existing officers is used to provide guidance and advice. The aim is to promote confidence and progression to the learner through their tutorship. In an organisation , coaching has key elements that focus on traditional training methods through a non-judgemental feedback on performance (Hussey and Campbell-Meier, 2021).The main focus of mentoring within the police force is based on Continuous Professional Development (CPD), working towards the Police Vision (2025), to shape decisions around transformational policing. Gaining experience as a new police recruit relies heavily on others, for example tutors, who provide support and guidance through mentoring. Mentoring in the police, refers to providing help and advice to less experienced student officers like myself, in a non-biased method. I have found this way of learning beneficial , as it has included a variety of leadership styles and learning methods , for example one-to-one tutorship and feedback , as well as team working, this has been highlighted through research stating police officers believe in the mentoring process (Tyler and McKenzie, 2011) . Huang et al., (2016), argued that any transformational changes in policies, should also include transforming leadership of mentors to improve roles. Effective mentoring will support the vision by aligning fundamental skills to meet challenging requirements to understand the powers and legislation.  Formal mentoring is defined as being conducted in a specific time frame, i.e. being first 6-month period of tutorship, more informal mentoring is usually conducted on a one-to-one basis while learning the actual role (Hussey and Campbell-Meier, 2021). 
As previously stated, I started my training by being coached through training school, The training received did not provide any one-to-one coaching or mentoring as this is classed as formal mentoring which is often associated with a professional organisation (Hagen et al.,2017). I believe that the non-existence of one-to-one coaching may have been as a result of the class size, thirty plus student officers with two mentors in class did not allow for any individual support. If could be argued however that mentoring,  although an important part of career development , often used on a one-to-one basis , may not be as effective when providing new practitioners with the skills required in a large group (Hussey and Campbell-Meier, 2021).  
[bookmark: _Hlk184729776]As a neurodiverse student, this caused me personal struggles and concerns, trying to keep up with learning objectives, for example reading speeds and note taking from the presentations was an issue. This initial method of learning wasn’t very supportive and does not meet the Police Vision 2025. I personally feel that I did not benefit from the coaching being received due to being neurodiverse. Neurodiversity includes a range of conditions including dyscalculia, autism, attention deficit and hyperactivity disorder and dyslexia. Neurodiverse students are faced with challenges and barriers in an education setting (Aguilera Rodríguez et al., 2024). On reflection, being dyslexic has made me face many barriers during this initial period mainly due to not getting any personal support with understanding the literature being presented due to my reading ability.  Also, within the first year in probation, I needed to pass two written examinations. I initially did not meet the passing grade, which resulted in me having to re-sit both, this caused anxiety and stress as it could have resulted in a loss of career opportunity. When taking examinations, it is important to recognise the police student as an individual learner, to take into consideration any neurodiversity and learning abilities. Miles-Johnson and Fay, (2022), suggest that there is a lack of research into what the impact of diversity and being neurodiverse is on practices in policing, as well as learning abilities and making reasonable adjustments.  
After passing the initial six-months of probation, the structure of student probation coaching proved to be a more positive experience. I was provided with a one-to-one mentor whose role was to support me to coach on practical and theory-based learning. It was evident that my  mentor fully believed in the positive impact of their teaching and mentoring methods, passing on vital learnt experiences (Tyler and McKenzie, 2011).This is also support by Akili,(2013), who recommended an approach to mentoring that is built on self-evaluation with an aim to support the professional development needs of students on a one-to-one basis. Personally, I found this to be a positive experience and beneficial, as I was able to have more time, ask questions and see the results of my work when putting the theory into practice. Coaching and mentors also need to consider their own CPD when providing support , learning and development to their team ,as the result of this would collectively make a positive difference (Jones, 2018).
[bookmark: _Hlk187485946]The knowledge and confidence that had started to build in year one became more prevalent in year two, the university student requirements were based on written work rather than sitting an examination. This allowed me to manage my time by setting achievable goals whilst reflecting on the detail of the university written work needed. The coaching role was now provided by my on-shift peers and line manager. As my peers share the same job responsibilities as me, they are able provide support, encourage me and provide coping strategies for my well-being and resilience (Farrell and Macapinlac,2021). I was able to learn from their experiences and again ask them questions relating to the police role and to the theory based written work. My manager was able to provide leadership skills due to their strategic approach to the police officer role, with a view to building professional relationships to support my personal and professional goals (Farrell and Macapinlac,2021).  Practical experience was supported with the team, I was gaining my personal and professional organisational goals. Although I still felt that the work and learning to be challenging, my coping mechanism was supported by knowledgeable individuals who not only recognised my neurodiversity, they also recognised my strengths that could support them when as a team we were faced with challenges, for example, communication and engagement within the community. Research suggests that line managers should be encouraged to be more supportive and approachable towards the personal and professional development of their team members and themselves  (Jones, 2018). In my experience, my line manager was supportive, providing verbal feedback when required in a constructive and professional manner.  
Now in year three of my probationary period, I have recently changed departments in the police force from response policing to neighbourhood policing. This, along with having a personal mentor, has provided an opportunity to further build on my strengths while developing my knowledge and understanding of the role. It was evident that the effective coaching received had built on my strengths as suggested by Haberlin, (2019), who suggests that mentoring on an individual basis will help the mentee to play to their individual strengths. I also have a personal mentor within the police force who supports my CPD, providing time to check-in and initiate further training if required. Their role is also to ensure that my knowledge and understanding of practical policing is maintained to a high standard, further practical training i.e. body worn camera, that can support my evidence building techniques (College of Policing. 2021).
The CPD requirements for the probationary period for year three include three elements: University Dissertation, University Competence based workbook and ongoing practical based coaching and learning.  The university dissertation has provided me with an opportunity to not only achieve my personal CPD goals, it has also provided an opportunity to support the Police vision (2025), to “align the right skills, powers and experiences to meet challenging requirements”. I believe that my negative and anxious experiences due to a lack of coaching support for my neurodiversity in year one, has motivated me to write my dissertation with a view to supporting future neurodiverse students. 
As yet I have not conducted any research methodology for my dissertation, however I firmly believe that a key part of supporting neurodiverse police recruits will be in the feedback that I can provide based on my own experiences. I understand that feedback can be difficult. On my own self-reflection, I have learnt to listen and implement any feedback given , knowing that this is a good coping mechanism for neurodiverse students (Jug et al.,2019). My research is aimed at exploring the support available to neurodiverse students who are on the Professional Policing Degree.  The exploration through the methodology will include: support service available for neurodiverse students, and to identify if current learning support polices highlight equality for all.   
On reflection of the university competence-based workbook, the written work has positively put into prospective the amount of learning that I have achieved. Writing about the areas of professional practice, which include, understanding the police officer role, communication skills, social media use, leadership and teamwork and coaching and mentoring and assessment have allowed a lot of self-reflection. My understanding of the role of a police officer has changed significantly over the three years, mainly due to the challenges of policing faced on a daily basis and the dynamic changes in today’s policing. For example, the need for more community police presence to make transformative changes across the whole of policing and provide the public with trust and belief in the service we provide (Police Vision 2025).  As a neurodiverse student, the police force has supported me with technical software to help with reading and writing, they have also provided extra time in the means of protected learning time to complete the written work. I have also been assigned to an assessor within the police force who monitors my progress and provides further mentoring support if required and enhancing my reflective practice, as reflecting collectively and involving others in reflection aids the complexity to the reflective processes (Rantatalo and Karp, 2016).    
Ongoing practical based learning has proven to be beneficial to my learning styles and personal organisational goals. My practical skills and conducting the role of a police officer have allowed my confidence to build, having a clear working strategy and being supported and working with my peers has aided this by my knowledge gained, developing my experience and learning from mistakes (Hagen et al.,2017). Learning from mistakes over the last few years has also allowed for me to self-reflect more. I now want to use this self-reflecting practice and knowledge gained  to support others through constructive feedback (Jug et al.,2019). Feedback is a vital component in the coaching, and mentoring cycle. If delivered well it can provide a platform to use for CPD (Algiraigri, 2014).
Neurodiversity should not deter individuals to join or progress within the police force, having a positive mentoring system throughout the three-year probation process would help to retain neurodiverse students and help with supporting diversity by removing disabling barriers.  A study in 2019, based on removing disabling barriers in policing, specifically police with dyslexia , found that only 21.5 % of the individuals had been diagnosed with dyslexia , the remaining employees had other neurodiversity learning issues (Macdonald and Cosgrove, 2020). This indicates that there is a challenge for all Police Forces to look at removing barriers for other neurodiverse conditions with possible further research. The main requirements of neurodiverse police student officers within the learning environment require a more structured approach, linking to diversity and support with emotional regulation for the student. All mentors , coaches, trainers and assessors need to be trained and be aware of individual student learning needs which would provide reasonable adjustments and supporting mechanisms (Aguilera Rodríguez et al., 2024).  
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