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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:


Since November of 2018, policing and the ways new recruits are recruited and trained has changed massively. This is because modern day policing has become far more complex, with officers working in a far more diverse environment and ever evolving digital age. Prior to the introduction of the PEQF program, it was found that serving officers were working at a degree level but without a qualification to back this. It is hoped that by adding the degree level entry route, public will be reassured that officers are trained to the level that they are working (Strong, J. 2019). Within this essay, I will critically evaluate how the College of Policing is professionalising policing. As well as critically reflect on a case that I took lead on that relates to the neglect of a child and how the close partnership approach that took place between Social Services and the Police, aligned with the policing vision and workforce transformation. I will be using Gibbs model of reflection to aid in structuring this critical reflection (University of Edinburgh, 2020). 

In 2016, in partnership between the National Police chief’s council (NPCC) and the association of Police and Crime commissioners, the Policing Vision 2025 was formed with inputs from other home office agencies and the College of Policing. The aim of the Policing vision is designed to set out how policing will change over the next 10 years to improve the service delivered to the public, to ensure that is the most efficient and cost-effective service and that the officers who form this service are professional, self-sufficient, and representative of the community that they serve (National Police Chiefs’ Council, 2016). The Policing Vision 2025 sets out five priorities for reform to achieve the above aims. Firstly, special departments such as Firearms or surveillance will be delivered through a joint force or networked service allowing for a more affordable delivery. Training and equipment for officers to enable them to tackle ever rising internet crimes as well as digitalising the way evidence is store and crimes reported / recorded. Consolidation for business support such as human resources and IT support with other partner agencies or neighbouring forces to reduce costs. The Police will integrate with health services, social services and community groups to problem solve earlier on to prevent issues as well as save costs for all. And finally, the College of Policing will work with Police forces to develop training for officers to give them the power and skills needed to make officers more self-efficient without fear of making mistakes as well as more representative of the community (National Police Chiefs’ Council, 2016).

Before the publication of the police vision 2025, work was already underway to professionalise policing. In 2012 the College of Police (COP) was formed and tasked with developing the standards for all 43 police forces across England and Wale in aspects of training, development, skills, and qualifications. This was deemed necessary to provide the correct skills and knowledge so that officers were able secure public trust, prevent crime and protect the public. One of the developments introduced since the formation of the college is that of the Policing Educational Qualification Framework (PEQF) which was aimed to cover most of the policing education needs. However, one of the biggest changes introduced was the requirement for all new officers by 2020 to either hold a policing degree level qualification before recruitment, at the time of starting or within the first year (Hughes, et al. 2016,) 

To meet these criteria and enable people from all backgrounds to join the police, the college introduced three main entry routes into policing. The police constable degree apprenticeship (PCDA), the degree-holder entry programme (DHEP) and the degree in professional policing (PPD) (College of Policing, 2023). For Gwent police, the PCDA rote consists of a three-year higher education programme which at the end of the three years will provide the officers with a BSc Hons Degree in professional policing practices. There are no fees to the officers and no minimum qualifications needed to join.  The DHEP route is a shorter program with takes two years to complete. The officer joining this route will need to already hold a level 6 degree and during the two years’ work to obtain a graduate diploma in professional policing practices. The final route, the PPD or degree in professional policing practice (DiPP) involves the applicant already holding the professional policing degree. This again is a two-year program but with no additional qualifications gained (Gwent Police, no date).

As already mentioned, one of the changes being implemented because of the Policing Vision 2025 is collaborative working with partner agencies. Since joining Gwent Police, I have found myself involved in several incidents where the police were not the idea service to be dealing with the issues at hand. At the start of my third year of the PCDA program, I was asked to attend a call for a concern for the welfare of a child, who had been seen playing in the street, covered in mud with no shoes on and his house being insecure with the front door wide open and music blaring from inside. I was also initially expected to deal with this call as a single responding officer, something that during my first year as a probationer, I would not have dreamed of responding to alone.  Upon arriving at the address, the concerns were clear. Everything that had been reported was accurate and upon closer inspection of the house, it became clear it was no suitable for a child to live in. There was very little food in the address with milk that was weeks out of date. There was cat urine and faeces on the floor and nowhere for the child to sleep. Due to this, the decision was made to contact social services and potentially use policing protection powers to remove the child from the address unless the child’s mother could make suitable arrangements for the child to go elsewhere for the night. Ultimately, the decision was made after close joint talks with social services that the child would be taken out of the mother’s care using Section 46 Childrens Act 1989 (Children Act 1989).

Before attending this call, I had apprehensions as to how best to deal with what had been reported as fortunately, incidents and reports such as these are rare for the area that I work in and can be exaggerated. The instant I saw this, I felt the child was someone who was extremely vulnerable and already being neglected. It was also clear that the reporting person had the same feelings to make such a report to the Police. The World Health Organisation (WHO) states that a child is neglected or maltreated if they are under the age of 18 years old and subjected to any types of sexual or physical abuse, negligence, neglect, or exploitation which results in potential or actual harm to health, development, relationships, or trust (World Health Organisation, 2022).  In addition to this, a vulnerable child can be classed as someone who has very little to no access to basic needs including a safe home, education, sufficient food and nutrition, health care and hygiene as well as protection from maltreatment, neglect, or abuse (Skinner et al., 2004). Taking these definitions into account, it was clear the child met a number of these criteria including his neglect, the potential for him to come into harm, his lack of a safe housing and insufficient nutrition. 

Communication in this incident was key and was if not the most important skill used second to effective partnership working. Due to the sensitive nature of why officers were present at the address, I felt that it was vital to be as open as possible as to why I was at the house, to build a rapport with mother and son as well as making sure that the way I communicated to the child was appropriate as he was the victim in this case and as a police officer, I needed to make sure I could get as much information from him as possible (College of Policing, 2021).  When I first engaged with the child, I came down to his level so that I didn’t dominate over him and to help ease any fears he might have of me. I also made sure I used simple language. Finally, and one of the things I found most difficult in this case was when the child would ask if I would be taking him away from his mum. I thought that it was important not to lie to the child or make any promises. These are some of the techniques recommended by Ann Sturt who was a former detective in the Metropolitan Polices child protection team (Stuart, A, 2021).    

In addition to the effective communication, I had with the child, initially the same could be said with the mother. This was until the decision was made to take the child away from the mother and the address. Upon officers telling the mother that police would be using their child protective powers, she because understandably upset but remained cooperative. However, this eventually escalated to force being used to remove the mother from the address and allow the child to be taken. Upon the mother being told that we would be taking her son, I began to use something called the five-step appeal. The stages of this consist of a reasonable appeal, this consisted of me just asking the mother to make this as smooth as possible for the child without causing unnecessary trauma. To begin with, she complied with the request and said that she would pack some clothes, but she then began to become obstructive. The second stage is called the rational appeal, this consisted of me explain clearly why this was happening and what would happen next. The third stage is called the personal appeal, in this stage I warned her of the repercussions of her actions if she did not comply with the request of police, such as jeopardising the chances of getting her son back. The fourth request is the final appeal, it consists of the person making the request to say words to the effect of “is there anything I can reasonably do or say to make you comply. The final stage is the actions stage, this consists of force being used if the person continues to not comply (College of Policing, 2021). Unfortunately, in this case, this appeal did not work, and force had to be used. The mother was arrested and removed by force from the address to allow the safe removal of the child. 

Fundamentally, I think that the reason this incident ran as smoothly as possible and concluded as fast as it did was down to the close partnership working that took place between the Police and social services. By speaking with social services immediately after seeing the state of the house, we were able to share information that only individual agencies would know. This meant that I could relay the reasons why police had been called as well as what I was seeing with my eyes and in return, being provided with the latest concerns social services had on the family, including recent visits social services had at the address and their views on the state and treatment of the child (HM Government, 2018). By sharing this information, it showed that the requests made by social services to clean the address and provided adequate food had not been met and that action would now need to be taken. By opening a communication channel with social services so early, it also gave the benefit of sharing my current thought on what was going to happen to the child and allowed social services to start the process of finding emergency accommodation and safeguarding for the child. Virtual College explains that by taking a multi-agency approach, it takes stress from individual agencies, allowed for more efficient working as well as providing a better service to the user (the child), (Virtual College, 2021). 

Ultimately, I feel that the incident was as successful as it could have been. The partnership working between social services and police was massively beneficial in confirming my concerns surrounding the welfare of the child and that child safeguarding powers were appropriate. By starting dialog as soon as I did, it ensured that the child could be taken straight to emergency accommodation without waiting around in a police station which would not have been suitable. It also reassured me that the right decision was being made as I had the support for social services. The communication between police and the parties involved also worked very well, although force had to be used on the mother to safely remove the child and an arrest was made, the communication skills discussed did not make a difference and it was ultimately down to the mother’s behaviour that these skills did not work. Ultimately, I feel that I fulfilled my role as a modern-day police officer by being self-efficient when attending this call and being the lead officer throughout as well as taking a partnership approach when dealing with the issues raised and in line with the policing vision 2025.

Total: 2210 Words



1

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


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

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


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




ANSWER:


This paper will critically evaluate a case in which I used social media to assist in the identification and apprehension of a suspected wanted for shoplifting offences and ultimately lead to charges being brought against them. It discusses the Polices’ use of social media and explores how the Police use social media to inform and engage the public as well as assist in day-to-day policing operations including its use to assist in ongoing investigations. To help with this, Gibbs reflective cycle will be used to reflect on my experience of social media (University of Edinburg, 2023). 

In the early stages of my independent patrol phase after finishing my tutorship, I found myself as the investigating officer in a string of shop lifting offences from a local supermarket. The thefts related to high value bottles of alcohol being taken from the shop and consisted of two suspects entering the store, taking a shopping trolly with empty bags inside and then filling the bags with various premium brands of alcohol. While one suspect filled the trolly, the other would ensure that no staff members were approaching and created diversions when it came to leaving the store. In total, the value of alcohol was approximately £1500 and was accumulated over a 6-month period. Statements were taken from staff members, but no identification could be made of the offenders, the store had very good CCTV but upon asking local officers if they could identify the couple, no one could.
 
As a result of not having any way of identifying the couple, I felt that the only way of bringing the offenders to justice and recoup the losses for the store was to engage with the local community and see if they could help. Engagement or community engagement is a term used in policing to describe community’s and citizens ability to be involved in policing in their local area. This includes the ability of the citizens in the local community to influence the police and identify problems in the local area as well as the police providing information and assurance. Engagement is now seen as a core part of modern-day policing and can have several benefits for the police. These include an increase in trust and confidence in the police and a reduction in community issues such as anti-social behaviour and disorder. When however, there is ineffective or no engagement with the community, the consequences can be monumental as scene in the disorder and rioting of 2011 (College of Policing, 2013).

On Thursday the 4th of August 2011, Mark Duggan was shot dead by armed Metropolitan police officers after they attempted to arrest him for firearms offences. What followed were days of disorder and rioting across London and several other cities including Liverpool, Bristol and Birmingham which subsequently resulted in the deaths of 5 people (BBC News, 2015). Immediately after the shooting, speculation started surrounding the shooting with News outlets reporting that a police officer had been shot during the incident, but the Metropolitan police refused to confirm or deny this (BBC News, 2011). In a report published His Majesty’s Inspectorate of Constabulary and Fire & Rescue, they found that the Metropolitan police were delayed in their communication  with the local community as well as the media and did not reengage in communication until the rioting had commenced. This was despite newspapers reporting inaccurate information including that an officer had been shot and that a child was involved. This speculation continued without the Metropolitan police commenting and only ended when the Independent Office for Police Conduct (IOPC), formally known as the Independent Police Complaints Commission (IPCC) released a statement quashing these rumours. It was concluded that early engagement was key to prevent future incidents such as these and that police should embrace the use of social media as a means of reaching out to the community instantaneously (HMIC, 2011).
 
To engage with the local community, I sought permission to make a social media appeal with screenshots of the two suspects faces. Social media is a term used to incorporate all forms of platforms that enable people to connect with each other, sharing ideas, information and communicate virtually. These social media platforms can include but are not limited to Instagram, Facebook, or X (formally known as Twitter) (Buffer, 2023). As of April 2023, over half the earths population or 59 per cent now have a social media presence with and average of over 2 hours per day spent on social platforms with the average age of users being between 16 and 64 years of age (Kemp, 2023). In figures published by Meta the owners of Facebook, which is one of the leading social media platforms, as of September 2023 the monthly number of active users reached over 3 billion people (Meta, 2023).

Police forces have been using these numbers to their advantage and used digital and social media to widen their abilities to communicate with local communities. It is however important that police remain inclusive and remember that although social media is assessable to a wide number of people, not everyone can or likes to use social media or the internet (College of Policing, 2013). As with most things, there are pros and cons in relation to the polices use of social media. On one hand, it can assist police with their fundamental duties such as assisting in investigations and the prevention of crimes. It is also a fast, direct, and cheap means of providing information to the community. The negatives that effect the Police are that criminals frequently used social media to organise criminality and it opens Police up scrutiny from the community (Denef et al., 2013). 

Fundamentally, the Polices’ use of social media can be split into three distinct categories. The first is to provide information, with modern technology information distribution doesn’t have to be solely rely on being provided in physical form such as posters and leaflets. Safety advice can be passed as well as warnings about ongoing crime and give live updates as to ongoing situations and events. There is also significant value in the use of social media as it costs very little to use. The second area is engagement. The use of social media allows two-way engagement with the public meaning that citizens can provide their view and participate with there local Police. This is achievable as online engagement enables easy use of online surveys and a means for the public to provide feedback. It also provided a way for Police to be personal with the public, showing the inner working of policing, celebrating achievements and good news. Finally, the last element is intelligence and investigation. With the speed that social media appeals can be published, intelligence gathering is a major factor of the police use of social media. Whether it is to identify potential information, witnesses or even missing people (The police foundation, 2014).
Gwent police have several social media accounts which they use to update members of public on the work being carried out, news of outcomes of court cases and to appeal for information on missing people, witnesses or people suspected of being involved in the commission of offences. Because of this, I felt it would be ideal to use Facebook and X to make an appeal. At present, Gwent police have a Facebook account, X account, Instagram account and more recently a TikTok account. The way they use each account differs, with there Facebook and X account being predominantly used for social media appeals to identify suspects in cases or to help locate people who have been reported as missing, they are also used to share positive stories of ongoing police work. In contrast, there Instagram and TikTok accounts are used to provide an insight into the workings of Gwent police, showing operations officers have carried out, upcoming road safety campaigns and recruitment drives. Between all four of Gwent Policies social media accounts, they have an audience of over 270,000 in which they can inform and educate through their posts (Gwent Police, 2023; Gwent Police, 2023; Gwent Police, 2023; Gwent Police, 2023).

Following the appeal being released it took some time to generate traction and for the public to engage. However, after a few days some promising leads were brought to my attention which resulted in the identification of the offenders. There were however some negative comments received, mainly aimed at the offenders. These included comments about their appearance as well as their social background. One of the most prominent uses of social media was following the apprehension of the suspect responsible for the Boston Marathon bombing in 2013. Following the capture of the suspect on the 20th of April 2023, the Boston Police Department tweeted “CAPTURED” stating that the manhunt was over (Boston Police Dept., 2013). This post was widely views, receiving over 35,000 likes and over 100, 000 reposts. The comment from the public because of the post were overwhelmingly positive, congratulating the officers and there hard work. There are however cases where media posts aimed at helping police go wrong. One such case happened to Gwent Police 2019 when a post was made relating to a male wanted for drug offences. There were no errors made in the post, however the publics reacted negatively to the photo used of the suspect, making fun of the offenders appearance and mocking him. In total, over 89,000 comments were made on the post, as a result of some of the comments, Gwent police were forced to make a public announcement warning those who were making inappropriate and abusive comments that they were committing offences and were lay able to criminal investigation (Quinn, 2019).    

In conclusion, the appeal was a great success. Two offenders were identified by the CCTV images being posted online and during interview, both admitted their involvement in the offences. Both persons received a suspended sentence and were ordered to conduct community service and pay the store compensation for their losses. Despite the appeal taking some time to gain traction and receive some positive leads, the entire investigation rested on the results from the appeal. There were some negative and inappropriate comments made by members of public towards the suspects and the police but as research has show this was somewhat expected. A subsequent post was made following the identification and conviction being secured towards the two responsible for the offence and this generated very positive feedback from the community. This gave me a real sense of achievement as it is very rare to receive praise from members of public. Before using social media for this investigation, I had never considered using it and had not had much exposure to its uses withing the police. But, as a result of its success, as well as ease of publishing the appeal, this will be one of the first things I will consider using when investigating future offences where an appeal would be appropriate. In reflection, I would also look to make an appeal sooner. This is because the delay in making the appeal provided the offenders a means to continue offending while I tried to identify those responsible. 
Total: 1852 Words













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:


This essay will analyse the multiple types of leadership styles available in a working environment. It will aim to evaluate the benefits as well as the negatives of each style and when each type of style is most effective depending on the circumstances. Finally, I will reflect on an incident in which I used multiple leadership styles to achieve an outcome during an incident in which resourcing was extremely low, but demand was high, to achieve an outcome which was not necessarily ideal but did provide the public service that police are there to provide. I will be using Gibbs reflective cycle to assist in the reflection (University of Edinburgh, 2020).

Leadership can be defended as “the set of characteristics that make a good leader” (Cambridge Dictionary, 2023). It can also be the procedure of learning and understanding the motivating factors of what makes people work and using these to achieve a unified goal. Research into leadership often focused of the behaviours of singular persons in a position of seniority. However, more recently, organisations have shifted away from a single leader having leadership qualities to all employees regardless of position (CIPD, 2023). This is no exception in policing. 

Within policing there is a framework around the competencies and values, which sets out behaviours and skills that all members of the policing organisation should follow. In total, there are six competencies which are split between three groups clusters. All competences are underpinned by four values which reinforce all the that the police strive to work by (College of Policing, 2023). The six competencies are (1.) we are emotionally aware (2.) we take ownership (3.) we are Innovative and open-minded (4.) we analyse critically, (5.) we deliver, support, and inspire and (6.) we are collaborative. The final two competencies are together under the cluster Inclusive, Enabling and Visionary Leadership. Under this cluster, it is suggested that officers should be able to not only work independently and together but be able to act as a leader when needed. This not only means leading fellow colleagues and inspiring them but also local communities and partnership working (College of Policing, 2016). 

There are multiple levels of management within policing, with all having different levels of management. What defines the level of management withing police is the rank structure which begins with a police constable and typically ends with a chief constable. In total there are 9 levels of rank within forces in England and Wales, the only difference being in the Metropolitan and City of London Police which have and additional two and differing titles for their chief officers. The structure starts with Police constable, Sargent, Inspector, Chief Inspector, Superintendent and Chief Superintendent. Following this there are the chief officer ranks, Assistant chief constable, Deputy Chief constable and finally Chief Constable (Home Officer, 2016). Coinciding with these ranks are five levels of leadership which state what is expected of the rank/level in terms of their leadership. Starting with what is expected of a constable. There is no expectation to manage any other colleagues or officers but more about managing oneself, this includes responsibilities including upholding public safety, tackling crime, working effectively in a team, and delivering core targets. The second level is aimed at sergeants or equivalent staff levels, this level includes the management of a team and allocating resources to enable effective service and demonstrating fairness, respect, and integrity. This then continues up the levels to managing multiple teams as well as achieving force targets such as budgets. Level three is aimed at Inspectors and Chief Inspectors. Level 4 is aimed at Superintendents and Chief Superintendents and level five is aimed at Chief officers’ levels. (College of Policing, 2023). 

In my time as a constable over the past two years and while in my probationary period, I have found myself in countless situations where my leadership skills have been used and tested. From road traffic collisions where I was arranging the flow of traffic to being double crewed with a brand-new student officer and guiding them through a call. One of the most prominent cases where my leadership skills were most tested happened recently. Torfaen has a population of over 92,000 people as of 2021 (Office of National Statistics, 2022). On the day that I was working, my shift had 10 Police constables working between two stations with no Sergeants working as supervisors. Typically, there would be two Sergeants covering the shift but due to training, we had been left with covering Sergeants who were working with their usual teams in different areas of Gwent. Due to this, as a team we had to organise our own briefing and allocate officers tasks with one officer taking lead at each station. Almost immediately, the number of available officers dropped extremely low. There were 2 two to one’s at hospital which meant there were two prisoners in hospital which required four officers allocating to supervise them. In addition to this, there was a prisoner in custody who was on one-to-one observations due to risk surrounding their wellbeing. There was also a sudden death which took another two officers away from shift. There was a prisoner in custody who needed interviewing, this took another officer away from shift and finally there was an officer allocated to the diary car whose responsibilities are to attend victims who have an appointment booked to see officers. This ultimately left me to cover any emergency calls being made to Torfaen. As typically happens, within a short space of time five emergency call were received with varying severity and risk. Due to this I asked that officers from adjoining areas around Torfaen be asked to assist with emergency calls. Due to being the only officer from Torfaen, I had an understanding of the areas and how best to use the additional resources being sent over so I began to dispatching these officers to the calls which were more pressing or would need more officers.

Before the shift had started and the team had gathered, I felt relaxed and calm taking the lead as the team I work with are very self-motivated and work with minimal direction. However, I was worried about how the afternoon was going to pan out as we were very short staffed, and I was the only officer available to respond to calls. In addition to this, as being the lead officer, I also had to be part of force wide meeting which involves the supervisors or all areas as well as senior officers meeting and discussing the staff numbers, the demand, and unattended calls. This would involve me addressing much more experienced and senior officers which was extremely worrying for me as it was my first-time being part of one and I was not sure what was expected of me. Fundamentally, I felt that the shift went very well considering the limited resources and my inexperience in leading. I put this down to the styles of leadership that I used to manage the team. 

Everyone on the team was vey understanding in terms of our very limited numbers and the amount of work that we had on. All the team remained very positive under the circumstances and worked well together to turn what was ultimately a very challenging situation, into something that was manageable. As the shift unfolded and the situation changed, the officers that were available to me became very flexible and worked without question. This made the task of responding to the high number of emergency calls that were received somewhat manageable. With the officers that were available, when telling them to attend specific calls they did as asked but still challenged me if they felt I was missing something which I appreciated. One of the elements that didn’t help the situation was my own stress. When the large number of emergency calls were received, I did become stressed and because of this, when allocating officers to calls I did become quite abrupt and possibly not a polite as I could have been. I do think though that my colleges understood the complexity of the situation and knew that I did not intend to be abrupt. 

What made my time as team leader easier and made my decision making easier was my leadership style. There are many types of leadership styles which can be used in veering situations to provide direct and concise leadership. Some of these styles include Bureaucratic leadership in which the priorities and needs of the organisation before the employee with rules being set for all to follow. Transactional leadership is a style that uses reward and punishment to encourage workers to achieve company goals or Transformational leadership which requires the leader to motivate and inspire the employee to achieve the desired goal (Project.co, 2023).

During the shift that I have discussed, the day was very dynamic and constantly evolving. Due to this, at the start of the shift I would say that I was following a participative or democratic leadership style and ended with an autocratic style of leading. The reason I used a democratic approach during the start of the shift was because officers needed to be assigned to different types of roles to officers which would have required different skills. By using a democratic style of leadership, it enables team members to get involved and participate in the decisions being made, this makes an open environment where individual can express their thought and feeling (Miller, H, 2022). The World Health Organisation suggests that when diverse groups work together and contribute when working under a democratic leader, the outcomes can be greater due to individuals being able to contribute freely and bring their own individual skills to the table to benefit the team outcome (World Health Organisation, 2016). In addition to this, a study conducted in Finland of nursing leadership styles suggested that members of a team under a democratic leader felt more committed to work and valued as part of that group (Vesterinen et al., 2013). This was clear in my experience with this style of leadership. I found that each member gave their own views and opinions on who should do what as well as volunteering for roles. This was evident when one of the officers said that they would deal with the suspect who was ready to interview as he felt confident in conducting the interview and was best suited on the team to perform this role.

As the shift progressed and emergency calls began to come through, the ability to take decisions to the group became impossible. Because of this, an autocratic leadership style became more appropriate. This is because, when a situation is constantly evolving, an immediate decision can be made which results in a much more efficient service (Mindtools, 2023). The issues with making decisions without consulting the team however can be very negative towards the leader as well as the group. Research has shown that a leader making decisions without consulting the team can negatively effect motivation as well as loyalty to the team and even make the team less efficient in their role (De Cremer, 2006). Despite these negatives however, I feel that in the situation that I was faced with, there was no other choice than to make decisions without consulting anyone. Fundamentally, I think that the team understood why these decisions had to be made and ultimately these decisions paid off with little loss to team moral and motivation.

In conclusion, I feel that the leadership styles used during this incident were appropriate when considering the situations that were taking place at the time of making any decisions. When I first started and took a democratic leadership style, I was in briefing with the team and had no pressing matters to attend to. This meant that I had the time to consider everyone’s opinions and come up with a decision that pleased as many of the team as possible. I then adapted to the situations that were presented to me and altered my leadership to make what I felt were the best decisions for the safety of the public and officers. At the end of the shift and when able to speak with the team, everyone was understanding of the decisions made and little negative feedback. The only comments made were about how incredibly busy the shift was and how exhausted everyone was. Ultimately, I would not change any of the styles used during this shift as they were appropriate for the situation and that I worked to the competencies and values expected of me as part of me as a serving police officer under the College of Policing.  

Total: 2108 Words











Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

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



ANSWER:



In this essay I will critically reflect on my time as a probationary police officer, focusing on my initial 12 weeks with my tutor following basic training as well as the developments made upon achieving independent patrol status. I will discuss how I have reached this point in my time as a Police officer via the feedback I have received from my mentors and how this has helped me achieve personal, professional, and organisational goals. To aid the critical reflection, I will use Gibbs model of reflection to structure my answer (University of Edinburgh, 2020).

I have now been a police officer for two and a half years. This time has been split up by various periods of learning from classroom based to on the job and specialised training. All of which have developed my skills and abilities in varying areas of my role such as communication, management, and conflict management. At the start of my training with Gwent police, there was a heavy element of classroom-based instruction which mainly focused on the theory side of police such as legislation and powers. Accompanying this stage of training, we had small exposures of tactical training which consisted of varying scenarios which were based on similar situations that I could find myself in when out of training. This stage was then followed by 12 weeks with a one-to-one mentor which enabled me to follow an experienced officer who could ease me into the role of a police officer and enable me to slowly take the lead on jobs and constantly provide feedback on what I did well, as well as areas either not so good or areas to improve upon. This was then followed by the independent parole phase which I now find myself coming to the end of. During this part of my career, most of the time is spent working alone and making decisions independently. This is ultimately where all the training that I received is put into play as well as self-development and criticism. This is to continue to focus on your skills and become much more self-efficient. In addition to this, towards then end of my independent patrol stage, I have found myself tutoring and helping newer officers who have just joined the team and provide feedback when it comes to a job being completed. Finally, throughout my time as an officer, I have also taken it upon myself to continually develop my skills by upskilling on courses such as becoming a specially trained taser officer.
 
Prior to starting my six months of training I felt a broad mix of feeling. Firstly, I was very anxious, joining a uniformed organisation and knowing I would be starting a job with a great deal of responsibility. It was also a new job with people I did not know and having no experience in this line of work, and I didn’t have any idea what to expect. On the other hand, I was also very excited. Joining the police had always been a dream of mine and it was something that I had to work exceptionally hard for. This was down to several factors but being Dyslexic was the ultimate factor which made applying for the police challenging and scary. Once training started however, I realised that everyone in my class was feeling the same, anxious at starting a new job and meeting new people. Once completing the initial six months of basic training, I then moved into a ten-week tutorship with a one-to-one tutor. Again, at this stage I was feeling very anxious as again I would be meeting a group of new people who I would be potently working with for several years and not only did I want to make a good impression, but I also wanted to prove myself in terms of dealing with challenging circumstances. After completing all the phases of initial training, I was granted independent patrol states. This was a very scary moment and left me feeling very vulnerable. Even though I had been with a tutor for the passed ten weeks, I knew that I would still be put in situations that I had never dealt with. I did however feel that with the training and mentoring that I had, if I followed the basic principles of every job, I couldn’t go far wrong. As I then progressed through my now two years as a police officer, I would now say that I am classed as an experienced officers and due to this, officers that are newly out of their probation have been placed with me for some shifts. In some ways this has left me feeling a great deal of responsibility as I needed to make sure that they were comfortable dealing with incidents, that they were safe and that I was giving them the correct guidance. This however did make me feel uneasy as I still haven’t dealt all types of incidents and I was still learning to carry out my role. Lastly, by carrying out continued professional development such as becoming a taser trained officer, I feel it has increased my basic skills in conflict management which has not only made it possible for me to deal with more serious incident but I feel it has benefited me with more of the day to day incidents where I am now able to de-escalate situations better and with the benefit of feeling safe when responding to incidents alone.
   
During my initial six months of training which were heavily classroom based with small elements of practical scenarios, I felt that this element of training did not really prepare me practically for the role that I would be undertaking. There was a high amount of classroom input with around 5 days of practical training. The classroom element gave me a good understanding of the powers that I could use and when they could be applied. However, due to what I felt was a lack of practical training and only having very basic scenarios, I could not use a lot of the powers and laws that I had been taught in classes. However, having the practical elements did provide me a taste of the practical roles and provided me with an idea as to how I may react during actual incidents. Moving into the tutor stage of my training, this was when I was protected and able to make mistakes. This was due to having a tutor who to begin with would take lead and demonstrate how they would deal with a situation and gradually provide me with instructions to take an account for example or take details for potential witnesses. This enabled me to take my own initiative at some points which made me realise I was remembering parts of my training and not relying on my tutor which made me feel that I was improving. In addition to this, as the weeks went on and my tutor stopped giving as much imput into decisions and letting me take the lead, I would be given feedback, both positive and negative to ensure constant learning was taking place. The real learning came when I was granted independent patrol states. Being on your own, in a stressful and sometimes scary situation, I felt that my fight or flight response was being triggered. Responding to emergency calls, I would feel adrenaline start to kick and this was the same when I found myself making difficult decisions. I did however have a very supportive supervisor who in times of uncertainty would provide guidance and was always open to questions. This would reassure me as I could make a mistake, but I would have the support of my supervisor. Finally, completing continues professional development via attending training courses to up skill such as Taser training, I feel has increased my decision making as well as my confidence in dealing day to day situations where conflict is present. This has ultimately increased my feelings towards work, making work more enjoyable and stress free. 

The initial six months of training were probably the hardest part of my time as a student police officer due to the learning environment. As I have mentioned already, this part of training was heavily classroom based with some practical elements. The classroom proportion of training was lecturing based instruction. Lecturing type of instruction consists of typically consists of students sat in class with an open discussion with the class focusing on facts, theory, and procedures. This type of instruction can include PowerPoints and class discussions and is a great way of including media such as videos into a lesson or providing a large amount of information in a small amount of time. The drawback to this method is that it’s difficult to keep the attention of the class and due to the amount of information given, it can be easily forgotten (CBSE Library, 2022). This biggest issue I found with this stage of training was the effects that my dyslexia had a big impact when it came to this form of instruction. People with dyslexia can find it difficult to interpret written communication from a board but are usually fine when it is explained in a different way (NHS, 2022). I found that reading legislation from a board and trying to memorise it quite difficult, but the training staff provided alternative way to remember such as the use of flash cards or breaking definitions down into manageable sizes. When it came to the practical element or the simulations, I found these to be more beneficial. This type of training enables many types of real-world scenarios to be played out and gives the student a chance to employ the skills they have learnt. The issue with simulations is that you can’t fully portray a real-life incident and the violence and risk a real incident would pose (Travisan, M, 2004). I believe this was experienced in the scenarios that I took part in as there was times where to prevent anyone getting injured, no real resistance could be offered during an arrest and only complaint arrests could be made.

 The mentoring stage of my training with my tutor was arguably one of the biggest parts of training as this was when I first experienced real-world policing. According to the Cambridge dictionary (2023), a mentor is defriended as “a person who gives a younger or less experienced person help and advice over a period of time”. There are several styles of mentorship available for use depending on specific needs and requirements. These can include diverse mentoring which is when a mentor and student are from different sex or race, electronic mentoring when all training and teaching is done online such as Skype or Teams calls or email and there can be peer mentoring which is when a college who works with you but has more experience guides you. There is also Formal mentoring which is when the mentorship is planned and structured (Mullen & Klimaitis, 2019). One of the many benefits of formal mentoring is that the organizational objectives or goals can be easily tied into the mentorship programme meaning that specific areas of the job role can be targeted and linked in with the mentorship program (Mentoring Complete, 2023). In my case, the mentorship phase of training was formal as there was a structured evidence matrix in which I was required to conduct set tasks such as interview a prisoner or take a statement. This ensured that I met the organizational objectives for all probationary police officers and that I was proficient in the core tasks I would be expected to carry out as a probationary police officer. 

Finally, as I have come towards the end of my training, I have started to take up additional responsibilities and training to improve my skills and being added to support to the communities and teams that I serve within. Continued professional development or CPD is when additional learning is undertaken to improve professional practice as well as to improve and build upon new and existing skills as well as fill in any gaps of knowledge. By undertaking CPD, it enables pre-existing skills to be kept up to date as well as improve on them. It can also enable the person to undertake greater responsibilities, boost confidence and make better decisions (CIPD, 2023). By undertaking taser training during my probationary period, I have been able to build on my conflict management skills as well as my knowledge surrounding the police use of force. In addition to this, it has provided me with an additional sense of confidence as I know feel more at ease being alone in difficult situations an able to make more quick and decisive decision. 

In conclusion, my time as a probationary police officer has been one of intense learning, stress and challenges. But, when I look back over the past three years of training, I feel I have achieved more than I ever thought I would. The initial training I received ultimately prepared me to carry out my duties as a police officer from day one and as I moved through training onto my tutor phase, I again achieved what was expected of me, not only in terms of the objectives my employer had set for me but my own personal objectives of being a responsible and competent response officer when left to deal with things on my own. Ultimately, I feel that the mentorship that I received from my one-to-one tutor has shaped me into the officer that I have become and provided me with the foundations to build an what will hopefully be a long and successful career.         
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