Task 1:
In this essay I will refer to a Policing incident whereby I played a significant role with an Offender/service user and victim whilst reflecting on what had happened.
During the essay I will demonstrate how the professionalism of Policing in the United Kingdom is a process that plays a significant role in enhancing the effectiveness, accountability and influencing public perception and trust in Policing. At the heart of this is the College of Policing, the professional body that sets the standards, training and guides the development for Police officers of all ranks to achieve a higher standard of Police officer. 
This essay will critically evaluate the strategic role of the College of Policing in developing the Police in the United Kingdom with consideration for the strategic Policing requirement, Policing Vision 2024 and workforce transformation 2018 and the college of Policing 5-year strategy. Additionally, I will provide evidence of my efforts to fulfil the role of a modern Police officers as I complete my final year of probation. Through a reflective lens, I will detail how my responsibility, abilities and development has evolved throughout this pivotal phase in my career.
Much of this essay will be referring to the College of Policing therefor I feel it necessary to delve into the strategic role of the College of Policing to then further evidence how this works practically within my own personal experiences.
The College of Policing was established in 2012 and serves as the professional body for Policing in the United Kingdom. Its purpose is to enhance the skills, development and knowledge of Police officers but also to establish a standard of Policing Behaviour. The strategic role of professionalising policing can be critically evaluated across several areas such as training, leadership, ethical standards and training and education as is their mandate (College of Policing, 2014).
The College of Policing aims to deliver bespoke training and education to Police officers and Police staff of all ranks and departments. The College of Policing sets the national standard for Police Training since 2012 ensuring consistency of high-quality service across all member forces. 
Since September 2018 the College of Policing introduced a new route into Policing known as Police Constable Degree apprenticeship (PCDA) or Degree Holder Entry Program (DHEP) which represents a strategic effort by the College to modernise and professionalise the Police workforce by raising the educational standard and improve recruitment. The college aimed to enhance the academic rigor and competence of new recruits by either recruiting those who already hold a degree or putting new recruits through a three-year degree apprenticeship whilst working as a Police Constable. 
This ideology has been heavily scrutinised by student constables, Police forces and the public. A survey was conducted in 2022 by the College of Policing about the views of student officers in respect of the degree which showed 18% of PCDA student officers were satisfied with university education and training as part of the apprenticeship (College of Policing, 2022). There have been questions as to whether having a degree makes a better Police officer and whether or not the degree is relevant to operational Policing. Some officers have even raised concerns that should they not be able to complete the degree, they worry they may no longer be eligible to be a Police officer, as one student writes “Some interviewees who described themselves as ‘not academic’ felt that the PCDA was particularly challenging and led to worries over whether they would pass their university assignments, and consequently remain a police officer.” (College of Policing, 2022).
As an officer in my third and final year or a Policing apprenticeship I have had the personal experience of having to manage a workload, work and life balance as well as completing a university degree. I concur with many of the comments published as part of the survey whereby students believe that completing a degree as part of a full-time job is very demanding and for some is unmanageable, affects their mental health and there is not enough collaboration between the officer’s respective force and the university. Whilst I can appreciate and understand the College of Policing’s introduction of the PCDA and DHEP routes, I remain unconvinced this is an effective recruitment strategy. As a student constable, I have been mentored and tutored by very professional, competent and senior officers who joined the Police pre PDCA and DHEP and do not pose a degree. Therefor it begs the question, if those officers managed to develop into competent Police officers, why are new recruits required to complete a degree when the evidence from the survey clearly shows that there is a real distaste and lack of satisfaction. From my own research I have seen no evidence to suggest that an officer completing the PCDA or DHEP degree program is a better officer or more competent than an officer without a degree. 

The College of Policing aims to offer a range of leadership development programs such as strategic command course which is designed to improved and prepare senior level officers for their progression as more senior officers. The focus on leadership aligns with the Police Vision of 2025 which exemplifies the need for effective and efficient leadership to improve the Police as a whole. As written in the Policing Vision 2025 “Effective Leadership and management is critical. Changes to the culture and leadership of the service are vital if Policing is to innovate at the Pace required”. (Policing Vision 2025, 2016). 
The College of Policing writes in its 2022 – 2026 corporate strategy that it’s ambition is for everyone in Policing to demonstrate and experience effective leadership at every level.

The College of Policing aims to set a standard for all Police officers and Police forces through various aspects such as recruitment, training and professional development. This standardisation ensures a consistent level of professionalism across all of the forces, which is essential when working collaboratively with our partnering agencies and forces such as when responding to major incidents. I do believe that this approach is sensible one, having all forces under one umbrella and giving every officer the same level of training and development as those in another force. This certainly assists officers when working with colleagues from another force area and also when transferring to another force.
My critical viewpoint on this matter is that whilst it brings many benefits, it also can lead to a one size fits all approach that does not consider the local community needs and leaves a difficult job of balancing national coordination between forces as well as local flexibility. 
An example of this would be diversity training, officers working in the London MET police a significant higher number of the BAME community (13.5%) as opposed to another force such as South Wales Police (0.9%) (GOV.UK, 2022). The college of Policing does not account for this disparity and offers all Police officers the same level of diversity training, which to me seems very disproportionate and unbalanced. 

As a final year probationary officer, I am actively working to fulfil the role of a modern Police officers through various means. 
I am continuously looking to learn and develop my skills through training days, training courses such as TASER, Response Driving Courses and Method of Entry. Not only am I aiming to progress my skills operationally, I look to expand my skills and knowledge through additional training courses on diversity and first aid which have been done in my spare time resulting in me becoming an accredited first aider. Also, as part of my role is it essential to stay up to date with latest developments in policing practices and legal frameworks, my most recent example would be my completion of my yearly refreshed of Police and Public safety training which aims to improve the safety and reduce injury to officers and the public, whilst also offering knowledge and skills to enhance officers competence as well as identify good practice when approaching conflict (College of Policing, 2023).
Through understanding the Police force’s five-year plan and the aims and objectives of the College of Policing, I am able to adapt and conform to the standards required to tackle modern challenges we face as Police officers and to fulfil the role of a modern Police officer. As previously mentioned, it’s the desire of the college for Officers at all ranks to demonstrate some level of leadership and have access to further leadership courses. In keeping with this objective, I have at times throughout my probation been required to mentor other younger in-service officers who are either in their tutorship or have just completed their initial three months tutorship. 
I recall one incident which occurred in the Swansea area whereby a colleague of mine and I attended an incident to a Domestic Assault and a subject wielding a knife. My colleague was working his first shit out of tutorship and presented as very nervous and had not been exposed to conflict during his tutorship. With that in mind, I noted it was my opportunity to take a leading role and take control of the incident. Upon arrival at the incident, my colleague and I were presented with a very aggressive subject who wanted to fight with officers. The information and intelligence we had access to suggested that the subject had been in possession of a knife and had thrown kettle water onto their partner. With that in mind, I lead my colleague into the address and lead our approach in how we were going to deal with the subject. 
Following an extended struggle with the subject, we detained them, and they were arrested however my colleague and I both suffered injuries. 
Throughout this incident, it was my responsibility to lead by example and maintain the highest of ethical standards in line with the codes of ethics and professional standards of behaviour, all set by the College of Policing. I continued to be transparent in my thought process and following the arrest, my colleague and I debriefed whereby I took accountability for my decisions made and accounted for his own welfare.

Conclusion:
In reflecting on an incident whereby I dealt with an offender and a victim, I have critically evaluated the strategic role of the College of Policing in professionalising Policing in the United Kingdom. This essay has highlighted how the College of Policing’s standards play a crucial role in improving the accountability, effectiveness and development of Police officers. By examining the key initiatives such as the strategic policing requirement, policing vision 2025, workforce transformation 2018, and the college of Policing 5 year strategy, I have evaluated the importance of continuous training, ethical conduct and further development like leadership to shape a modern police officer.
Throughout my final year of probation I have strived to fulfil the role of a modern Police officer by actively engaging in continuous professional development, adhering to ethical standards and seeking to mentor other offices to further both their development and my own. This period has marked a pivotal time in furthering my responsibilities and capabilities, as I have taken on more of a leadership role and developed my skills, and navigating the challenges of balancing academic and operation duties. 
My personal experiences, including leading and mentoring a junior officer during complex incidents have evidenced the practical application of the College of policing standards. These experiences have not only prepared me for the responsibilities as a sworn in rank officer but also highlighted areas for improvement as and where needed.
To finish, the college of Policing’s strategic role is pivotal in developing a professional, competent, and ethical police force. My journey through my probationary period, whilst guided by the college’s principles have shown the efforts to modernise the professionalise the Police forces as members of the college of Policing. As I move forward in my career, I am committed to continued growth and adapting to the ever changing challenges that come with Policing and maintaining a high standard demanded by the college of policing and the public we are sworn to protect.
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Question 2:

Social media has revolutionized how Police forces in the United Kingdom interact with their communities, providing a platform for real time communication, engagement and the dissemination of information. This essay will cover what social media platforms Police services in Wales operate, the benefits of using such platforms but also the inherit risks of using media to disseminate information. 
I will also discuss my own experiences using social media whilst working for the Police, and how I have utilised social media to achieve my goals such as engaging with the community. I will discuss the Policy and proportionality of using social media to give the reader a better understanding of how Police forces use media but also the legalities. 
The growth and popularity of social media platforms such as X (previously known as Twitter), Facebook and Instagram have provided Police forces in the UIK with unprecedented opportunities to communicate directly with the public, disseminate information quickly and promote Policy initiatives transparently. However, the integration of social media into Policing also requires careful consideration of both the benefits and potential risks involved. This essay will critically examine the effectiveness and challenges of using social media in Policing whilst being guided by Policing policies. 
By exploring the various platforms being used and utilized, along side the advantages and drawbacks, I aim to provide a good understanding of social media’s role in British Policing.

First, to adequately explore the use of social media and why Police forces opted to use it, we must first understand what social media is. 
Social media refers to an online platform that enables its userbase to create, share and comments on certain publications with one another. These platforms facilitate communications between individuals, advertisers, public and private business as well as government bodies. These platforms allow users to organize and share information, ideas and multimedia content (Lutkevich, 2021).
Some of the key aspects of Social media are:
· User generated content – Allowing users to share content such as posts, images and videos.
· Interactivity – Allowing their users to interact with one another, sharing posts with a larger user base and direct messaging
· Networking – Allowing users to connect with friends, organisations, colleagues and groups with similar interests
· Real times communication - Users can share updates and receive feedback instantaneously 

The relevancy of these aspects for Policing are that each are appealing to Police forces across the united kingdom as they can be utilised for a Policing purpose and to benefit the public interest which I will evidence throughout this essay. 
 Social media has revolutionised Policing in the United Kingdom as it has allowed the Police to connect with their wider community, providing a platform for real time communications, dissemination of information in both real time and historically and to engage with their community. 
South Wales Police utilizes a numbers of Social Media outlets such as Twitter, Facebook and TikTok as a means of keeping in touch with its community (South Wales Police, 2024). During a case of an emergencies, SWP can disseminate information to the Public about an ongoing situation, to keep the public both informed and also as a safety precaution in events such as natural disasters, terrorist attacks, public safety concerns and ongoing incidents such as a Full Authority Firearms incident. This ability to engage with the public in real time is hugely effective in such situations as it not only keeps the public informed about the incidents within their communities, but it alerts the public to dangerous situations and can provide real time information on how to stay safe. 
Real time information can also be used in more everyday incidents such as road traffic collisions and road closures. Everyday in the UK up to five people are killed and 82 are seriously injured as a result of a road traffic collision. This creates huge demand for Police but also carries huge implications for road users, which is more easily managed through the use of social media and Radio, where road users can become aware of such road closures and can plan to use an alternative route allowing for an easier flow of traffic (BRAKE, 2023).
Another example of how Police forces in the UK can use real time information is crime alerts, such as informing the public about an ongoing incident, for example a crime that has just taken place where Police may require additional information such as details for the suspect or information that may lead to the detention and apprehension of suspects. Posting on social media allows for Police forces to obtain information such as descriptions, direction of travel or generally information the public about areas to avoid. All of this information is critical when investigating a criminal offence and supports officers with completing the initial golden hour enquiries (College of Policing, 2013).
Social media has widely been used by Police forces across the United Kingdom and America in an effort to promote recruitment. Police forces will often opt to pursue advertisement through the outlet of social media due to it’s low/no cost to create a post on social media, it’s wide outreach and the possibility to facilitate the engagement with the community online. An example of this would be South Wales Police whom regularly advertise new career prospects using Instagram and TikTok, where users are able to view and engage with the advertisement by submitting their own questions which can be responded to directly by the account controller. 
The use of social media by Police forces is largely driven by the % of the population using social media and ability to reach out to their community. Surveys suggest that 93% of teenagers use social media in the USA and there are approximately 5.07 Billion social media users world wide which amounts to 67.1 percent of the global population. It’s no surprise that Police forces are taking advantage and using social media to engage with the public (Chaddock, 2024).




I have personally experienced the use of social media when performing my role as a Police constable in various ways. One of which was during the course of an investigation involving a male who had been accused of Assaulting his partner and harassing her. The details of the investigation are not relevant however this male continued his efforts to evade Police and was unable to be found. It was at this point that we were required to submit an application to our media department to have the suspect put onto a very well known online publication and South Wales Police social media accounts as a wanted suspect. In order to achieve this, I was required to submit relevant forms with information about the case, why this was proportionate to put this information into a public domain and what other less intrusive means of completing an arrest had been taken. 
Within days of this information being made public, there were many intelligence submissions from the public who had seen the social media posts and had given me lines of enquiry to follow which ultimately led to the males arrest.  This incident proved to me the important and effectiveness of social media and how as Police we can use this to our advantage, and ultimately how it’s in the public interest to take advantage of such an information outlet. 
Another example of where I have used Social Media use during missing person incidents whereby Social Media outlets are essential which assisting a search. Appealing to the public through the means of social media has been critical when trying to locate a missing person by informing the public of the persons circumstances and opening a discourse where member of the public can provide any information which can be critical in locating that person. I have personally had instances whereby I have been the officer tasked with conducting enquiries to locate a MISPER and one of my first enquiries is always to put out a social media appeal. This comes with its own challenges, such as the MISPER needs to be risk assessed as HIGH risk in order to put out such an appeal due to the sensitive nature of the information being published. However, considering the threat, risk and harm that being a missing person carries, it’s proportionate to public that person being missing despite the negative affect it can have on such person.

A more recent case study of Police forces using social media is the incident in July 2024 whereby firearms officers were involved in an altercation which was posted on social media and news outlets. The initial footage of the incident was posted which sparked outroar, given that the footage appeared to show a serving Police officers kick another male to the head before stamping on them. Manchester Police used their social media platforms to inform the public that the footage was in fact verified, and they were investigating the matter and that the officer had been suspended. 
In cases such as this, it’s imperative for forces to regain some public confidence and showing accountability, in this instance Manchester Police publicly acknowledged the incident and showed that the matter was being dealt with not only internally, but by the independent office for Police conduct (BBC, 2024).


Despite the number of positives that come with using social media as I have outlined throughout this essay, there are some disadvantages which must be considered. 
First of which is the spread of misinformation and the necessity to ensure information is fact checked before dissemination. It’s essential to ensure that any and all information being posted on social media is fact checked, typically the information being posted in relation to suspects or missing persons contain some level of sensitive information therefor it must be an absolute necessity to share the information accurately. 

There needs to be some consideration for the spread of information, it’s imperative that any and all information being shared on social media by police forces is verified but also assessed for it’s suitability for disseminating to the public. This accounts for why a layered approach is taken when an officer requests the information being shared publicly, to ensure that that information is quality assured and assessed by an independent assessor for it’s suitability. The consequences for sensitive information being posted can be significant due to potentially putting persons at risk but also compromising ongoing investigations if too much information is shared. 


Conclusion:
In conclusion, social media has significantly transformed how police forces in the United Kingdom engage with their communities, offering a platform for real-time communication, public engagement, and the efficient dissemination of information. Platforms such as X (formerly Twitter), Facebook, and Instagram have empowered police services, including those in Wales, to connect with the public in unprecedented ways. This digital engagement facilitates everything from emergency alerts and crime updates to recruitment and public safety announcements.
My personal experiences as a police officer have demonstrated the practical benefits of social media in policing. From locating wanted suspects through public appeals to aiding in the search for missing persons, the strategic use of social media has proven invaluable. It allows for immediate public interaction and the collection of vital intelligence, ultimately enhancing the effectiveness of police operations.
However, the integration of social media into policing is not without its challenges. The risks include the potential spread of misinformation, the need for rigorous fact-checking, and the careful consideration of the sensitivity of information being shared. Policies and protocols must be strictly followed to ensure that any dissemination of information is appropriate and does not compromise investigations or public safety.
Overall, the role of social media in British policing is multifaceted, providing both significant advantages and critical challenges. By understanding and navigating these complexities, police forces can leverage social media to build stronger, more transparent relationships with the communities they serve, ultimately enhancing public trust and operational efficiency.
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Question 3:

Flexibility in Leadership is Pivotal and more particularly in dynamic environments such as Policing where operational situations can be very different day by day. As a leader figure in an environment like Policing it is crucial to adapt leadership styles to meet diverse and evolving challenges. This essay will critically evaluate the flexibility in my leadership style analyse the strategies I have developed to manage an operational scenario and consider how these strategies align with commonly used Policing Leadership Models.
According to (Pearson-Goff and Herrington, 2013) the purpose of leadership within Police forces is to account for the increased demand on forces to become accountable for their actions and account for the development of new crime types and increased challenges. 
In order to properly address this topic, it’s important to first understand what is leadership? According to (Northouse, 2019) leadership is “a process whereby an individual influences a group of individuals to achieve a common goal”. This definition really emphasized the relational aspect of leadership as it is not simply about the actions of a leader but also about the dynamics within the group and someone who fosters development of their team whilst also pushing others to reach their individual goals. 
During my period of probation, I have continued to adapt, develop and evolve my leadership capacity in order to confront a range of difficulties and challenging situations. I have found within the last 12 months that this has been more evident as I have become a more experienced officer and due to the natural change of Police shift, I have become one of the more experienced members of the team and less in service officers will now look to me for guidance. During this essay I will discuss how I have demonstrated my leadership qualities during an operational incident. 

 This incident came during an afternoon shift whereby I was on duty in company of a colleague of mine who had recently come out of their tutorship period and was working alongside me as one of the most experienced officers on the shift. The call initially came across to officers through our Police radio whereby it was described as a domestic incident where a FEMALE had thrown boiling kettle water over her MALE partner and was now in possession of a knife. At the time of responding to this call I knew that not only was I the more experienced officer but was also carrying taser, therefor I knew it was my responsibility to take lead during this incident and guide my colleague as best I could whilst ensuring both of our safety was the priority. 
I asked for initial checks to be conducted on both persons known to us whereby we were informed that the FEMALE was known to Police and infect myself. In light of this information, I had informed my colleague of her violent nature and instructed him to remain behind me during the initial interaction in the event that she is actually in possession of a weapon, where I can be in a position to deploy taser.
Upon arrival at the scene, we could hear distinct shouting coming from the rear garden and upon approaching the address we noticed a side pathway leading to the rear. It was at this point that the FEMALE noticed us and started to shout abuse at both my colleague and I and challenged us to a fight before going inside through the rear.
Having consulted the National Decision Making Model I assessed that the FEMALE had now entered into an unknown territory, out of sight and with access to potential weapons. I approached the front door, opened it slowly and could see the FEMALE standing in the living room waiting for officers whilst continuing to shout abuse. Having considered the threat, risk and harm as well as the available information, it crossed my mind that perhaps I should deploy taser, however upon reviewing the NDM and seeing that the FEMALE was not in possession of a weapon I opted to try and verbally de escalate her whilst keeping distance. 
I entered the property first with my colleague close behind, where after a short time of attempting to speak with her, she became violent and resulted in a physical intervention by my colleague and I to restrain her. 
Having being in an altercation with her for some time, I made the decision to call for further units given the violent nature of the individual and the potential for other persons within the address to start intervening. During the altercation, we managed to put the FEMALE onto the floor where I instructed my colleague to apply handcuffs. It was at this point that I could tell that my colleague appeared to be in a state of shock, this was their first real physical altercation with a subject, with that in mind I wanted to do my best to instruct them and guide them whilst also trying to manage a difficult situation. Once we had the FEMALE on the floor and handcuffs applied, I checked on my colleague by asking them if they were ok, where they stated they were fine. I wanted to get the FEMALE out of the address and away from any other potential weapons and also away from other persons within the address, whilst being readily visible to additional attending officers. 
Once outside, the FEMALE spat at both me and my colleague where I made the decision to bring her back to the floor in order to have more control of her and to stop her from being in a position to easily spit at officers’ faces. Once the FEMALE was on the floor restrained, I used the opportunity to use my radio to update attending officers and the control room of the circumstances and passed instructions for officers attending to bring leg restraints. 
Additional officers attended, whereby I informed them to strap the FEMALE’s legs as she was attempting to kick officers. I then noticed that her partner had started to become very irate and was unhappy with seeing his partner being restrained. I then instructed officers to deal with him, keep him back and to ensure that he does not try to physically intervene. 
We brought the FEMALE to the marked Police vehicle where she was placed into the back, I then instructed my colleague to arrest the FEMALE for several offences, I recognised that my colleague was still in a state of shock and was perhaps unable to identify the individual offences, so I assisted with his decision making and guided him to make the right choices in offences. 

My attention then turned to the potential victim (her partner) whom we needed to speak to obtain details of what had happened, I noticed another two colleagues had arrived where I requested that they speak to the MALE given that they had not been involved in the altercation with the FEMALE and this may result in a less confrontation conversation with the MALE.


It was at this time where my supervisor then approached me and wanted the circumstances and any offences we were to consider now that the FEMALE had been secured. 
Given that I was the more experienced officer, it was my responsibility to inform the supervisor of the circumstances, the offences and inform him of any actions I had taken. I informed him that I decided to arrest the FEMALE given the information available, I had instructed officers to obtain details and a statement from the victim and all decision that I had made at the time. 
My supervisor agreed with my decision making despite the dynamic and intense environment and supported my decisions. Whilst discussing with my sergeant 
Critically reflecting on the incident, I was able to identify that I played a significant role in the coordination in the incident but also recognised opportunities to delegate where necessary and proportionate, whilst also being able to accurately hand over information to my supervisor once they had attended the scene. I recognised the needs of my colleagues, some who were very much less experienced and some whom were of a similar service to myself, where I adopted a leadership style combination of Situation and servant leadership. Hersey and Blanchard Model of situational leadership states that there is no single way of being a leader and it is better to focus on workplace factors and leaders should adjust their techniques to those they lead and their abilities (Kenton, 2024). This is apparent during the early state of the incident whereby the information became available through the call handler, whereby I informed my colleague of the violent nature of the suspect, I also recognised my colleague’s training and was not in possession of a taser, therefor I adapted my strategy to put myself at the front of the interaction in the event the matter escalated whilst also embodying leading from front and do as I do not as I say. 
Recognising my level of experience in comparison to the others around me, I ensured that I delegated where necessary and based on the officers’ abilities. I believed in my colleague whom I attended the call with initially, and I knew that he would be able to conduct an effective arrest which would help to build his own confidence with the right support. I recognised colleagues of mine whom turned up later who had slightly more experience were better suited to speaking with the victim given they had not been involved in the altercation. 
I used all of these factors and circumstances to drive my decision making and effect a leadership role and take command of an incident.
During the incident I would say that I also embodied a servant leaderships style to communicate with my colleagues but also putting others needs before my own. It was important for me to adopt this style in order to effectively lead colleagues with less experience and to show a do as I say, not as I do and leading from the front and put the persons whom I serve with as my priority (Kenton, 2024b).

Flexibility in leadership is pivotal, particularly in dynamic environments such as policing where operational situations can change dramatically day by day. The ability to adapt leadership styles to meet diverse and evolving challenges is crucial for effective management and response. This essay has critically evaluated the flexibility in my leadership style, analysed the strategies I have developed to manage operational scenarios, and considered how these strategies align with commonly used policing leadership models.
Leadership within police forces is designed to meet the increased demand for accountability and to address new crime types and challenges (Pearson-Goff & Herrington, 2013). Leadership is defined by Northouse (2019) as "a process whereby an individual influences a group of individuals to achieve a common goal," emphasizing the relational aspect of leadership. This perspective highlights the importance of fostering team development while pushing individuals to reach their goals.
Throughout my probation period, I have continuously adapted, developed, and evolved my leadership capacity to confront a range of difficulties and challenging situations. A specific operational incident demonstrated my ability to apply flexible leadership styles effectively. By combining situational and servant leadership approaches, I was able to guide my less experienced colleague, ensure safety, and manage the incident efficiently.
Hersey and Blanchard's Situational Leadership Model states that there is no single best way to lead. Leaders should adjust their techniques based on the abilities and needs of their followers (Kenton, 2024). During the incident, I assessed my colleague's capabilities, recognizing the need to take a front-line position while ensuring his safety and building his confidence. This adaptive approach allowed me to balance the immediate demands of the situation with the long-term development of my team members.
Furthermore, adopting a servant leadership style allowed me to prioritize the needs of my colleagues, leading from the front and demonstrating a "do as I do" attitude. This approach not only ensured effective management of the incident but also fostered trust and collaboration within the team. By delegating tasks based on individual abilities and providing necessary support, I facilitated a cohesive and efficient response.
In conclusion, flexibility in leadership is essential in policing, where leaders must navigate varied and unpredictable situations. By adapting leadership styles to meet the specific needs of each scenario and aligning these strategies with established policing models, leaders can enhance their effectiveness and support the development of their teams. This adaptability not only improves operational outcomes but also builds a resilient and capable police force ready to face future challenges.
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Question 4:

Throughout my probation period during the last three years I have seen comprehensive changes within my own policing team, but throughout every department and the Force as a whole. Due to the reduced experience throughout the teams, this has resulted in officers like myself whom are still within their probation period having to take more of a mentoring role and sometimes even a leadership role. This has resulted in officers gaining experience very quickly which is of course a huge positive but also comes with it’s own challenges which have developed me as a more rounded Police officer.
Throughout my initial probation period, the teachings of my mentor and more experienced officers around me has been invaluable and has helped to develop into a more competent police officers, particularly during a very difficult time in Policing. Given the low amount of experience found across the Policing teams, it exemplifies the importance the more experienced officers have within a team and the impact they have can be tremendous. During this essay I will discuss the importance of mentoring and how it helped me met personal, professional and organisational goals as well as how it has helped me develop in the workplace. Whilst discussing different coaching and mentoring theories I will also consider relevant coaching and mentoring definitions.
Finally, I will also discuss how feedback goes a long way to helping officers develop, particularly officers’ young in their Police career.

According to the college of Policing, traditional mentoring schemes involve a mentor who is more senior that then mentee, drawing on their seniority and experience to help facilitate a mentees development. It refers to the mentor providing support and advice to less experienced members of the team whilst passing on their own knowledge and experience onto those around them (College of Policing, 2023a).
Research conducted by Tyler and McKenzie (2011) found that officers who had taken the role of a mentor placed little emphasis on formal training as a mentor but focused more on past experience or from their time being mentored themselves. They found that their experience as a mentee was directly responsible for their teachings as a mentor due where they abstracted the positive aspects of their previous mentor (Tyler and McKenzie, 2011).
This is compounded by research by Kolb (1984) experiential learning theory who emphasizes learning through experience, reflection, conceptualization, and experimentation. This theory has influenced my mentoring interactions, where reflective practices and discussions about past experiences have been critical when developing myself as a mentor but also when being mentored. 
This research has only reinforced both mine and my colleague’s belief that being a tutorship/mentorship is critical when working as a Police officers throughout our careers but more important during the early stages.

Some important mentoring theories which have been effective in Policing include Social learning Theory which states that people learn from one another through observations, imitation and modelling. When looking at this through a Policing Lense, as junior officers watch officers of a more seniority, they learn from the behaviours of what they see from the more experienced officers, picking up on strategies when speaking with members of the public, abilities in identifying offences and a whole range of aspects that comes with being an operation Police officer (Bandura, 1977).
Another key mentoring theory that can be applicable to Policing is the GROW Model which was developed by Whitemore (2009) and is a widely used coaching framework that provides a structured approach to coaching conversations. This is a four part framework,
Goal – Defining what the coachee wants to achieve
Reality – Exploring the current situations and identifying challenges
Options – Generating possible strategies and solutions
Will: Establishing a place of action and commitment to execute it
In Policing the GROW model helps Police officers to set clear goals for their students and to understand their capabilities and reality of achieving their goals, their limitations and explore different approaches to achieve goals and take actionable steps (Threadgould, 2023).

Cognitive Behavioural Theory (CBT) is a psychological framework that focuses on the relationship between thoughts, feelings, and behaviours. Originally developed as a therapeutic approach for treating mental health disorders, CBT principles have been effectively adapted for various applications, including mentoring and coaching in professional settings such as policing. Using this theory in Policing provides a structured, evidence-based approach to developing officers cognitive and emotional skills. 
All of the aforementioned theories and coaching models I am able to personally identify with throughout my personal experience either being mentored or becoming a mentor for my colleagues around me. 
During my career I have had a number of personal goals that I have set myself, whether it be completing additional courses such as blue light driving training as a means of supporting my colleagues in being able to attend serious incidents in a timely manner, rather than deploying at a slower rate and ultimately getting there later than anyone else. Another course I was keen to take part in was method of entry, giving myself the ability to assist colleagues in attending situations whereby our effort to protect life and limb is hindered by being unable to gain entry into a premises. Finally, once of the courses I was most keen to complete was taser, whilst this is a controversial topic and use of force, I have seen the effectiveness of this device both in person and through speaking with colleagues in it’s ability to help detain dangerous suspects but also being a deterrent to offenders whom otherwise might have chosen violence.
In order to achieve some of my own personal goals has involved reflecting on the GROW methodology mentioned earlier in this piece. I needed to consider my own goal and what I wanted to achieve, which was to become a more experienced officer whilst also simultaneously partaking in additional courses to enhance my ability to help the team. At the time I needed to consider the reality of this, given the teams are mostly short staffed across the response teams but also operational demand, could my team afford losing an officer for upwards of three weeks depending on the course. This leads into options and developing a working strategy to overcome difficulties, such as arranging to take a course at a time that is convenient for the team when we have more numbers and can afford to me a member of staff down for a period of time. This finally ties in with my own determination to complete coursers and to become a more well-rounded Police officer. Which also links in with social learning theory whereby I saw how officers more in service were more skills and able to effectively carry out their role, and this is something I had set a personal goal of achieving. 

I have so far in my career been able to complete and achieve all of my goals to date, I was one of the first officers in my class to achieve completing of a taser course and this was done in line with approval from my Sergeant who recognised the need for additional taser officers on the team given the lack of experience and length of service within officers on our team. This is the same for all of the courses I have attended, I have been able to apply myself to achieving my goals and completing them all in a timely manner that works for myself and everyone. This has all been made possible through regular interactions with both my mentor at the time of my initial tutorship but also the mentors on shift such as the more experienced officers who actively encourage other officers to complete courses and to continue to be an asset to the team in different operational aspects. Mentoring has provided me with a broader perspective on my career path and personal growth but giving me valuable insight in decision making and emotional intelligence. This encouragement from my mentors have been invaluable when working towards my own personal aspirations which all lead to a better result operationally for everyone. 
Coaching has been instrumental in enhancing my tactical and interpersonal skills which are massively important in this line of work such as Policing. During my probation, I was naturally assigned a mentor who has been tasked with assisting my development into a more competent Police officer. This one-to-one coaching has helped me refine my approach to various operational incidents, leading to a more effective and efficient outcomes through feedback. The bespoke feedback provided to me at the end of an incident was instrumental in helping me address weaknesses and build on my strengths, whilst accelerating my professional growth. 

When addressing the point of organizational growth, I found that mentoring and coaching have contributed to aligning my own personal goals and professional development with organizational goals of the Police force. From speaking with my mentors and obtaining feedback from them helped me to keep in line with the force’s standards and codes of practice, acting in the interest of the public and seeking to build public confidence in Policing which is now a priority for myself moving forwards as a developing Police officer.

One of the more important aspects in helping me to develop as a Police officer is feedback whether it be giving or receiving. Feedback is important in all aspects of Policing which is evidenced by the theories such as Cognitive behaviour therapy as well as social learning therapy. Whilst working with more experienced members of my team, I am keep to get an understanding of how I can improve and what they believe is a good goal to set for myself in order to achieve my desire to become a more competent Police officer. These conversations with my superiors/more senior officers has helped in building my confidence and my will to achieve goals and support both my operation and personal goals. 
The element of feedback works both ways, whilst I am often keen to obtain feedback from more senior members of the team, operational demand and changes in Policing has led to me being in a position where I am now able to offer feedback to officers who are new to the job and this has led me to being able to reflect upon myself. I often consider my own past experience when passing on feedback or when mentoring younger members, which ties in with Tyler and Mckenzie (2011). I often was to consider how I felt in their shoes when I was in their position, which guides my teachings and feedback according to their needs and abilities. 

In conclusion:
The mentorship I received during my probation period has been instrumental in shaping my development. The guidance and support from experienced officers have been invaluable, particularly during a challenging time for the force. This mentorship has underscored the critical role experienced officers play in fostering the growth of less experienced colleagues, reinforcing the importance of mentoring in achieving personal, professional, and organizational goals.
In examining the theories and models that underpin effective mentoring, such as the Social Learning Theory, the GROW Model, and Cognitive Behavioural Theory (CBT), I have seen firsthand how these frameworks apply in a policing context. The Social Learning Theory, with its emphasis on learning through observation and imitation, has been evident as I have absorbed techniques and strategies from senior officers. The GROW Model has provided a structured approach to setting and achieving goals, which has been crucial in my development. Meanwhile, CBT has offered a structured, evidence-based approach to developing cognitive and emotional skills, proving particularly useful in managing the psychological demands of policing.

Overall, mentoring and coaching have been crucial in aligning my personal aspirations with the organizational goals of the police force. They have ensured that my development adheres to the force’s standards and codes of practice, ultimately contributing to public confidence in policing. As I continue my career, the lessons learned during my probation period will remain a cornerstone of my professional growth, driving my commitment to excellence in policing and the development of future officers.
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