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Task 1

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

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


	
[bookmark: _Hlk156483810]Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

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

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


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



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



ANSWER:

In this essay I will be critically evaluating the strategic role that the College of Police have when it comes to professional policing in the UK, including their ambitions and strategic plans. I will evidence how I am aiming to carry out the role of a police officer in the modern day, having entered my final year of probation, by reflecting on an incident I have been involved in, using Bortons Model of Reflection’ (Borton, 1970), where I will evidence how I have based decisions and actions on a set of policing principles and the ‘standards of professional behaviour’ (College of Policing, 2014) that are expected of a police officer. Finally, I will critically reflect on how my role as a policer over has changed now that I am in my final year of probation. Any research I use will be referenced in this essay. 
The Home Office's operationally autonomous, arms-length organisation, the College of Policing, was established in 2012 and supports everyone in policing to lower crime and keep people safe. They play a crucial role in the policing system, promoting improvement and pushing change throughout the service, through our three basic duties of sharing knowledge and best practices, defining standards, and assisting with professional development (College of Policing, 2022). The 43 police forces in England and Wales are all subject to uniform legislation and standards of professional development defined by the College of Policing (CoP). Establishing standards for the police force's development, training, abilities, and credentials is another duty they have (Police Federation, n.d).
The College of Policing engage in three activities, which include establishing the requirements that police forces must adhere to in several areas, such as significant investigations, weapons, public safety, stop and search, counterterrorism, infiltration, election policing, and more. Establishing a foundation of evidence on "what works" in terms of reducing crime, including knife crime, domestic abuse, incarceration, electronic tagging, drunk driving, and more. Providing officers and police personnel with professional development so they may maintain the highest level of training, proficiency, and knowledge (College of Policing, n.d.). The College of Policing also state that they establish connections amongst all police forces and staff to better understand their struggles. In everything we create, we base our decisions on knowledge supported by evidence. We assist the public, the worldwide policing community, researchers, academics, and learning providers, as well as police personnel and staff. We provide professional police with a voice about standards, competencies, and abilities (College of Policing, 2021). The five strategic goals of the College of Policing are to increase core competencies, foster innovation, support career-long professional growth and wellbeing, transform police leadership, foster trust and a just culture, and put what works into practice (College of Policing, 2022).
Constables are crucial in preventing and identifying crime, working with stakeholders and law enforcement to uphold law and order. They maintain professional discretion, comply with policy directives, and make independent decisions in accordance with the National Decision Model and Code of Ethics. Constables must operate legally, proportionately, balanced, and justifiably to protect the law and achieve optimal results in various situations (College of Policing, 2023). Professional and ethical policing that values, respects, responds to, and serves the public is essential to effective police. A statutory Code of Practice and a non-statutory Code of Ethics have been produced by the College of Policing to promote moral and expert policing services. Ethical policing guidelines and recommendations for moral behaviour are contained in the Code of Ethics. The law enforcement community is dedicated to upholding the greatest standards of conduct, and preserving public confidence and legitimacy requires advice on several aspects of policing (College of Policing, 2024).
During the ‘what’ part of my reflection, I am going to reflect upon an incident I have dealt with during my last year of probation, where I evidence how I am aiming to fulfil the role of a modern professional police officer. The incident involves a serving police officer was the suspect. The victim wanted to report domestic abuse from her ex-partner and was initially hesitant to provide a name for the suspect, and they did not want to get them in trouble, however wanted the matter logged. The victim gave me the brief circumstances, and I quickly realised that not only had there been offences committed by the serving police officer, but they had breached several policing principles, and standards of professional behaviour. This was a completely new experience for me, as I had never had to deal with a serving police officer as the suspect. 
The College of Policing sets out 9 policing principles, which include “Accountability, Fairness, Honesty, Integrity, Leadership, Objectivity, Openness, Respect and Selflessness. The College of Policing also set out the standard of professional behaviour, which include honesty, authority, respect, courtesy, equality, and fairness. Officers are expected to act with integrity, avoid compromise or abuse, and respect the rights of all individuals. They will use their powers lawfully and proportionately and will not discriminate unlawfully or unfairly. Officers will only use force as part of their role and responsibilities, and only, when necessary, proportionate, and reasonable. They will be diligent in their duties, treat information with respect, and ensure their fitness for work. They will behave in a manner that does not undermine public confidence in policing and will report, challenge, or take action against colleagues' conduct that falls below professional standards (College of Policing, 2014).
During the ‘what now’ part of my reflection, I will demonstrate how I adhered to the policing principles, and standards of professional behaviour. Although the victim was not forthcoming with information, once I realised that this was going to be a criminal investigation, I probed the victim for further information. I made sure I treated the victim with fairly, and with respect, making sure to not rush the. The victim did not want the suspect arrest, however, I was honest with them and told them that the suspect would be arrested, as I knew this was the correct course of action. I was acting in selflessness and demonstrating the leadership principle. It was my duty and responsibility to order the arrest of the suspect, not letting the fact that they were a serving police officer alter my judgement, and I was challenging the behaviour, as I deemed it inappropriate. The conduct of the suspect was not that who has a role in authority. 
During the ‘so what’ part of my reflection, I believe that I acted in accordance with the Code of Ethics. The result was the right one, and although I understand that there are two sides to every story, I dealt with the information I had in front of me and made a decision. The victim was appreciative of my actions, and although they were apprehensive at first as they were unsure of the process, they left with a good impression of the police force, which I felt was crucial given the circumstances. I however felt like I could have spent more time with the victim, which could have resulted in a supportive statement being taken, however I was against the clock myself to write a disclosure statement, as the suspect needed to be arrested before the end of their shift, therefore felt pressured to leave the victim with a colleague. 
Decisions are based on ethical policing principles to enforce the law, prevent crime, and protect communities. These principles are crucial for public trust preservation and maintaining the integrity of the profession. Police must respect one another, uphold social norms, and operate within the law. Ethical policing values, such as courage, respect, empathy, and public service, guide professional decisions, promoting responsibility, awareness, and consideration for others' opinions. This ensures top-notch service for the public (College of Policing, 2024). Ethical policing principles guide law enforcement decisions, ensuring public trust and integrity. These values include respect, empathy, and public service, promoting responsibility and consideration for others' opinions, thereby ensuring top-notch public service (College of Policing, 2023) Consent-based policing relies on public trust in police departments and the legal system, which can be preserved by professional standards departments. Proper vetting and investigation of wrongdoing and corruption are crucial (College of Policing, 2015).
To ensure that police have the resources necessary to provide strong national responses, the Strategic Policing Requirement, or SPR, is an essential instrument for guiding public safety operations. Linking local responses to national ones, the new SPR outlines specific action criteria for local and regional policing. Six national dangers are identified by the SPR, which include cyber events, child sexual abuse, terrorism, SOC, public disorder, and civil emergencies. However, some stakeholders mentioned fraud and drug trafficking as examples of cross-border dangers that require law enforcement intervention (Home Office, 2023).
The ten-year Policing Vision 2025 strategy aims to guarantee safety, reform resources, and deliver a dependable service. Inspired to motivate officers, personnel, volunteers, and the public, the vision reflects the service itself. In addition to dealing with cybercrime, domestic violence, child sexual exploitation, organised criminal threats like terrorism and human trafficking, the service must adapt to the different and complicated populations it serves. By placing the public at the centre of enhancing policing, the vision seeks to improve the entire policing process rather than implementing incremental adjustments (The National Police Chiefs Council, 2016). The four-year corporate plan of the College of Policing intends to assist law enforcement in reducing crime and maintaining public safety. To maintain the College's crucial role in the government's Beating Crime Plan, it lays forth five strategic goals to win over the public's trust and encourage officers, staff, and volunteers in law enforcement (College of Policing, 2022).
In reflection, my role as a police officer has changed during the last year of probation. The role is getting harder, with public perception becoming more negative towards policing. This is making the role more complicated, as the trust is not there with the public. There have been numerous high-profile instances of police misbehaviour and criminal actions in recent years. The government and law enforcement agencies are aware that this has caused the people to lose faith in the police (Tudor, 2023). According to CSEW data from 2018 to 2020, women across all ethnic groups exhibited higher overall confidence in the police than did men. 46 However, after Wayne Couzens was sentenced for the kidnapping, rape, and murder of Sarah Everard, 47% of women said they now had less faith in the police, according to a poll conducted in October 2021 by the End Violence Against Women Coalition of almost 1,700 British adults (Brown & Hobbs, 2023).
The public-police relationship is tense, especially when it comes to Black people, who are five times more likely to be physically assaulted by police and seven times more likely to be stopped and searched than White people. Questions concerning police culture and the efficacy of detecting and expelling people who have no place in policing have been raised by recent high-profile instances like the murder of Sarah Everard (College of Policing, 2022). Considering this, the Policing Vision 2025 made the crucial decision to highlight how the police department depends on the calibre of its workforce and to modernise policing for the twenty-first century (The University of Law, 2019). The worlds of 2040 and today will be drastically different. The next 20 years will see a rise in the quantity and complexity of issues facing law enforcement due to a combination of factors including global warming, rising inequality, and technology advancement. We must get ready for the demands and problems of the future today if we are to meet them. To increase our chances of success, we'll need to become more adept at foreseeing future difficulties, think creatively about the appropriate interventions and policies to address them, and move swiftly (College of Policing, 2020). 
These all contribute to how hard the role of a police officer is becoming. In comparison to my first year, my mental health and wellbeing have decreased, due to demand, low resources, and long hours.  The National Policing Wellbeing Survey shows a decline in public and force value perceptions over the past four years. Police officers face increased patronising behaviour from peers, resulting in decreased job satisfaction. Employees intentions to leave the company have increased, while police officers have the lowest job satisfaction ratings (Graham et al, 2023).
In conclusion, it is evident that the College of Policing play a massive part in professional policing. They set out the principles and standards of professional behaviour that all police officers must adhere to, and breaches can result in misconduct. The College of Policing have multiple strategies, requirement and aims, which I am trying to achieve.  As evidenced, I am working hard to make sure that I adhere to the principles and behaviours, not just professionally, but personally.  Reflecting upon my final year of probation has made me realise how far I have come since my first year, and how much confidence and knowledge I have developed. In a word where it feels like everyone is against the police force, I am trying hard to turn the negative perspective into a more positive one, which I hope to encourage other new officers to do. 
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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.  


  
	
[bookmark: _Hlk156484432]Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

[bookmark: _Hlk169888594]Consider the force policy on using social media for professional information and engagement purposes. 
[bookmark: _Hlk156484316]What social media platforms are used by policing?
[bookmark: _Hlk156484450]What are the benefits and risks of using social media?


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




ANSWER:

In this essay I will be critically evaluating my experiences of using social media in my role as a police officer, to assist in engaging with communities and to promote policy initiatives. I will be considering force policies in relation to the use of social media for profession information and engagement purposes. I will also be discussing the various social media platforms that are used by police forces, and the advantage and disadvantage of its use. Throughout this essay, I will be referring to incidents where I have found the use of social media to be beneficial, however also detrimental to the policing role. To reflect, I will be using the using ‘Bortons Model of Reflection’ (Borton, 1970), and any research I use will be referenced in the essay.


Dowler sated in 2003 that “public knowledge of crime and justice is largely derived from the media”. The current state of media and communications is defined by a social media model, which is a unique period influenced by the prevalence of social media technology. The digital platforms, services and applications that are centred around the convergence of interpersonal connections public communications and content sharing are referred to as social media technologies (Burgess et al, 2018). With over a billion active members each, Facebook, Instagram, WhatsApp, WeChat and YouTube are the top social media sites in the world. Over 90% of young person’s utilise social media platforms in wealthy nations, with teenagers averaging over 4 hours screen time a day (Ortiz-Ospina, 2019) It is estimated that 3.5 billion of the 7.7 billion people on the planet used social media in 2019, therefore one in three people globally and two thirds of persons using the internet used social media. The quick and widespread use of these platforms has altered out strategies for locating friends, gathering news and campaign for change in politics (Ortiz-Ospina, 2019).

All areas of policing are impacted by social media due to the rapid increase of online communication. In addition to helping with intelligence gathering, it gives the police a means of communicating and interacting with the public and facilitates the repaid and easy distribution of critical information. Social media is seen as an innovation for the police force, with its expanding influence and scope, offering with substantial possibilities, however, also presents challenges (The Police Foundation, 2014).

An example of the use of social media playing a significant role in gathering and developing intelligence, is the case of Gabby Petito. The disappearance of 22-year-old from Long Island, New York gained mass public attention. Prior to going missing, Petito and her fiancé, Laundrie shared their travelling journey on Instagram and Facebook, and other tourists who recalled interacting with Petito, and her partner, Laundrie. The mass public attention on social media quickly paid off, as tourists who uploaded a YouTube video, showing Laundie’s van, and identified a place of intertest, helping the police narrow down a search area. Approximately 1,000 feet from where the van was filmed, the body of Petito's body was found several hours later, saving law enforcement time and preserving forensic evidence. TikTok users were kept invested in the case due to their algorithms and hashtags making it easy to seek new information and leads (Wandt, 2021). 

An example of how police use social media to engage with communities is “Project Spotlight”, which is a series of initiatives aimed at addressing serious violence, violence against women and girls, and knife crime in the night-time economy. The initiative uses social media to engage young people in specific areas, raising awareness of police patrols, encouraging reporting, and creating positive messages. The messaging aims to build trust and engagement with marginalized groups who would not typically engage with police or partners. The targeted content, primarily TikTok and Snapchat, was used to engage 16- to 30-year-olds in the NTE. The initiative resulted in significant reductions in total crime and serious violent crime (College of Policing, 2024). For high profile events such as the London Riots in 2011, social media platforms such as Twitter are used by police forces to provide updates to reassure the public, and to dispel unfounded rumours (Crump, 2011, p.2).

An article published by Robert D. Stuart, M.S. (2013), titled "Social Media: Establishing Criteria for Law Enforcement Use” discusses the role of social media in law enforcement, highlighting its benefits in investigating and preventing crimes, and maintaining public relationships. It highlights how social media allows police forces to engage with the public, access information, and offer advice to resolve crimes. Additionally, it highlights the role of offenders sharing information on social media in locating suspects and gathering evidence. 

During my role as a police officer, I have mainly found the use of social media to be a benefit to my role. During the “what” phase of my reflection, I attended a concern call, where the person in question had sent a worrying message, implying that they were going to harm themselves. I attended the address, forced entry and searched; however, the person was not present. The information I had available to me was that the person was believed to have taken a large quantity of tablets, and that they intended to end their life. Their mobile phone had been switched off, and no further information was available, therefore I requested that an urgent social media appeal was made on Facebook and gained consent from the family. My research has found that media appeals within investigating forces can benefit cases by community engagement which can prompt potential sightings and providing comfort to missing person families. However, media appeals for missing individuals can also have significant consequences, including immediate reach, sharing, and re-posted content, making it difficult to remove and causing vulnerability, empathy fatigue, and negative public comment (Metropolitan Police, 2022).

The ‘so what’ part of my reflection, is when I obtained a description for the last known clothing the missing person was wearing, along with a recent photo, which were both included in the appeal. Withing minutes of the social media appeal going live on Facebook, I received updates from the control room of possible sightings, which had been commented on the appeal by Facebook. Several sightings were on the same road; therefore, I made my way to the location. Throughout the incident, I had been attempting to contact the missing person via his mobile number, however it went straight to voicemail. Friends of the missing person who had seen the media appeal frantically started ringing the subject, and one managed to make contact. The friend rung 999 and informed the control room of the whereabouts of the subject, who then relayed the information to me. The subject was in a wooded area, just off the road where he was last seen. The subject had fallen down a ditch, and used their torch on their phone to alert me to their whereabouts when they could hear me shouting. Upon locating the subject, it was clear that they had taken an overdose as they were in and out of consciousness, their speech was slurred, and they were sweating. With the help of colleagues, the subject was taken to the ambulance who was waiting on the road for us, where he received urgent medical treatment. Without the use of social media, I strongly believe that there would have been a very different outcome for this individual. It was a dark, cold, wet night, and the subject could not be heard or seen from the road, time was critical. The last known whereabouts would not have been known without help from the public on Facebook. 

Upon reflection on this incident, and during the “now what” part of my reflection, I have learnt using social media during a live incident was something I was not familiar with. I was unaware of the processes that needed to be followed when making a social media appeal, and therefore had to seek advice, which took time. As incidents like this are time critical and stressful, I believe that further training needs to be provided to new officers so that they are familiar with the processes involved with social media, and not just from a conduct point of view, which from my experiences of training, seems to be heavily focused on.  

[bookmark: _Hlk170748918]South Wales Police have implemented 'House Rules' on social media to ensure professional use and engagement. These rules cover content that is deemed threatening, abusive, slanderous, hateful, indecent, spam, sexually or racially offensive, provocative, sensitive, or committing a criminal offense. The police aim to keep followers informed about incidents and provide advice to prevent crime. The police can limit and remove comments that don't comply, ensuring a safe environment for users. The rules also cover comments containing sensitive information or criminal offenses (College of Policing, n.d). The social and digital media policy of West Midlands Police lists the social media platforms that are commonly used by the force, these include TikTok, Facebook, Instagram, YouTube, Twitter, Flick and LinkedIn. The policy also states that officer conduct on social media must adhere to Standards of Professional Behaviour, Dignity at Work policy, GDPR and Data Protection Act and the Code of Ethics (Woods, 2022).

Police forces are increasingly using social media and digital platforms to engage with the public, a trend unprecedented in UK history. This engagement is facilitated by technology, affordable broadband connections, and mobile internet. Online networks, built around common interests, offer beneficial interaction but require risk management and legal structure considerations. Social media platforms like Twitter, Facebook, WeBlog, and YouTube are used for breaking news, corporate branding, event commentary, and traffic safety updates. Police forces use online monitoring tools to track and analyse conversations, identify emerging issues, and monitor influential online communities, fostering confidence and understanding (College of Policing, 2013)


There are risks to the police force using social media, both from a professional point of view, and personal. Social media has significantly impacted police officers and has had a positive and negative impact on police forces over the last 10 years. Misuse can pose risks to officers’ safety and criminal cases, holding officers liable in both civil and criminal cases. To mitigate these risks, police forces must adapt to existing social media platforms by understanding their uses, advantages, risks and set guidelines for officers to follow (Stuart, 2013). The Independent Officer for Police Conduct issues a warning in response to several investigations into police officer sharing offensive content on social media, stating that such behaviour by active police officers is unacceptable and that those who engage in it risk being investigated for misconduct (IOPC, 2021). The Code of Ethics provides guidance to officers to avoid discriminatory, abusive, oppressive, harassing, bullying, victimisation, or offensive content on social media, and ensures their membership doesn't undermine the profession's reputation. Although information posted online or in private chats can be shared publicly, officers must not disclose it that puts themselves, colleagues, or operational tactics at risk. This policy aims to maintain the integrity of the police profession (College of Policing, 2024).


Mass media and social media significantly influence public perceptions of crime and law enforcement, making it crucial to understand and manage their impact on confidence. In the modern era, police use social media platforms like Facebook, Twitter, and YouTube for public access. UK police forces have communication/media departments with experts to maximize opportunities and benefit from this relationship (Javid and Morrell (2019). In 2015, Justice Globe ordered a retrial in Regina v F & D, who were two young girls on trial for murder, due to social media comments posing a threat. The Attorney General issued a Call for Evidence to gather information on the impact (Attorney General's Office, 2019). The UK government has responded to a Call for Evidence on the impact of social media on criminal trials, stating that while the risk has increased in recent years, social media does not pose a serious threat. However, concerns have been raised about users being unaware of reporting restrictions and what constitutes a breach of anonymity orders or contempt of court (Attorney General's Office, 2019).


In conclusion and reflecting on this incident, social media played a key part in saving a life. It is clear, that without social media, the police force would struggle to complete their day-to-day activities, quickly and effectively. My research has found that social media is an effective means of informing and engaging with the community and promoting policy initiative, with most social media platforms now being used by police forces. Engagement with the community can help solve crimes and apprehend suspects, in addition to assisting with missing persons cases. Although there are many benefits to social media, it can also be the downfall of policing, with the easy and quick access to information not always going in the favour of the police, where rumours can be untrue or exaggerated, causing speculation and panic. It is also clear from my research that if force policies are not followed by police officers using social media, both personally and professionally, it can result in misconduct investigation. Care needs to be taken when using social media so that it can be used as a investigate tool to police forces. 

Word count: 2190












































Task 3

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


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

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




ANSWER:

In this essay I will be critically evaluating and evidencing my flexibility in leadership style in my role as a police officer. I will critically analyse the leadership strategies I have developed, which have allowed me to adapt my leadership to a variety of different incidents. I will also consider the leadership models which are used in policing and will demonstrate how I applied a change in my leadership strategy and style to consider circumstances that were changing. Throughout the essay, I will reflect on incidents where I have demonstrated my flexibility in leadership style, I will be using the using ‘Bortons Model of Reflection’ (Borton, 1970), and any research I use will be referenced in the essay.
During my role as a police officer, I have developed leadership styles, which have helped me to exercise my role in circumstances which are constantly changing. Leadership is a responsibility shared by all members of the police force, whether they are leading a sizable team and department, providing community policing, handling an incident, or handling a new hire (College of Policing, 2023). The capacity to bring about change by articulating and sharing a vision with others is what is known as leadership (Boyles, 2023). Since performance can be greatly impacted by their encounters with the public, officers and staff members need to show leadership from the start of their careers. To manage personnel, push performance, and realise potential, you need excellent leadership. To boost productivity, restore public confidence, and safeguard the public, law enforcement needs leaders who are flexible, capable, and moral. To keep their attention on key priorities while responding to changing risks, these leaders require technological know-how, professional expertise, and ability to manage (College of Policing, 2023).
In my role as a police officer, I have adapted leadership strategies and styles, which best suit my way of working. These have allowed me to deal with a variety of different incidents, where no call is ever the same. However, being a front-line police officers opens me up to deal with a wide range of incidents, that I don’t deal with daily. During the ‘what’ part of my reflection, I will be discussing a road traffic collision that I came across whilst on mobile patrol. I was with a colleague who had just passed their tutorship. I came across a hit and run, where the victim was laying in the middle of the road, unconscious and not breathing, with significant injuries. Members of the public told me that the incident had happened moments earlier. A large crowd had already begun to form, and cars were trying to get past. I immediately made the decision to begin administering first aid to the victim, in the form of CPR. My colleague however froze, and it was clear that they needed some leadership from me as they were unsure what to do. This was a stressful situation, and I knew it was important for us both to keep calm. Research has shown that when we sense a threat, the limbic system, which oversees survival responses, takes over and pushes aside the prefrontal cortex, which concentrates on higher-order cognitive functions like thinking and the decision-making process (Tufvesson, 2022).
During the ‘now what’ part of my reflection, I communicated clearly with my colleague, to stop them from panicking and asked them to move people back to give me some room. I have then asked my colleague to make some CCTV enquires over the air for the vehicle involved, which resulted in a registration being provided. I also communicated with a member of the public, who identified themselves as being a nurse, and asked them to phone for an ambulance so that I could speak to them. I communicated with the control room, providing an update, and asked for additional units. Once the ambulance arrived several minutes later, taking over the medical care for the victim, I held a briefing with other officers at the scene to explain what had happened and to give the direction. I asked other officers present to start taking statements from witnesses and asked them to block the road with their police vehicles to stop traffic.
[bookmark: _Hlk170755680]My research into the topic of leadership has found that there are several models that the police officers commonly use in exercise of their duty, however, there appears to be three main models. The first one being Authoritarian Leadership (Autocratic), which I feel is the most appropriate style of leadership for this situationship. Leaders who prioritise command and control, commonly referred to as autocratic or authoritarian, establish unambiguous guidelines and enforce strict rules. They keep a distinct boundary between the group and the leader, each of them making decisions on their own with little to no assistance from the others (Cherry, 2023).
Once traffic officers arrived to take over the scene, I spoke with colleagues to reflect on the incident. I went through what went well, and what could be done better next time, listening to individual needs and concerns, to promote growth and performance. To improve work and boost performance, practitioners must constantly evaluate their own practice and performance while taking new information into account. This is known as reflective practice, and it is an essential skill in application-based professional development (College of Policing, 2020). At this stage, I adapted my leadership style to being a transformative leader, where knowledge is prioritised and the requirements of their team members while using charisma to enthuse and inspire them. This approach encourages performance improvement and inventiveness in law enforcement by satisfying community needs and inspiring motivation. A supportive environment is fostered by the leader through active listening, benefiting the community as well as the organisation. In law enforcement organisations, this type of leadership works well (Denton, 2020).
During the ‘so what’ part of my reflection, I feel like I gave clear and precise direction to my colleagues, demonstrating good leadership style, and as a result, we were able to take control of the situation quickly. However, some of the challenges I have faced, not just with this incident, but with incidents in general, is given leadership to officers who are longer in the service than myself. I often find that this is not received very well, and it is challenging in situations like this when my leadership is essential being the first officer on scene. I have found from my experience that these officers, don’t like the idea of change and the new ideas probationers bring to team. That is a typical instance of cognitive bias, which is the tendency to hold onto beliefs even in the face of better information. It is most likely an unconscious process (McQuillan, 2019).
[bookmark: _Hlk170752767]I rely heavily upon these more experienced officers and consider them role models when dealing with incidents I have not dealt with before, therefore I believe it is crucial that we work together and share out ideas so that we can all be leaders in our own ways. Showing a readiness to learn and grow, including a dedication to self-development, introspective thinking, openness to receiving feedback from others, and an active promotion and display of an open approach to diversity (College of Policing, 2022). My research has found that leadership styles describe the ways that an individual acts when managing, inspiring, leading, and guiding a group of people. Different leadership philosophies exist. Authoritarian (autocratic), delegative (laissez-faire), transformational, transactional are a few of the most frequently addressed (Cherry, 2023).
International research on police leadership styles was reviewed, but no clear "what works" results were identified. Rather, research examined how different leadership philosophies affected followers. Positive effects can be achieved through transformational leadership; nevertheless, effective police leadership requires the use of various styles, including transactional leadership (Neyroud, 2011). The incentives and punishments-focused style of transactional leadership may not have as much of a favourable effect on subordinates. It can, however, be advantageous in certain situations, such as handling subpar work, winning over lower-level officials, and improving role definition in situations when assignments are erratic. Those with lower levels of motivation tend to favour this style (Campbell & Kodz, 2011).
[bookmark: _Hlk170753782]The effectiveness of police leaders who use only transformational behaviours may be lower than that of those who use both transactional and transformational behaviours exclusively, which is also known as mixed style leadership. Transformative leaders who rely too largely on inspiring motivation and mentoring may not be as successful in shaping the ethical culture of their force or influencing the behaviour of their subordinates as active leaders and role-modelling techniques (Campbell & Kodz, 2011). Through active management-by-exception and dependent compensation, transactional leaders serve their own interests and succeed under favourable circumstances. In contrast, transformational leadership places more emphasis on internal motivation and constructive growth. It does this by articulating a clear vision and directing the behaviour of subordinates (Barth-Farkas & Vera, 2016).
Transformational leaders elevate engagement and retention by concentrating on the company's goal, fostering deeper relationships, and bringing employees into line with company values. On the other hand, persistently high standards might result in exhaustion, necessitate ongoing motivation, and inadvertently foster rivalry. While transactional leadership has benefits like transparency, clear expectations for employees, and incentives that drive them, it also lowers innovation and creativity, increases employee turnover, and places a strong emphasis on rules and processes, which can lead to a rigid work environment (Furguson, 2021).
The emphasis placed on rewards, vision, innovation, and creativity is where transactional and transformational leadership styles diverge. Whereas transformational leadership prioritises inspiration, long-term growth, and vision, transactional leadership is more concerned with immediate outcomes and rewards. Moreover, it places a strong emphasis on rigid procedures and guidelines, whereas transformational leadership encourages involvement and inclusion in decision-making. While transformational leadership is more difficult and takes longer to implement, transactional leadership is simpler and faster (Lindberg, 2021).
Authoritarian leadership is commonplace in the police force, with the group leader making decisions alone, without consulting the other, however forces are not as fond of this technique. The "backbone" of the agency should be seen as the frontline, which includes patrol deputies and commanding officers. They ought to give the executive leader important information while fostering good community relations. The antithesis of authoritarian leadership, laissez-faire leadership gives subordinates the freedom to make decisions (Denton, 2020). While there are benefits to autocratic leadership, such as quick decision-making, unambiguous expectations, and simple guidance, it can also result in low morale among staff members, discouraged creativity, and higher employee attrition (Furguson, 2021).
Effective leadership consists of eight principles: service, integrity, honesty, humility, purpose, mentoring, constructive/positive attitude, and trust. Honesty is crucial for directing employee growth and providing unbiased feedback. Humility encourages open communication and suggestions. Purpose connects staff with the profession's values, while mentoring teaches knowledge and abilities. Trust empowers staff to take initiative and contribute to the organization. Consistently assessing and refining these principles can help managers gain more clout in their organizations (Willis, 2011).
The National Centre for Police Leadership seeks to guarantee that all officers and employees have access to leadership development by fostering the development of effective leadership abilities at all policing levels. With around 50,000 new hires joining the police force, the centre wants to develop a workforce that is diverse, highly motivated, skilled, and well-led. Performance, development, and well-being are all improved by having supportive and transformative leadership qualities (College of Policing, 2023). Supportive leadership goes beyond simply assigning work; it also entails actively engaging with staff members, building trusting relationships, and helping enable them to thrive in their positions. (Ahmed, 2024). Serving others, upholding one's moral principles, and helping people reach their greatest potential are all stressed under supportive leadership. It offers feedback, fosters trust, and acts as role models. By demonstrating compassion and shielding team members from damage at work, it fights unethical behaviour (Graham et al, 2023).
The final leadership strategy, and one which I use commonly while working with others, is shared leadership. Research has shown that shared leadership both directly and indirectly increases workers' opinions of peers sharing information by meeting their requirements for autonomy. Through shared leadership and autonomous satisfaction, transformational leadership promotes knowledge sharing. According to the study's findings, transformational and shared leadership are essential in today's workplaces because they foster information sharing and employee autonomy (Coun et al, 2019).
In conclusion, there are several different types of leaderships styles that can be applied to policing. As evidenced in my reflection, being flexible in leadership style is a useful skill when it comes to leadership, as being able to adapt a leadership style to different incidents, and ever-changing circumstances, can help make decisions, while keeping colleagues on side. I have found that during the last year, I have had to develop my leadership styles, due to an influx of new students who need guidance, and a lack of experienced officers on shift. Whereas I was the one being led, I now must lead new officers, who look up to me for guidance and support. I believe being able to adapt leadership style, so that clear direction can be given, as demonstrated in Authoritarian leadership, and then the use of Transformational leadership, to inspire and motivate others, is key to the police officer role. 
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

In this essay, I will be critically reflecting on my three-year probation period, now that I am coming towards the end of my probation. I will be discussing how I have benefited from mentoring and coaching from my supervisor, more experienced officers, and colleagues alike, and I will be explaining how mentoring and coaching had assisted me to meet personal, professional and organisational goals. I will also be discussing how this has helped me to develop my knowledge, skills and perform in my role as a police officer. I will consider relevant coaching and mentoring definitions and theories that are used in policing. I will be using Bortons Model of Reflection (Borton, 1970) to reflect on my probation period, and any research used will be referenced.

Throughout the last three years of being a police officer, I have benefited greatly from mentoring and coaching. Colleagues across all ranks have provided me with knowledge, support and guidance to perform to the best of my ability. The jump from tutorship to independent patrol status was hard, however moving into my third and final year of probation has been harder. I have gone from being an inexperienced officer, to now being one of the most experienced on shift, with many more experienced officers progressing to different departments and being replaced with new students, therefore I am now finding that the role is being reversed.

My research has found that mentoring can be best described as more experienced workers assisting a less experienced one. A mentor helps the student make their own career decisions by offering guidance and imparting expertise (Hayden, 2023). It offers sustained progress on both a personal and professional level. The approach prioritises all-encompassing growth, fostering connections, and imparting wisdom, frequently going beyond short-term objectives to include more expansive professional and personal aspirations (Orduña, 2024). 

My mentors, who consisted mainly of more experienced officers, and my supervisors, shared their expertise and taught me their skills, helping me conform to organisational culture, and assisted me in making decisions. Their guidance and support have helped me to understand me my role and has prepared me for any challenge that will present to me in the future. From a policing perspective, the goal of mentoring is personal and professional growth. The student knows when help, direction, and advise are needed. In the organisation or circumstance, mentors typically have a designated professional position. A student can benefit from the mentors' extensive networks, expertise, and abilities. The student sets the schedule, and the mentor offers guidance (College of Policing, 2023).


Coaching, on the other hand, is helping people or groups establish and meet objectives, usually with an emphasis on performance enhancement within a predetermined time frame (Orduña, 2024). Despite the wide range of definitions, there are some generally accepted guidelines for coaching in organisations which include a non-directive kind of training that emphasises personal growth and performance enhancement. While personal issues may be taken into account, professional performance is valued. Coaching is a skilled activity, best left to people with coaching skills training; it has both organisational and personal objectives, allowing individuals to evaluate their areas of strength and growth (Hayden, 2013).

Research conducted by Linda Phillips-Jones in 2003 found that one of the most important mentoring techniques for developing commitment and trust between peers and mentors is active listening. It involves showing comprehension and comprehension of issues, encouraging acceptance and acceptance. Over time, acceptable behaviours foster the development of trust. Mentors need to get praise and acknowledgement to be encouraged. A clear vision, goals, and comprehension of the situation should be shared by peers and mentors. Coaching can benefit you by helping to advance your profession, become a better leader, collaborate with others, identify your areas of strength and growth, address issues and handle difficult circumstances bolster your self-assurance and sense of authority (The Police Superintendents’ Association, n,d)


There are several mentoring and coaching models that are applicable to policing, and they have allowed me to set realistic, achievable goals, and have taught me strategies to achieve them. My research has found that several mentoring and coaching theories that can be applied to policing, one of which is the Kram’s Mentor Roles Theory. Kathy Kram stated that there were four phases of mentor relationship, “Initiation, Cultivation, Separation and Redefinition” (Kram, 1983). The “Initiation” phase is six to twelve months, where the working relationship between the mentor and the student begins to develop. This would have been during my tutorship phase. The next phase, “Cultivation”, is where I am currently at in my mentorship. Over the course of two to five years, the relationship between a mentor and a student goes through this phase in which favourable expectations are compared to reality. The emergence of career functions like exposure, coaching, and demanding work marks the pinnacle of this phase. Additionally, psychosocial activities including modelling, acceptance, and counselling appear. While the senior manager's position, tenure, and experience are important for their career, their relationship's intimacy, mutuality, and trust are crucial for their psychosocial needs. The “Separation” phase is when the learning objectives have been achieved, leading into the last phase, “Redefinition” (Kram, 1983)

Another coaching and mentoring theory which can be commonly applied to policing is the GROW theory, which was developed by Sir John Whitmore in the 1980s. Whitmore proposed in his theory that there were four parts to coaching, and developed the acronym GROW. The first part “Goals” is defining long- and short-term goals. The second part “Reality” is accessing the ongoing situation and identifying potential risk. The third part “Options” is exploring appropriate strategies that will help achieve the goal set. The final part is “Will”, where it is decided what course of action will be taken to commit to the goal, when it will be done, and who will do it. (Whitmore, 2009, p.55)


The final mentoring and coaching method I will be discussing, is the OSCAR Model, formed by Karen Whittleworth and Andrew Gilbert in 2002. A solution-oriented coaching approach utilised in workplace coaching is the OSCAR model, which was developed from the GROW model. It puts the employee's ideal scenario front and centre and gives them the freedom to mould it however they see fit. The concept attempts to assist managers in raising staff members' productivity and level of professionalism. Under the direction of their boss, the employee sets their own goals, which both the management and the employee review to ensure they are realistic. The methodology enables workers to take charge of their approach to learning and accomplish their objectives in almost all personal development scenarios (Mulder, 2019) “.Outcome” stands for the expected outcome from the coaching sessions or end objective. “Situation” stands for the present situation of the coach. “Choices” stands for what decisions does the coach choose to make. “Actions” stand for actions does the person receiving coaching perform. The final part is “Review”, which is where the coach will review what happened (Mulder, 2019).

I have found these theories particularly relevant to policing as the components are very similar to the decision-making process set out in the College of Policing’s National Decision Model (NDM). The NDM has 6 key components, which include “Gather information and intelligence, assess threat and risk and develop a working strategy, consider powers and policy, identify options and contingencies, take action and review what happened”. At the centre of the NDM is the “Code of Ethics”, which is the core of decisions making (College of Policing, 2013), and similarly, must also be adhered to when coaching and mentoring. 

Mentoring and coaching has allowed me to reach my own personal goals, by helping me learn and set realistic personal goals which align with organisational responsibility. The patience of my mentors and coaches have allowed me to grow, and become more confident in my role, where I have developed my own leadership skills. Research has shown that developing short- and long-term goals for professional development, as well as strategies to reach them, might be aided by a mentor on your career path. Your professional aspirations are heard, your ideas are evaluated for viability, and they assist in converting attainable objectives into doable actions (Perry, 2023).

I have also benefited from mentoring and coaching with professional goals, as they have allowed me to develop and attain skills which assist me massively in my role. These include first aid, taser and a driving course. I have found the using SMART goals (Specific, Measurable, Achievable, Relevant, and Time-Bound), make sure that your goals may be achieved within a specific time frame, define these parameters in relation to your goal. Using this method removes ambiguities and conjecture, establishes a precise schedule, and facilitates monitoring advancement and pinpointing overlooked benchmarks (Boogaard, 2023).

Mentoring and coaching has also allowed me perform to the best of my ability, reaching the organisational goals of South Wales Police, which include collaborating with partners, to guarantee that people receive the assistance they require when they require it and to keep people from becoming offenders or crime victims. To create communities that are safe, happy, and healthy and to lower the demand on the public services, early intervention is essential (South Wales Police, n.d).
Having a mentor and coach has allowed me to learn, develop and perform by teaching me to be more open to change, helping me to understand what is needed of me in my organisation. I have found that having a mentor has allowed me to ask questions, without the fear of being judged, which has allowed me to learn and develop in my role. My research has found that “The goal of creating an environment of security should be to foster learning and development rather than to create a situation where people feel judged or looked down upon while discussing difficult subjects in public.” (Ryan, 2023).

I have also found peer coaching to be massively beneficial in my role, defined as promoting supportive, developing interactions across levels and departments, in contrast to exclusive executive coaching that is only available to senior leaders. Within shared contexts, peer coaches offer individualised coaching that addresses individual needs, organisational issues, and particular responsibilities (Ramsden, 2024). I have found that working with colleagues who have a similar level of experience as me, allows me to work closely with them, where we both benefit by sharing ideas and learning.

I personally feel like I provide and receive feedback well. When it comes to providing feedback, I find using the “sandwich method” useful, as it allows feedback to be constructed, but balanced. Ending the feedback on a good note tends to be better received than being all negative and encourages growth. Sandwich feedback is commonly understood to be when two affirmative remarks are positioned between the necessary corrective feedback. After receiving sandwich feedback, students take more care when preparing future tasks and outperform in comparison to receiving no feedback or remedial input in the subsequent activity (Prochazka, 2020). Research has found that delivering someone constructive criticism, sometimes referred to as constructive feedback, is the act of aiding them in improving the way they perform (Saavedra, n.d).

I also feel like when it comes to receiving feedback, I take the feedback from my mentors and coaches well, as I am always wanting to improve, and do better. I want to learn; therefore, I received feedback, both positive and negative, with an open mind. My research has shown when it comes to receiving constructive criticism, it is important to approach feedback with an open mind, avoiding defensiveness, and carefully listening to the viewpoints being offered are all necessary for responding to it effectively. To make sure you understand and to get specific examples or recommendations for improvement, clarify your questions. Encourage a culture of positive feedback by expressing gratitude for the contributions. To avoid making snap decisions, consider the criticism before answering. Establish measurable goals for improvement based on the feedback to show that you are committed to both your career and personal growth (Kounsel, 2024).

In conclusion, mentoring and coaching have been a crucial element during my three-year probation period. It has allowed me to learn new skills, develop my knowledge and perform to the best of my ability. There are several models of mentoring and coaching, which all focus on having at goal, whether a personal, professional, or organisational, and involve working with a mentor or coach to decide a suitable course of action to achieve the goal. The end stage always involves feedback, and how constructive feedback should not be taken as a negative, but as an opportunity to do better and to grow. Now that I am coming towards the end of my probation, I have started to take over the mentorship role, with new students joining the team and more experienced officers progressing to different departments. Therefore, the skills and knowledge that I have gained from my mentors and coached, will now be passed down to the next generation of police officers. 
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