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Task 1

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

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


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

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

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


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



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



ANSWER:


In this essay I will evaluate the strategic role of the College of Police in professionalising policing in the UK. I will then demonstrate my understanding of the role of a police officer by reflecting upon my response to an incident of domestic violence in which I played a significant role. I will use this incident as an example of how my approach was guided by the professional standards set out by the College of Policing and how the actions I took fell in line with the standards of professionalism expected by officers. Finally, I will reflect upon how my role at incidents of this nature has changed since I initially joined the police, as I reach the end of my probation period.  

[bookmark: _Hlk155433989]“The College of Policing (CoP) is the national professional body overseeing the consistency and standardisation of police training and education.” (College of Policing, no date) Implemented in 2012 as an arm’s length body of the Home Office, it is independent of all police forces, taking over the responsibility of training and development of police officers from the National Policing Improvement Agency (NPIA). CoP plays a crucial strategic role in professionalising policing by setting national standards and promoting best practices in a unified approach across UK police forces. It uses an evidence led approach in order to adapt the police response to ever changing challenges surrounding law enforcement and policing as a whole. The CoP uses information and recommendations from partner agencies such as the National Police Chiefs Council (NPCC) and the Association of Police and Crime Commissioners (APCC) in order to develop strategic plans for policing. In 2015, the aforementioned NPCC and APCC set out a plan for police and how “it will shape decisions around transformation and how we use our resources to help to keep people safe and provide an effective, accessible and value for money service that can be trusted.” (NPCC, APCC, 2015) With the mission “to make communities safer by upholding the law fairly and firmly; preventing crime and antisocial behaviour; keeping the peace; protecting and reassuring communities; investigating crime and bringing offenders to justice.” The role of the CoP is to facilitate the delivery of this vision, and to develop strategies on how this can be done “against the backdrop of reform accompanied by significant reductions in funding” (CoP, 2018). The strategy created by the CoP on how to achieve this is set out in the document ‘Workforce Transformation 2018’ which states in order to reach the objectives  identified in the Policing Vision 2025 of becoming “a profession with a more representative workforce that will align the right skills, powers and experience to meet challenging requirements.” (NPCC, APCC, 2015) forces must focus their attentions on key areas. These areas include attraction and recruitment into the Police Service, professional development of the workforce, well-being and engagement, leadership in policing, pay and grading, as well as organisational development. 

Evaluating the strategic role of the CoP in professionalising policing is challenging due to outcomes being so broad, intangible, and thus difficult to quantify. On one hand, over the period of time since these key areas for were identified, forces across the UK have seen some progress made. For example, an increase in recruitment was achieved through ‘Operation Uplift’. Professional development of officers has seen the implementation of the national PEQF programme designed to provide officers with a greater level of understanding of policing in the modern-day era and equip them with the tools and skills to effectively fulfil the role. Focus has also been placed on workforce welfare through programmes such as Oscar Kilo and the Blue Light Framework. Whereas, on the other hand, as we approach the end of the Policing Vision 2025, its full impact is still unknown, as trying to quantify if such a broad range of strategies has been successful is extremely difficult. However, one way to gain such an insight can be found in the most recent government statistics which show that the general public confidence in police between March 2015 and March 2020 dropped from 79% to 74%, while confidence in police to deal with local concern dropped from 62% in March 2015 to 53% in March 2020 (Hanway, Hambly , 2023). While there are a wide range of factors that can impact public confidence in police, these statistics show an overarching view of a reduction in police trust at the halfway point of the vision. This suggests the impacts of the Policing Vision 2025 and the CoP’s strategies to deliver the aim of “providing an effective, accessible and value for money service that can be trusted” have not been as successful as first hoped when implemented, and a significant turnaround would be required between 2020 and 2025 for the strategies for them to be deemed successful. 

In terms of modern professional policing, the role of officers has developed since Sir Robert Peel outlined his ‘Peelian principles’ in 1829, a philosophy which forces still implement to this day. Back then, it was described that the primary responsibility of police was tackling and preventing crime and disorder. Modern day police officers are expected to do more than just this. Officers are now required to “work in partnership on a day-to-day basis with local communities, stakeholders and colleagues in order to promote law and order, reduce the fear of crime, provide reassurance and build confidence to improve the quality of life for citizens.” (CoP, 2023) I will now demonstrate how I have tried to implement a level of professionalism in my role by using an incident of domestic violence in which I played a significant part in the response. 

During my time as a response police officer for Gwent Police I have attended a variety of different incidents, which range in nature and severity. However, in order to maintain a professional approach at each of these incidents, I apply similar basic strategies to guide my response and make sure I am fulfilling my role as an officer. These basic strategies, set out by the CoP, include the use of ‘The National Decision Model’ (NDM) to structure my rationale as to what actions I took at the incident and why (CoP, 2013). By abiding by the ‘Code of Ethics’, which is at the heart of the NDM and provide “essential pillars to be followed in ethical policing.” (CoP, 2023) And finally by applying the ’Competency and Values Framework’ (CVF) which ensure that I demonstrate the “competencies and values which strongly uphold the principles of the Code of Ethics” (CoP, 2013). By implementing these three strategies every time I attend an incident, I am able to maintain a consistent level of professionalism which aid me in fulfilling my role as a modern-day police officer. 

Domestic incidents were identified by the NPCC and APCC in the ‘Policing Vision 2025’ as an area where the police required a more sophisticated response, which I will now discuss in more detail by reflecting upon an incident of domestic violence I attended after a disclosure from a female victim stating that she had been assaulted by her partner. The female victim described being punched and strangled by her husband, whom she lived with, before he left the address with her phone and bank cards, leaving her with no access to money. I was clearly aware of the assault, but also considered the possibility that this individual may be a victim of controlling and coercive behaviour, an offence implemented in much more recent times. It is key for an officer’s professional development that they maintain an up to date knowledge of legislation, policy and practice in order to effectively respond to incidents, this is something I try my best to maintain. 
With this in mind, I attended the address to speak with the victim and immediately on arrival I began to use the NDM in order to aid my response. I used the information provided to me by the victim to assess the risk to her, establish the powers and polices available to me and to develop a strategy on how to deal with the incident going forward. It was clear that as a result of the disclosure of an assault and strangulation, the risk to the victim was high. As a modern police officer, I have become accustomed to making sure that future risks are taken into consideration as well as the immediate. “Domestic abuse has a higher rate of repeat victimisation than any other crime” (Women’s Aid, no date) Therefore, in order to fully protect the victim, I would be required to do all I could to minimise those future risks. To do this I provided the female with full safeguarding advice at scene, an approach which has been implemented by officers for years. However, as a modern police officer the expectation and the duty is to go significantly beyond that. It is widely accepted that a ‘Partnership approach’ is the most effective way to deal with problems. As part of the powers and policies available to me in this instance of domestic abuse, I was able to liaise with partner agencies such as Social Services, Victim care and Women’s Aid in order to provide a more robust and collaborative approach via a support plan for the victim, in order to reduce future risk as much as possible.
I could clearly see the female was distressed, so while taking an account from her I ensured that I maintained the values of compassion and support and being emotionally aware as stated in the CVF. “Women often don’t report or disclose domestic abuse to the police (HMIC, 2014) and may underreport domestic abuse in surveys, particularly during face-to-face interviews (ONS, 2015).” Therefore, I was aware that her interaction with me would be key in order to establish and maintain her trust in the police going forward. 
In order to preserve this trust, I ensured that the subsequent investigation after the incident was conducted in a thorough and professional manner. I obtained statements from witnesses, CCTV footage from the time of the incident, photographs of the victims’ injuries and seized items for forensic examination. I then insured that all information and exhibits were handled in line with force policy. Once arrested, I obtained an account from the offender in an interview. All of the above led to charges of assault being bought against him. Unfortunately, I was unable to obtain enough evidence in order to prove that the victim was being controlled and coerced by the offender. However, as a result of recognising the potential of it being a factor early in the investigation, I was able to raise this with the victim and make her aware of it, as well as allowing partner agencies to provide her support relating to this. 

Reflecting upon this incident and my approach to handling it, I can see how my actions and my role as an officer has changed and developed since the start of my probation. I believe I have become significantly more aware of risk and how to identify it. Although in the above incident the risk is very apparent, at times when the risk is not as obvious, I have developed more of a sense for vulnerability which has allowed me to provide a higher quality of service to those who require it but may not have asked for it. Having completed my taser training, I have also become significantly more aware of the risk posed to myself as an officer and am more conscious of this whenever I attend calls.
By consistently implementing the NDM, CVF and the Code of Ethics at each individual incident I go to, parts of my role such as assessing risk to myself and others, while considering the powers available to me has become second nature. This has allowed me to focus more on the best strategy to deal with each individual situation I have been presented with and provide a better response. In the incident I have described above, I attended single crewed, as is the case now for the majority of incidents which I attend. This is a change from when I initially joined, and I often find myself in situations where the responsibility and decision-making process rests solely upon me. Even when there is another officer present, I am frequently the more senior, this has resulted in me taking significantly more responsibility for the actions I take and led me to making more of my own decisions. Although I have improved at this, there are still times where I doubt my own decision making, even though using the NDM I am able to justify the actions I have taken. Going forward, I aim to have more confidence in myself and trust that by using the strategies I have described in this essay whenever I attend an incident, more often than not I will make the right decisions. 

(Word Count: 2146)




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


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

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


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




ANSWER:



In this essay, I will discuss the use of social media within policing. I will consider which social media platforms police forces use and discuss the benefits and risks of these. This will lead me to evaluating the use of social media in an incident in which I played a critical role and reflect on how its use impacted the investigation. 

Social Media is defined by the Cambridge Dictionary (2024) as “websites and computer programmes that allow people to communicate and share information on the internet using a computer or mobile phone”. Social media has almost become a staple for the world as we know it. The introduction of smart phones has allowed users to access social media platforms such as Facebook, X (formerly known as Twitter), Instagram, SnapChat and YouTube on the go, at any given time. In the last decade, social media usage has grown exponentially and “as of 2022, the average daily social media usage of internet users worldwide amounted to 151 minutes per day” (Dixon, 2023). A study by Zivkovic (2023) showed that in the UK alone there are 53 million active social media users, which is 77.9% of the UK population. With such a high percentage of users it is unsurprising that Police forces across the UK have embraced the use of social media as a way of communicating with, and engaging with the public and the communities they serve. 
“A successful working relationship between the police service and the media is vital. Working with the media to communicate to the public can help solve crimes, bring offenders to justice and keep communities safe. It can also give the public insight into what the police are doing and why they are doing it.” (College of Policing, 2017)

Benefits of using social media in policing

In recent years, UK police forces have utilised Social Media platforms such as Facebook, X, Instagram and YouTube as a means of communication with communities. From appealing for information to help detect and identify crime, to sharing positive news about tackling long-term local issues, the variety of uses of social media for police are vast. 
Social media can booster positive public engagement and therefore engagement with the police. It can provide an opportunity for PCs to show the ‘human’ side of policing and show the day-to-day incidents that make up an average day at work (Webster, 2013). The digital engagement advisor at the College of Policing, Nick Keane stated in 2014 that for police forces in the current era “an online presence in a modern world is as important as traditional policing methods such as walking the beat”. An example of this being successful is given by Laville, 2012) who demonstrated that a community officer in North Yorkshire used Twitter to “increase his visibility having been inspired to do so after being repeatedly told by members of the public when he was a PC that he was the first officer they had seen in months”.
In addition, social media platforms can also act as a line of communication between Police forces and their communities. Interestingly, a study by forces in 2018 found that “51 per cent of respondents viewed social as their preferred method of contacting police about non-emergency issue.” (Stephens, no date) These new lines of communication can be utilised in order to reach sub sections of communities and demographics of individuals who may previously not have shown an engagement with police.
Social media can also assist police forces in promoting and raising awareness of policy initiatives. For example, over the recent Christmas period Gwent Police ran a force initiative into tackling drink drivers throughout December and the New Year. By informing the public of this initiative via social media, members of the public were aware that the campaign was ongoing and that they could report those who they believe to be committing offences.  In addition, it reminded all to be more vigilant in abstaining from drink driving themselves. 

Risks of using social media in policing 

While social media can be beneficial in informing and engaging with the community and promoting policy initiatives, it is important to consider the additional risks posed by these platforms. As there are a large number of social media users engaging with police content, there is a vast amount of information provided to forces which requires evaluation. Police have a duty to make sure to “assess the value and accuracy of any intelligence they obtain. The House of Commons Home Affairs Select Committee (2011) recognised that the task of distinguishing credible information from rumour and speculation was challenging due to the volume of information involved.” With the use of social media the risk of misinformation being spread is significantly increased. With little to no process of verification involved when a member of the public posts online. This kind of misinformation has the potential to lead investigations down the wrong path, divert public attention from what really matters and cause divides between communities and the police due to unverified opinion or comment. 

On the other side of the coin, police need to make sure the information they are posting online is relevant and useful, otherwise they risk posting about topics “which appear to be of limited practical benefit can leave the public with the impression that the police could be spending their time more fruitfully” (PSI, 2012). This could lead to tension in communities and cause a reduction in trust and future engagement with police.

It is also important to recognise how any post or information shared online by police accounts must fall in line with the code of ethics. Forces need to be open and transparent when using social media platforms, however at the same time they must remember their duty of confidentiality in order to treat information with respect, and access or disclose it only in the proper course of duties. Managing the balance between openness and confidentiality can be difficult, which is why many forces have implemented a social media policy to assist those in charge of accounts in making sure they do not fall foul of sharing inappropriate or personal information.


Personal Experience of the use of social media in policing

In my role as a response officer for Gwent Police I have been involved in several incidents whereby the use of social media has been implemented in order to assist an investigation. One specific incident that comes to mind relates to an investigation for a high-risk missing person which I took control of. As a result of a report from a member of the public stating that they had concern for their brother due to him not returning home, an investigation into his whereabouts commenced and I was tasked to assist with this. 
After completing all the usual initial enquires into where the missing person may be, I had drawn a blank. Therefore, with the consent of his family it was agreed that a post would be sent out across the Gwent Police social media pages in order to appeal for any information that those in the local community may be aware of in order to assist in the investigation and locate the male. The post was shared in the hope that anyone who had seen or heard from the missing person recently would get in touch and provide further lines of enquiry for me to investigate. Due to the male being quite well known in the area, the posts gained a significant amount of attention. As discussed above, this had its benefits and its downfalls, which I will now discuss further.

Initially, the appeal for information provided several further lines of enquiry surrounding associates of the male that police and family members were not aware of. Members of the public also reported what they believed to be sightings of the male, allowing further potential for CCTV footage and witnesses to available to assist the investigation. 

These small areas of progress were quickly cancelled out by some of the downfalls of social media. Shortly before the person was reported missing, they were captured on pub CCTV wearing a distinctive jacket with a fluffy hood. In the social media post sent out by Gwent Police, images from this CCTV footage were used. Around 24 hours after being reported missing, the distinctive jacket was located discarded in church yard by officers. The original social media post was amended to state that the missing person was no longer in possession of his jacket, however the image of him wearing that jacket appeared to have been engrained in the minds of some of the local community. In the following days we received tens of reports of males matching the description of missing person wearing the distinctive jacket, even though we knew this was not possible as we were in possession of the jacket. Further to this, as the investigation gained attention, a female member of the public posted a video on her own social media claiming that she was a ‘psychic’ and that she had had a vision of the missing person in a rural location hiding in a shed. Although completely unverified and most likely fabricated, the attention this post gained diverted the majority of public attention away from the actual investigation and started a rumour mill of conspiracy theories. As a result of this, we had numerous reports of males living and being seen in sheds, all of which needed to be followed up on and proved to be false, diverting a significant amount of officer resources away from the viable lines of enquiry. These issues provide a real-life demonstration of the risks of using social media that I have discussed above.  
    
However, amongst the misinformation, we received a call from the manager of a local building merchant who stated that as a result of seeing the appeal on social media he had rewatched the CCTV footage from his building yard. Whilst going through the footage he could see a male matching the description of the missing person going through his yard and jumping a fence at the rear which leads to the river. This footage was captured on the night of the male’s disappearance. As a result of this information further searches of the river were conducted and unfortunately the body of the missing male was located.  
Although the outcome was still tragic, the footage saved and provided by this member of the public as a direct result of the social media appeal was crucial to establishing what had happened to this individual and locating his body. This provides an example of the benefits of informing and engaging communities in order to assist police in their work.  

Conclusion

From evaluating the use of social media in policing it is clear that there are benefits and risks to be considered by forces when implementing this approach. However, in the current world, with such a high proportion of people in the community using social media, I believe police forces have no choice but to adapt their approach to incorporate social media into the way the force operates in order to keep up with modern day policing. 
The benefits in terms of visibility and the platform for communities to engage are like no other, and are almost impossible to achieve on the levels provided by social media. 

	This does have the caveat that information posted by forces on social media needs to be correct and appropriate. Whilst information received needs to be fully evaluated in order to establish its legitimacy.
	Many forces have implemented policy in order to govern and guide the use of social media by aligning its use with the code of ethics in order to reduce the risks that come with using these platforms. In order to keep with the times and stay in touch with the evolving digital world, police forces will need to continually adapt its approach and use of social media platforms to ensure they are used positively and ethically. 

(Word Count: 1191)





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:


	During this essay, I will critically evaluate my flexibility in leadership styles and analyse how I have managed different operational situations by adapting my approach to changing circumstances. 

	In Leadership in Organisations (2019), the author Yukl begins by highlighting the ‘ambiguity of meaning’ of the term ‘leadership’ and how it is thus difficult to define. The chapter continues to give nine different definitions from a range of academic references. Although there are so many, they share the similarity in suggesting that leadership is in essence a way to influence others and is important in the effectiveness of organisations.” (Yukl, 2019:23) Therefore, for the purposes of this essay, I will be mindful that it is challenging to give ‘leadership’ a reductive definition but understand that it “involves an influences process for facilitating the performance of a collective task.” (Yukl, 2019:40) It is commonly recognised that there are a plethora of different leadership styles or models including transformational and transactional (from Bass’s Full-Range Leadership Model (1985)), active, situational, participative and passive which are all commonly used in policing operational situations. In policing, where every situation is different and requires such a range of skill and professional expertise, police officers have to be flexible in how they utilise the variations of these styles. However, as leadership is such a complex research area, “there is ambiguity over which styles and behaviours are the most effective.” (Cambell and Kodz, 2011). As there are so many models, I have selected the most relevant to my own experience as a police officer to discuss further below. 

Autocratic (link to active?)

An autocratic leadership style is “where solely the leader holds decision-making duties and power” Rosing et al (2022). Although this approach has been highly criticised due to the belief that one person having total control often does not bring the best out of group working, in an emergency situation it can be essential for ensuring safety and effective response. In my role as a response police officer, since completing my taser training I have implemented this style of leadership on several occasions. As an example of this, I reflect upon an incident whereby I attended a call in relation to a distressed male. We received information to suggest the male was in his flat, had a knife and it was believed was trying to harm himself. On attending the incident, I was in company with three other colleagues, all of whom were younger in service than me. As the only officer carrying taser I explained that on arrival I would take primary control of the incident and engage with the male in order to ensure the safety of everyone involved. Although I did not want to come across as arrogant, I knew I had received more advanced training than the other officers in attendance to deal with a situation such as this. Therefore, I would be best suited to take charge of the situation.  I asked that the others listen to my instructions and follow them clearly. On attendance at the flat I entered and located the male in his living room, on the floor holding a knife. At this point, I reiterated to my colleagues who were right behind me to follow my instructions clearly. I then asked two of them to leave the flat, so not to block the exit route as and only come back in when called as the layout of the flat was extremely tight. I then requested that the one officer who remained with me have their hands cuffs out ready and await further instruction. I began engaging with the male and by using a combination of communication skills and taser tactics I managed to get him to throw the knife away from him. Once I knew it was safe and I had the male under control, I then requested my colleague approach and apply handcuffs. I believe this autocratic leadership style was one of the main reasons for a safe and positive resolution to this incident. Had we all entered the flat as one, had multiple officers trying to engage with the individual and all had different ideas of how best to approach the situation I believe it could have played out differently. This incident demonstrated to me the benefits of an autocratic style and it is an approach I would implement again.  

Participative and Passive

A participate and passive leadership styles are almost the direct opposite to an autocratic approach. For the purposes of this example, I have combined the pair as they are similar in nature. When it comes to passive leadership, findings from Campbell and Kodz suggest that “evidence indicates that police leaders that practice inactive leadership are almost universally viewed as less effective.” (Campbell and Kodz, 2011) This may be the case if this is implemented as a long-term style of leadership, however I believe combined with a participative approach there are times where it has its place, as I evidence in the following example. 
	As I approach the end of my probation period, I find myself more often being the senior officer on shift. Recently my supervisor has requested I crew with one of the new probationers on shift in order to guide them through their first few weeks of being an independent officer. Although when we attend incidents together, I am the more experienced, I intentionally take a more participative approach to leading him in order to aid his development. Campbell and Kodoz (2011) found that a ‘leadership style that encourages participation in decision making may positively impact on job satisfaction’. My hope is that by allowing my colleague to make his own decisions at incidents he gains satisfaction and confidence in his own performance. By taking a more inactive approach my colleague be confident knowing I am there as a safety net should he require me to participate, but at the same time develop himself as an officer by going through the process of making and justifying his own decisions. This style of leadership still feels slightly alien to me, as it only seems like a short time ago that I required leadership in order to guide me with my own decisions. Although I do not personally believe someone implementing this style of leadership full time makes a successful leader, I do believe there are specific times when it can be beneficial. 



Situational: 

Situational leadership differs from an autocratic style in that “leaders modify their behaviours to suit the context, including the years of experience, rank and role of their subordinates” (Campbell and Kodz, 2011) It involves assessing each individual scenario and adjusting the approach accordingly. According to Lindberg (2022) situational leadership can be divided into subcategories, which vary between ‘telling’, ‘selling’, ‘participating’ and ‘delegating’. Situational leadership is often most effective when aiming to achieve short term goals. In a policing context, this can be advantageous when in a one-off emergency situation that does not require a long-term strategy, but a fast and effective response there and then. During my time as a response officer, I have applied a situational leadership style in order to deal with incidents I have attended with colleagues. An example of when I have demonstrated this style of leadership would be when I attended a multi-vehicle road traffic collision. In this specific incidence I was the first officer on scene. Initially upon my attendance the crash had only happened moments before and the full extent of what had happened, who was involved and if anyone was injured was still unknown. As I began assessing the scene visually, and by speaking with witnesses, I began to gain a picture of what had happened and have a better understanding of what actions needed to be completed urgently. Shortly after this, another officer arrived on scene, who happened to be my Sergeant. Although superior to me, I knew in that situation I was currently best placed to coordinate the response due to being first at scene. Therefore, I implemented a ‘telling’ strategy, requesting my sergeant attend to a female who was still inside one of the vehicles. As more officers arrived, I began ‘delegating’ duties such as monitoring the welfare of persons involved, obtaining witness reports and managing traffic. Then, once an element of control of the incident had been gained as a result of officers knowing their roles, the initial urgency of the situation passed. As a result, I was able to take a slight step back and begin ‘participating’ in assisting with actions. 
	I find this approach is implemented frequently at emergencies purely as a result of circumstance. The officer who initially attended or has the most knowledge of the ongoing situation is usually best place to take leadership of that incident, regardless of rank. From my experience having a team of people who are willing to embrace this kind of leadership is key. Having officers with the awareness to realise that although they may have more experience or be of a superior rank or role to another, often the person best placed to lead in a specific situation is the person who was there first or has the most knowledge of that particular situation. 

Mixed – flexibility!
	
	A mixed leadership style is fairly self-explanatory. Individuals in leadership roles may choose to implement a variety of the styles discussed above in order to achieve the best possible outcomes in varying situations. From my experience in response policing, I have seen and implemented a mixed approach myself. In a role as diverse as policing, I believe it is imperative to be able to adapt strategies and styles of leadership to suit the needs of the current objective. Having a ‘one size fits all’ approach in a role where every situation is different could have a negative impact on individuals and a team’s ability to succeed.  The leadership skills required at an emergency situation can differ significantly from those required to implement long term force aims and objectives. 

	Through critically analysing several leadership styles above, it has led me to question whether the benefits of these strategies stem from the leadership styles themselves, or from the behaviours and attributes shown by the person implementing them. Perhaps a leader is not someone who picks a specific style and sticks with it, but someone who is able to consistently apply respectable values and attributes to meet the needs of a team or situation. Throughout my time on response I have seen many people in so called ‘leadership roles’ fail to demonstrate strong and effective leadership. However to counter that, I have witnessed many officers of base rank like myself demonstrate actions and behaviours that could be attributed to strong leadership. This theory is supported by a study by Dobby et al (2004) which states that rather than analysing the prevalence of particular leadership styles when looking at leadership. Related skills, behaviours and attributes may be more desirable.  
	This brings me to the conclusion that if I as a response officer strive to implement the core competencies and values set out in the Competency and Values Framework. I will hopefully be able to display the behaviours and attributes required to demonstrate leadership within my 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:


	During this essay I will critically reflect upon my three-year probation period and focus on the mentoring and coaching I have received. I will consider how I have developed personally and professionally as a result of input from others and what could have been implemented in order to assist my performance further.

	To begin, I will define coaching and mentoring and evaluate the subtle differences between the two. Often the words coaching and mentoring are used interchangeably, however there are differences between them. 
	Coaching has been defined by the International Coaching Federation (No date) as "a partnering with clients in a thought-provoking and creative process that inspires them to maximize their personal and professional potential. The process of coaching often unlocks previously untapped sources of imagination, productivity and leadership." Coaching is often very tasked focused and frequently has ‘a performance focus and a specific agenda’. (Macafee, 2010) A coach will then assist with creating an action plan of how these aims and objectives can be achieved through different strategic methods. Often coaching is given in a professional capacity over a specific time period in order to develop an individual to meet personal and organisational goals.
	Mentoring on the other hand has been defined as ‘an informal association focused on building a two-way, mutually beneficial relationship for long-term career movement.’ (Reitman et al, 2021). Mentors take on a more unofficial role and are often around for significantly longer periods than a coach. Research by Connor et al (2001) states that ‘mentors provide a safe place for reflection; listen and support; explore strengths and blind spots; enable self challenge; generate insight; and focus on goals.’ The role of a mentor concentrates more on personal growth and progression rather than organisational performance.

	The differences between coaching and mentoring are subtle, however both can be used to aid the development of an individual and maximise personal and professional potential. Almost always, coaching and mentoring are implemented as the next stage after a form of initial training. Training is usually the first stage in any new role and is designed to implement knowledge and skill to a group who it ‘assumes all participants are entering in with a common baseline’ (Calvert, 2021). It is the same experience for all who participate and is designed or selected to improve certain competencies required within specific circumstances. Once this in initial training has been given, coaching and mentoring can be applied in order to enhance and progress this further on an individual basis. 

	To look at the above in a policing context, In 2018, The Police Superintendents’ Association launched a Coaching and Mentoring Programme, in collaboration with the College of Policing in order to implement coaches and mentors into the police force. 
The college of policing defined the role of a coach or mentor as follows:
“A coach or mentor works with an individual or a small group to help them to define and achieve their career and personal objectives, improve performance or resolve work-based performance issues.” (CoP, 2023)
[bookmark: _Hlk155702666]This programme was created with the aim of “enabling officers and staff across the policing family, access to informal, flexible support to help their professional development.” (Police Superintendents’ Association, 2024)

I will now reflect upon how the three practices of ‘training’, ‘coaching’ and mentoring’ that I have discussed above were implemented during my three-year probation period in response policing.

	Initially after joining Gwent Police, I spent the first six months of my career in a classroom based ‘training’ environment. Similar to training that I have previously discussed, this training was given with the assumption that all fellow officers in my cohort were joining with a common baseline of little to no prior policing knowledge. The training was implemented in a group environment with little emphasis on personal development, but a much larger focus on the professional behaviour expected from police officers. It also attempted to deliver the knowledge required to fulfil the role. During this six-month period, we as a cohort were allocated a staff teacher. At times, this teacher would take on the role of a ‘coach’ and provide more specific personal feedback and help implement plans going forward as to how to implement this into development going forward. For example, after one particular practical examination based around the interviewing of suspects, my staff teacher picked up on the fact that some of my questions during the interview I conducted could be classed as leading questions. We re-watched the interview and she pointed out where I had gone wrong, she then showed me real life examples of when officers had asked leading questions during in interview and explained how this had negatively impacted investigations further down the line. After making me aware, we sat down and discussed how I could prevent this from happening going forward. It was established that if I were to plan my interview questions in significantly more depth before going into the interview, I would be less likely to go off track and ask a question that could be deemed as leading. This is something I took forward with me and still implement now in my third year of policing. Without this input and specific ‘coaching’ intervention I believe I may have continued to make similar mistakes. 

	Once finishing with my initial six months of training was deployed onto the front-line of response policing. This was the first time I was given a specific coach. For a pre defined period of ten weeks I was crewed with an experienced officer who was exclusively allocated to assist me with my professional development. Reflecting upon this period, I believe this was when I made the most significant progress in my development as an officer. Having someone with years of policing experience attend every incident with me, watch my actions, and provide me with feedback, positive and negative, accelerated my professional development at a rate which has not been matched since. My tutor helped me develop my confidence in knowing that my actions and behaviours were inline with the professional standards expected of me. At the same time, he helped me develop action plans and implement strategies in areas where I had room for improvement. Like many others, at the end of my initial six-month training period I did not feel as though I was prepared for the role I was about to undertake. However, after ten weeks of constant support from my tutor my confidence grew, my knowledge and understanding of the role expanded and my professional performance developed significantly as a result of having consistent input. As well as providing a coaching role, after spending a significant amount of time with my tutor I believe he developed into more of a mentoring role. As I have discussed above, mentors can be slightly more informal than a coach, focusing on individuals as a whole rather than specifically on professional development. As my rapport with my tutor grew, his approach became closer to one of a mentor rather than a coach. His role in my development went beyond ticking the boxes required of me to become an independent officer. He was able to listen and support me in areas where I was struggling more personally than professionally and was able to provide personal examples of when he had felt the same. Our relationship went beyond ‘coaching’ one my tutor could see I understood the professional responsibilities and expectations upon me, and became more of one officer ‘mentoring’ another. Looking back at this period it provided a crucial foundation for me becoming the officer I am now. Without the constant input from a coaching perspective, I do not believe I would be able to perform professionally as I do now. Likewise, without the support from the mentoring perspective towards the end of the ten-week period I do not believe I would have been able to cope with the role on a personal level. 

	Shortly after this initial period and being granted independent patrol status, I changed shifts and moved out to a more rural area of policing. Looking back at this move, I do not believe I have had any real form of coaching or mentoring since. When I arrived at my new station, I was one of three officers on my shift. Both the other two officers joined the force at the same time as me and had the same level of experience. We had a had Sergeant, however she worked from a separate station and only had interactions with us via online communication. As is now the nature of response policing, there are very few experienced response officers left in this force. Many have either moved on to other areas of policing, retired, or not remained in the job. In the area in which I work, more response officers than not are now within their three year probation period. According to the Public Accounts Committee, one third of police officers in England and Wales are still within their probation period. As well as this, a study by Hogget et al suggests that as a result of senior management being recruited directly from external roles rather than policing background serving officers ‘perceive existing leaders to be poor because they believe they have forgotten [or perhaps do not know] what it is like to be a police officer. Due to the above reasons there are a lack of experienced officers available to fill coaching and mentor roles.
I believe this has impacted me personally, and the force as a whole. There have been times as a shift where we have looked around the room for guidance or advice and have seen no one with more experience or knowledge than ourselves. As a result of this, we have all but taken on the role of implementing a form of ‘mentoring’ each other. I have given my colleagues feedback on incidents and investigations where due to the nature of how the incidents have fallen I have had more experience than them. Likewise the other way round, I have received feedback from them when they have more knowledge over a specific subject than me. Although at times this is helpful and effective, I would argue that this is more of a standard working relationship between colleagues of the same rank, rather than someone with more experience and knowledge implementing a ‘coaching or mentoring’ role and sharing their wisdom with another to aid their personal and professional development. 

It is difficult to quantity how this lack of coaching or mentor has impacted on my personal and professional development. There are times I believe that as a result of not having this kind of influence to turn to I have developed myself further as I have had to forge my own path and develop and improve myself. There are other times where I know that the guidance and advice of someone external providing me with feedback of what they can see, or what they would do from their perspective has been missing. There are many situations that come to mind where perhaps I would have taken different action had I had ongoing coaching or someone with more experience to turn to when I felt my knowledge was lacking. 
 
	Throughout my three years I have received coaching and mentoring in different forms that have certainly aided my professional and personal development, however in recent times input of this nature seems to have been few and far between. I believe this is partially down to the current nature of response. To put it simply, those with more experience and the ability to provide coaching to officers young in service are no longer there. Perhaps, as I reach the end of my probation period and move forward in the role I can attempt to fill that void, and be the ‘coach’ or ‘mentor’ new officers and provide the support that I feel perhaps in my probation period. 
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