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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 be writing about the strategic role of the college of policing, and its role within the professionalising of policing in the U.K and its effect om my previous 2 and half years as a probation and approaching the final year. By taking into account the mission of college of police, I will critically evaluate their involvement in the professionalism of policing in the U.K. The decision was made that training and the education of police constables, would be brought into the standardization of though those of nursing, medical professions and law, with the intention was attack certain recruits with particular skills. (Watkinson-Miley, C., Cox, C. and Deshpande, M. (2021)).

The college of policing state “Our mission is to boost professionalism, drive consistency and improve leadership. We have three core functions. These are to set standards, share knowledge and good practice, and support professional development.” (Corporate strategy 2022 to 2026)

The will of the college of policing lines up with the national police chief’s council (NPCC), with the workforce transformation 2018, the summary of the introduction of workforce transformation offered by the NPCC ‘By 2025 policing will be a profession with a more representative workforce that will align the right skills, powers and experience to meet challenging requirements.” (Workforce Transformation in the Police Service An introduction. (2018))

The NPCC talk about 6 different principles which reflect the workforce transformation, specific changes, include the initial recruitment systems including the processes, entry’s into non policing roles such as police community support officer role, and other methods of entry for Police constable, with a change of role-based routes such as investigative roles. (Workforce Transformation in the Police Service An introduction. (2018))

This plan has resulted in two primary methods of entry, the police constable degree apprenticeship (PCDA) and the Degree holder entry programme (DHEP). Reflecting on the PCDA entry route and my own experience over a 3-year period, due to being at the final stage of the process, and the role of College of Policing.


As I near the end of my probational period, and getting ready for responsibilities of a substance’s officers, I recognise the big change into an operation role. The college of policing leaning towards professional standards, the NPPCC principles for modern policing, highlights the operational excellence of leadership and accountability.

One noticeable change in my role is an expectation of operational responsibility, for example during a recent missing person report made by a young female’s mother, who was deemed high risk missing person (Phoenix, J. and Francis, B.J. (2022)) due to reports she has left the home address with an older male. This required me to coordinate with my team and other officers over multiply local areas due to the seriousness of the risk, whilst sticking to standards and prioritising the safety of all those involved.

A main part of my operational responsibilities involves using the National decision model (NDM) (Edwards, J. (2021)), in a dynamic situation, during this situation information was relayed to me regarding the circumstances of the missing female. Using the information, I have come to the conclusion from my time spent as a constable, that there is a suspicion of an offence being committed by the older male, and as such should they be found the male to be arrested for suspicion of grooming which is covered by Section 15 Sexual offences act 2003 (Legislation.gov.uk. (2012). Sexual Offences Act 2003). 

Another part of my decision making is the responsibilities to understand the importance of ensuring actions especially arresting persons, due to the need to make it lawful, necessary and proportionate. The College of policing code of ethics (College of policing (2014). Code of Ethics) and Police and Criminal Evidence Act 1984 (PACE) Code G (Home Office (2022)), which sets out 6 criteria to the necessity of arrest this is important due to myself and other officers breaching that person’s liberty of Article 5 (Equality and Human Rights Commission (2016)).

My main necessity would be the safeguarding of the young female at risk, which is covered by the necessity to protect a vulnerable person, and obtain any evidence which can support and disprove any wrong doing, which is covered by the necessity of prompt and effective investigation, and the disappearance of the male, as at the time we did not know who the male is and where he could flee if asked to attend at a later time.

On this occasion I have located the subject male and young female, I have promptly arrested the male, explaining why he was arrested, there is a requirement under law to CAUTION the male which is covered under Code G section 3.

Under section 19 of PACE (GOV.UK (1984)), section 3 (a) allows officers to seize items when they are lawfully on any premises, if that officer believes the evidence is in relation to an offence for which that person is being investigated for. On this occasion I have made the firm decision to seize the mobile phone of the subject as he has been communication with the victim via chat programs. Permission has also been sought from the mother of the victim for us to seize the victims’ mobile phone as it could assist in providing evidence in line with the subject’s phone.

Utilisation the relevant forms of DPNc and DPNb (National Police Chiefs’ Council (NPCC)), I have submitted the relevant forms, which allows trained persons to extract data from the subject’s phone. Authorisation is required before a phone can be extracted, this requires the rank of inspector or above, or an authorised acting inspector who has had the relevant training, due to many different legal frameworks which protects everyone’s rights. One human right being Article 8, which protects everyone’s right to private and family life (Equality and Human Rights Commission (2021)). Part 3 of the Data Protection Act 2018, regulates the processing of personal data for law enforcement, which requires data to be extracted lawful, fair and transparent before being processed (Legislation.gov.uk. (2018)).

Due to my personal development, I have been trained in Level 1 Kiosk operator which allows me to extract data from mobile phones, and their SD Cards which is contained within the phone.  I have taken it upon myself, to extract data from both mobile phones, however due to the subject’s phone being locked with a pin and that not being provided by the subject any phone extraction could not be performed by level 1 kiosk which only allows data extraction using mobile phone software (Information Commissioner’s Office (2020)).

I have moved onto the victim’s phone, even though I am the officer who has submitted the relevant forms, I have to take into account key considerations prior to starting the extraction, the necessity and proportionality, any data extracted must be necessary for the purposes of the investigation and to the seriousness of the offence. One of the key points of myself performing the extraction also allows the return of the device back to its owner in a quicker time (Gov.uk (2022)).

This incident has been passed to the criminal investigation department (CID) due to the investigated requirements of a PIP 2 investigative officer (College of Policing (2018)).  My early investigative work with the location of the subject, the early examination of the victim’s phone, and appropriate updates as allowed CID to take over the investigation with the golden hour principles adhered too (Rose, A. (2021)).

My conclusion of the evaluation of my 3-year probationary period, and working towards being a modern police constable, with the changes required of me. I will use the tested Gibbs reflective cycle, over my 3 years, I have gained substantial experience of different aspect of operational policing, improved my leadership skill, and increased my knowledge of legal and ethical requirements, ranging from routine incidents and leading into more complex operations, and making decision during critical decisions, regarding people’s arrests, evidence handling and engaging with the community during critical moments.

Looking back over the last 3 years, I believe I have achieved growth, however experiencing ever residing apprehension of uncertainly in certain situations, and level of responsibility, however as time as gone on, I have gained confidence and clarity in my role, however with the understanding that I will come across situations where I will be uncertain, and to seek appropriate persons to engage talks to look at my mistakes and to make changes for when in the future will not struggle.

There has been many moments during probation, that has taught my valuable lessons, facing challenges in high-pressure situations, such as arresting persons for sexual offences which require a need to preserve evidence, being the person who is arrested, arresting persons who are involved in complex investigations which have been on going for a long period, however keeping my cool, and importance of adhering to protocols, and professional frameworks such as the NDM, ensuring all decisions are correct and justifiable, looking at form a different angle, when I have felt like complexity of cases were hard to understand at times, it has helped allowed me opportunity to improve my learning and professional development.

Reflecting on my experiences, I have come to understand there is an important middle ground of operational reasonability and community engagement. It is clear at times being an effective modern police officer isn’t just about enforcing the law, but demonstrating leadership and building trust with the public and communities. With time my leadership should focus on helping colleagues and supporting their development in areas I may excel at and helping to continue to upload professional standards.

My conclusion is that my role as constable, is forever dynamic and ever changing. The first 3 years of my career as a police officer is just a start to a transformative period, with increasing responsibilities and expectations, I now understand the need for constant and continuous learning, with the requirement for constant updating and changing professional learning templates, regarding leadership and ethical decision-making as the world around me is forever changing, and my commitment to embracing these elements in my work going forward.

Moving forward, I focus more on development my knowledge around different aspects of the legal requirement of my role, including the important code G, seek additional training in the aspect of Code G, improve my abilities around the critical thinking regarding operational decisions. Seek training outside my job role to improve my knowledge outside my day-to-day role as a response officer, and share my knowledge with others that I have gained during my probationary period.

Overall, my critical evaluation of the college of policing and its influence in my career so far, aiding in my progression into a modern professional police officer. The college of policing, is central to the professionalism of police, ensuring accountability, looking into research, setting standards. However, its influence over police forces can only succeed if the workforce engages with the college of policing.

WORD COUNT 1816
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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.  


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

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


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




ANSWER:

This essay will explore the potential risks, and challenges associated with using the internet to communicate with the public, as it can have implications on police-community relationships, operational effective ness and ethical considerations. Whilst social media websites such as twitter, Facebook and TikTok can improve its public trust, and transparency, it also makes it possible for misinformation and reputational risk and legal challenges. 


In this essay I will critically evaluate the role of social media, within South Wales and its effectiveness and benefits to the force, I will be writing about how South Wales Police inform, engage and use social media using different platforms such as X (Twitter), Facebook, and TikTok. 


Most police forces have created policies and guidelines which will govern the use of social media for professional purposes. The policy’s outline the responsibilities of any police officers and departments within the police, whilst communicating and engaging with the public online.


The policies are there for many reasons, one of the few areas are maintaining the public trust, as social media accounts utilised by police forces, are official managed by police forces, this requires all posts to have a priority of transparency, accuracy and professionalism. This due to content which is incorrect or not appropriate can cause damage to public trust. Policy also helps manage accounts adherence to any legal and ethical standards, as police forces must be inline with data protections laws, confidentially of any persons involved, and the human rights of any information posted on the internet, and responding to online discussions. Policy’s also help individual officers avoid any personal opinions, and any potential bias, as officers are prohibited from posting publicly any personal options on controversial issues to maintain neutral and impartiality.


Even when social media is being used for investigative reasons, intelligence gathering there should strict procedures, ensure ethical and legal collection of that evidence, all these policies are in place to ensure social media use is constructive engagement than a cause of controversy or any legal challenges. 


The main benefits of social media are it can be used strategically which gives several advantages, including increasing public perception of the police, preventing crime and intelligence gathering. Data reports show that there are 66 million internet users within the United Kingdom, with an 88 million mobile phone connections in 2024, with mobile phone connections standing at 131 percent of the reported population. Out of those 66 million there were 56 million social media users as of January 2024, which is 82.8 percent of the total population (Kemp, S. (2024)). As of January 2025, South Wales Police Swansea Neath and Port Talbot Facebook page has 90,000 people following the local police page which is 37% of the population.



Taking into the account the above statistics, one can assume the police have a larger audience than someone asking questions in the street on a daily basis, it also allows any communication to be relayed to the public to be accessed any time of the day allowing for persons from all parts of life to see the information allowing all persons to get the same information as people can sign post to the social media post. Different social media platforms can be used by Police for purposes, Facebook where public profiles exist allowing for more long-term supply of information from police as its more of a personal platform, allowing linking of different profiles to allow information to be shared allowing for specific areas to have personal accounts allowing for more local posts.


Road safety campaigns which began in 2014 initially as 2-week campaign targets users of mobile phones whilst driving and a collaboration between all Welsh police forces, and still used today, which is supported by the individual areas called #EyesOnTheRoad. 


There have been various posts over the years, such as #NotTheOne Campaign which launched in 2022, with the goal of educating people about dangers about carrying knife, which has reached approximately 100,000 persons on social media, with an approximate 15,000 young people. (Police.uk. (2025)). 


It allows for local incident updates which may cause a disturbance for the local community, such as incidents involving car accidents which are closing down roads causing traffic to become standstill or recommend diversions, this also allows for updates regarding the reopen of the road.


It can be used for appeals to the general public, where the investigation may be large such an old appeal from 2021, where 8 people have been injured which included 3 police officers, it allowed the force to given details of the incident in full any important information or updates and a way to comment. It also allows for community appreciation, which can include audio as well as sound which allows for effective communication, to foster better relations with the community and improve public safety.


The use of X by police has a similar use as Facebook, however twitter is to be considered a lot quicker and easier to communicate however posts can be lost in the sea of posts if the user has many profiles being followed but allowing information to be “TAGGED” with a hashtag (#). 


The use of social media by forces has a potential for negative influence or misinformation, as it could cause the spread of false information regarding major incidents due to outdated information can still be shared if not removed or updates.


One example of this is in 2017 when the London bridge terror attack occurred, with misinformation being spread extremely quick, including false reports of other attacks in other locations, requiring police to issue multiple different statements to correct the rumours, and assure everyone the situation was contained. (Teh, P.L., Low, J.Q. and Si, Y.-W. (2020))

In 2019 there was public backlash due to South Wales Police facial recognition being deployed at public events, as Police posted their success in using the technology to identify criminals, but critics raised concerns over privacy. (Purshouse, J. and Campbell, L. (2021)).


In 2020 Derbyshire police social media team were criticised, due to at the time Covid-19 travel restrictions were in place, however drone footage was posted which was monitoring people in the peak district, which people considered unnecessary travel by officers. People also criticised the invasion of privacy, considering using the drone as a heavy-handed method (BBC (2020)).


In 2020 an example of an individual police staff bringing bash lash to the police, a Police community support office (PCSO) (Merritt, J. (2010)) in Warwickshire was investigated by the Independent Office for Police Conduct (IOPC) (IOPC (2023)), for engaging in social media contact with members of the public and colleagues (Warwickshire PCSO made ‘inappropriate’ contact with crime victim. (2020)).


However, there is positives to using social media, as such by Greater Manchester police, using social media for missing person appeal in 2019, using Facebook and twitter. Within a couple of hours, the public has provided vital information that led to finding the person safely.


In 2020, Thames valley used social media to promote crime prevention week, sharing a series of helpful and practical tips which were aimed at reducing crime. The advice covered topics of times to secure homes, staying safe online, and helping to prevent fraud. With the campaign being praised for being informative and being proactive for public safety, and inviting members of public to events which offered free bike security marking.

West midlands police, have used social media to promote engagements in the community, called Coffee with a cop, police can advertise the meetups via different social media pages, with dates and times, this would let people who would not know about the events to attend. 


At this moment in my career as a constable working towards being substantive, I have not been actively involved engagement, however I have used social media to alert members of the public regarding two different road closures where the road was going to be closed for a significant amount of time, it has allowed me to name the roads of the closure and any known diversionary routes that were available. In 2025 I have been one of the officers in charge of a missing person who is a person who prefers to live homeless, he had temporary stayed in a charity which helped the homeless have a bed. 


However the male has left without any thing said to staff, which his sister who keeps an eye on him having concerns for him due to the weather being unpleasant and having no place of safety. With no lines of enquires of the possible where abouts, the last being almost 5 miles away from his placement in the charity with no further sightings. I have spoken to the sister of the missing male and enquired if I can do a social media appeal, after approximately being missing for 5 days within 1 hour of the social media post someone has given information on a sighting and where the missing person currently is. I have acted on that information and I have located and spoken to the missing male, I have offered help and support to the male however he has refused any help and wished to be left in peace. I have then contacted his sister to tell her where he is and his refusal of any help.


I have then submitted the relevant forms which is called a public protection notice which can be disseminated to any social services or services who can provide help to the male. This to ensure that if male comes to the attention of services, they will be aware of the male’s background, allowing for more decisiveness, this will allow police and services to build a picture in the long run to ensure ongoing safeguarding.


My conclusion, is that the use of social media by police and police forces, provide an important opportunity for improving the communication, to engage with communities, and promote any police initiatives going on. Platforms such as twitter, Facebook, and other open source networks, offers a fantastic avenue for police to inform the public, develop good working relationships and share important safety information. 

The speed at which information can be disseminated, and with the accessibility of social media allow police forces to publish information regarding emergencies essentially live as things develop, and build trust from consistent engagement.

However social media is not without risks which is typical with social media, such misinformation, public backlash, any security concerns, should not be underestimated. So, policies within police forces, should be clear and well structed ensuring officers, and offices need to the social media like any tool reasonably and ethically.

As the days move on from the development of the internet (Leiner, B.M., Cerf, V.G, et al (2009)) police need to continue to evolve in the age of digital using social media as a strategic tool, and completely invaluable assets to police, along as it uses used with planning, oversight and sticking within professional standards.
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Task 3

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


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

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




ANSWER:

Leadership in policing is extremely important, and is not just important for upholding the law, but is also responsible to developing high level of trust between different entities who ensure law is maintained.

Policing is a profession that is extremely dynamic in nature, this requires the leadership is just as dynamic in thinking to support a large range of different and varied situations which can be completely contextual that police constables that are most likely face in the dynamic profession.

When leadership becomes static, consistently not changing, or is too rigid has a chance of being grossly ineffective, which can lead to constables having low motivation, failing to meet important operational goals, which is important to ensure that the organisation is working correctly and effectually, ensuring society knows they have a police force that is looking out for their best intentions. As such leadership that is flexible, is absolute must for anyone to ensure law and order is maintained.

I am writing this essay critically evaluating leadership strategies, consider leadership models used in policing, and how those are managed for a range of different operational situations, and how I have used those leadership models for my own use whilst being a third-year operational officer.

The analysis looks at the different range of leadership models used commonly within the policing environment. 

There are many different models used however I will described the prominent leadership models, the one of the models is called transformational leadership, the main concept of this model is to inspire and motivate teams, by creating a outlook for the individuals by creating a future and empowering them to exceed expectations, by getting them to focus on their own development and aim to bring positive change, by this the hopes are encouraging more proactive policing, creating resilience and improving community engagement. Its effective in encouraging officers to go beyond what they normally do and try and innovate within their roles. (Zaccaro, S.J. and Horn, Z.N.J. (2003))

The positives are that it can inspire, encourage innovation and creativity of inspiring officers, it can make officers feel valued and supported, leading to better job satisfaction and retention, ideal for adapting to new challenges and improving community engagement.

The downsides of this model are it can be time consuming as it can take a long time to build trust within your team, and need the team to be fully aboard. It requires the leader to have strong communication skills, so that the vision can be put across and to engage with the team, there is a downside that there could have an effect on short term goals as your focus on the longer term.

The second model is called the transactional leadership, the concept of this form of leadership is based on clear structures, reward and penalties, the leadership use systems all in ready in police and processes to manage their team members, this is used in a hierarch system, for maintaining order, enforcing rules and rewarding officers for hitting targets and standards, it’s a useful model for ensuring disciple and accountability within the force. (Bass, B.M. (1999))

The main benefits of this model are the clear exceptions and structure, which means officers know exactly what is expected of them and what rewards and the consequences are. This ensures there is consistency within a team ensure all events are all in alignment, this is effective within crisis management which gives everyone clear directives and stability within the current crisis.

The negatives of the model of are that it limits innovation focus completely on rules and procedures which are already in place can limit creativity and prevent any new ways of solving problems, cause officers to become sheep in the sense of order-followers than people contributing to the departments vision which can cause moral to be low, and can cause short-term focus not on the growth and development of officers.

The third prominent model is called Servant leadership, the key is that leaders should be serving their teams, having the leaders main focus on the well-being and growth of the team instead of being an authority. The positive side of this model is that is build trusts and respect, which makes officers feel supported and valued which leads to a positive working environment. It encourages officers to collaborate fostering a team orientated culture mean ideas and concerns are openly shared, improving moral and communication, promoting officers’ development and can focus on mentoring and helping officers personally and professional.

The downsides are that it can be time intensive, requiring significant commitment from the leader to actively support and mentor their team members, this can also bring them at risk of exploitation, as officers can take advantage of the leader’s wellness to serve or become dependent on support, and can catch the leader of guard when a high-pressure situation arises which needs a more directive transactional leadership. (Sendjaya, S. and Sarros, J.C., 2002.)

There is a fourth and important leadership called Command and control, which is a predominantly a style that uses a hierarchical, top-down style, where all the decision making are made by senior officers named as Gold, Silver and Bronze, and to be executed by lower ranks without question. Its emphasis on being a completely disciple structure and strict adherence to protocols, mostly seen in military style organisations. 

The positive side of this style of leadership its effectiveness in emergencies, as quick decision making ensures a swift response to major and critical incidents. There is a clear chain of command, ensuring less confusion and order is maintenance within the police force. This is also a consistent and standardise method used resulting in policies and procedures to be applied throughout all forces.

The major letdown of this leadership model, is that it can make officers feel to restricted leading to them not to use distraction or change to situations that are changing in front of them. This can lead to low morale, and lack of engagement that can discourage creativity and any independent thinking. Due to the style being a top-down method it could lead to abuse of power, as it can lead to authoritarian practices, and a rigid military style deployment may cause the police to alienate the community in policing efforts.

Throughout my 3-year probation I have come to the idea that sticking to one form of leadership model is not ideal depending on the situation at hand, when managing a crisis, helping my team through change or helping to build trust with communicates. Leadership in policing is not a one size fit all, it requires a lot of flexibility, at times decisiveness, but whilst all that matters, empathy is large part, reflecting on my time as a probationer different operational situations demands leadership styles to shift. Here is my analysis of the key strategies, I have developed and where to apply those styles along the way.
In my experiences in the three years, I have not had a situation where myself have had to use the command-and-control leadership style, however I have experienced being managed by this method. Police were deployed to an event purely as an engagement officers where a more transactional style policing was being used, as it encouraged officers to build a community relation. The event was 2 universities having varsity day, where students play competitive sports with the final of the day ending at a sporting arena.

The event has gone to plan however the arrangements made by the universities did not as plan for the departure of the students on the buses back to their universities. The plan was for the students to board the buses in an organised manner however after a long day of alcohol being consumed, tiredness and the eagerness to get home the plan as devolved as turned into a safety concern.

Due to concerns for the safety of everyone involved, a Command and Control was used by Silver and Bronze to ensure the welfare of officers and students moving away from the transactional styles, issuing orders via police communication systems for all officers to follow via their sergeants, this style has work fantastic as it has taken the decision making away from the officers allowing them to focus on maintaining order. Due to this I can see the benefits of this method in future deployments.

My analysis of transformational leadership and my use within my role, was during community policing, to inspire my colleagues to work different during the nightlife economy, as some officers struggled to move away from more traditional enforcement tactics. I have had to explain why the need to move away was important explaining a more community focused approach which can help improve trust with persons working during the nightlife, other revellers and to reduce crime at the same time.

During this time, I have spent time working on the ground working with my colleagues during nightlife, where a focus on stopping crime from happening allowing persons to enjoy their night out and using community style methods of reprimanding people instead of arrests. This can be hard to get everyone on board as arresting would have been a preferred method but doing so would take persons out of operation whilst they deal with the prisoners lowering numbers risking safety to others.

My analysis of the third style Transactional leadership during my probation is when I have had to deal with a prisoner which was demanding due to requiring additional officers to deal with it. Due to myself being the officers in charge of the case-file and prisoner, I have had to set expectations of my colleagues of my requirements to ensure a quality case-file can be submitted, and in a way had to monitor the performance of those officers, and give any feedback, whereby if failure to comply with requests could results in the casefile not being submitted or not sent with insufficient quality.

The fourth and final leadership style the servant style, is perfect as it isn’t just for formal leadership roles, its about serving others before leading, I have found that adopting the servant leadership style made a different in supporting my colleagues, and contributing to the team’s success. 

I have found using the servant leadership by helping and mentoring newer officers, and supporting my colleagues. One time I have adopted I have helped a probationer on my team, who was struggling with dealing with an incident from start to end. without telling them what to do I have, I have helped them by guiding them through the incident from start to end, offered them reassurance and debrief them on what actions were taken.

My conclusion is that even if you are not in leadership positions, leadership styles can translate through to non-management roles, enabling you to go into any situation and allow you to be flexible, too many different roles, situations and crisis, this will allow you not be subjected to the negatives of different styles by being stuck one in style. This allows you to be a proud professional police constable who can contribute to ensuring the safeguarding of society.
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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:

Coming to the end of my three-year probationary period, within a profession a huge milestone for anyone, especially within the field of policing which is demanding on officers. The three years is broken down into multiply stages, the learning phase, the adaption, and refinement of professional policing skills. Throughout the probationary period, mentoring and coaching is a massive part of the role, pointing and assisting probationary officers to develop their competencies into substantive officers.

This essay will critically reflect on my probation, mainly the part of mentoring and coaching and how it has facilitated my personal and professional growth. It will look at how their role has helped me met my individual, organisational and my professional goals. This essay will also analyse how the mentoring and coaching theories apply to me, and my learning, development and my workplace performance, and how feedback can be effective in mentoring my skills.

Within policing mentoring and coaching has been very important throughout my probation, and how it has provided structured support, and moved me throughout the process into a competent professional. The words mentoring and coaching can be interchangeably used, however are distinct roles, reading the book published by (Garvey, R., Strokes, P. and Megginson, D. (2010), it describes mentoring is a relationship and it is a long-term development that improves a students personal and professional improvement. Coaching is a structured process which primary goal at improving specified skills. 

Both mentoring and coaching, are a major part of policing, with the aim of ensuring new officers can go into the role and effectively become competent, improve and develop key skills and competencies, and stay within organisational stands, and uphold them. Mentoring has allowed me to benefit from the experienced officers have developed insights, best practices and real-world strategies to be an effective police officer, and able to shared with me. Working with accomplished officers, allowed me to strengthen my ability to handle high pressure situations, helped to instil confidence, and a safe space for reflective practice 

Whilst mentoring has taught me general skill, being coached has helped me refine skills which are essential for my role, mostly my tactical design making, my communication ability, and my conflict management. The structured coaching session has given me targeted feedback, for the opportunities to skill uplift through theoretical exercises, and scenario-based training. The theoretical and scenarios have allowed me to develop my situational awareness and problem-solving abilities, which is extremely important for operational policing.

Mentoring and coaching has contributed to my development, which has allowed me to build resilience, emotional intelligence, and my self-confidence. By having constructive discussion with mentors, I have had become more self-aware and refined my abilities, to mana my stress effectively, especially when face with demanding situations, such as serious situations such as critical incidents and high importance decision-making

Further to mentoring has helped me develop my leadership abilities, to prepare me for greater responsibilities within the force, and having help from senior officers has helped my ability to get around complex dynamics, and remain calm under pressure.

Having structured coaching has allowed me to refine my technical skills, such as the ability to legally and correctly download mobile phones from both victims and suspects in cases which allows for my operational effectiveness. Coaching sessions have an emphasis on competency-based learning, helping my hone my decision making, de-escalation skill, such as community disputes, and ranging to high-risk incidents, which have improved through regular scenario-based training. Through this training I have learned to engage with diverse communities correctly, and improved my ability to build trust and positive relationship with the public.

Within policing organisations, there is a priority for continuous learning, accountability among constables and staff, and a requirement to ethical standards. Mentoring helps reinforce these values encouraging me to develop a commitment to procedural justice, and the integrity as a police officer. Having structured coaching programs that have performance reviews and competency-based assessment ensure I meet organisation requirements. This has not only helped me improve my proficiency as an operational police officer, but also aligned my professional development, with a broad range of policing objectives, enhancing public safety, and my effectiveness in the force.

Within in the policing environment, learning is best learnt from experience, and reflection which is structured. A book Kolb’s Experiential Learning Theory says that learning has four different stages: concrete experience, reflective observation, abstract conceptualisation, and active experimentation. Throughout my three-year probation, learning was done through exposure to real-world situations, followed by debriefs and reflections guided by mentors (Kolb, D.A., Boyatzis, R.E, et al (1999)).

Whilst the GROW Model (Whitmore, J. (2009)) has been used in coaching session to set me goals, asses my current level of effectiveness, explore what options are available to help improve, and determine a way forward. This method has given me a structure approach which guided me to address areas of my weakness and at the same time reenforce my strengths.

Additional to the GROW model the situational leadership (Schermerhorn, J. (1997)) was used in my mentoring relationship, this ensured that the level of support given to me was inline to my competency levels, at the beginning of my probation, direct instruction was needed, however as my competency improved, my mentor stated to introduce independent autonomy allowing me to build confidence in decision-making.

Through the combination of mentoring and coaching, it has positively influenced my workplace performance, effective mentoring has given me a solid foundation for the understand of policies, legal frameworks and operational procedures, ensuring I am in compliance with police standards.

Meanwhile the coaching has improved my ability to handle the more complex side of policing scenarios with greater effectiveness, and accuracy. From having structured debriefs and reflective practices, I was able to look at my performance refine my approach and improve my abilities as a police officer, many situations can be the same similar to the last however will never be the same as the last resulting in it being potential more complex as evidence needs to be understood or vulnerabilities need to be identify and explored .

Feedback plays a big role in the learning and development, the constructive feedback provided insights into my strength and areas for improvement, allowing me to refine my skills in a way that matters. In line with the SBI (Situation-Behaviour-Impact) model (Center for Creative Leadership (2021)), the feedback during my probation was based around the identification of specific situations, and to look at my behaviour, and to determine the impact. This method has helped me to understand how my actions and behaviour influenced my colleagues and the public, leading to better information adjustments in my professional conduct.

One of the hardest concepts of feedback is the open mindset, and the willingness to engage in your own reflection. I opening sought feedback from my mentors, my supervisors and my colleagues, embracing to idea of constant improvement. The process did not only improve my technical skills but my interpersonal skills and just reinforced my ability to accept constructive criticism in a professional setting.

The main barrier of constructive feedback is that people are afraid the feedback they are given is going to hurt people’s feelings, sometimes feedback isn’t completely clear and could be ineffective as any form of feedback. Feedback could also cause the recipient to feel attacked, causing them to focus on the negatives instead of any positive that may have been put before them. The recipient of the feedback also may struggle to understand how to follow up with the feedback resulting in no improvement being made, and could be considered as if they ignored the advice.

 As I have gone through my probationary period, I have then taken on the responsibility in providing feedback to my colleagues and newer colleagues. feedback needs to be effective and delivered in clear communication, listening to colleagues and an aim for growth over criticism.

To ensure the feedback was constructive, I have used techniques named as “FEEDBACK SANDWICH”, (Cai, X., Peng, M (2022)) which is balancing positive reinforcement with areas for improvement this method helps to provide meaningful discussions, and promote a learning environment which is supportive within my team. With this I encouraged two-way feedback where I would make colleagues comfortable providing me with thoughts on my performance.  This allows a process of enhanced collaboration; it helps to strengthen teams’ cohesion and a built a culture of shared learning.

I believe given people feedback is a way to also reflect upon your own knowledge and expertise, by identifying areas of other colleagues’ potential weakness and helping them improve will in time help you to acknowledge your own weakness and strength, as it will give an opportunity for open discussion. An example was during a moment a officer who was in his 12 week tutorship, had an incident on his work load, he has asked my opinion on the incident and what crime should be considered, as it had been put down as a burglary, however I believe it was not due part to the building was not inhabitable and being refurbished resulting in walls being missing itself won’t be classed as a dwelling burglary due to it not now not being a building, this idea was challenged by another colleague who did not agree with my statement, after reading definitions and case law we have spoken to persons in the criminal investigation department their views. The result was it was not a dwelling due to the fact it could not be inhabited, and would barely be considered a building at all for the offence burglary. 

My conclusion whilst reflecting in my three-year probation, it is obvious that receiving mentoring and coaching, has been a huge factor in helping shape my professional profile. The developmental methods used facilitated my journey into a competent and confident policing professional by improving my skills knowledge and decision-making abilities.

Mentoring has given me long-term guidance and wisdom, whilst receiving coaching in a structured, competency-based learning method. The used of established theories, including the Kolb’s Experiential Learning Model, the GROW Model, and the Situational Leadership Model, reinforced my development through experience, structured goal-setting, and adaptive support.

Further to add the ability to receive and give back feedback effectively has been the main reason for my growth, building an ongoing learning mindset, and assisting a positive workplace culture.  As I spend more time advancing in my career, I will remain committed to using those principles to ensure that I can continue to develop as a professional police officer, dedicated to being an excellent officer, with integrity and service.

By reflecting on my probationary experience and looking at it critically, I identify that mentoring and coaching are not a tool just used during a probation period, but important as part of the lifelong learning in the police service. The lessons learned during this period will translate in influencing my career in an upwards trajectory and reinforce my commit to professional development and my pursuit into policing excellence.
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