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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:

The role of a police officer is diverse and not restricted to only fighting crime. My probationary period has increased my awareness that police face many incidents that have little or no direct relationship to crime or law enforcement (e.g., searching for a missing child). It is imperative a police officer has a range of skills and knowledge to utilise quickly and adapt to a multitude of situations (Coleman and Norris, 2000). It is arguable a reflective practitioner is one who is socially knowledgeable and able to recognise their need to continually learn, it is a building block for improving public confidence. 

The police role is everchanging and has been radically transformed in recent decades. The need for change was driven by the necessity for a modernised service, with improved public confidence in the police. The lack of public confidence is thought to have stemmed from historical tensions between the public and police. Crawford (1998) noted the 1970s and 1980s identified a series of injustices regarding police behaviour. The Brixton riots in London,1981, resulted in many public and police casualties. The riots occurred during a time of high levels of unemployment and poverty in inner-city areas and the distrust with how the police service behaved towards minority ethnic groups. Lord Scarman (1981) recognised that the public’s confidence in the police had largely been lost and communities needed to be re-engaged. Modernising the ways in which police are selected, aims to ensure police officers are professional and knowledgeable. Policing today focusses on being proactive and preventative rather than reactive. There must be an understanding of diversity and community issues. Modern police officers are no longer trained to just react to situations, instead they are educated to acquire theoretical knowledge and apply knowledge to real-life situations, through informed judgements and decision-making (College of Policing, 2024). 

The Metropolitan Police Act 1829 first set out the police service foundations across England and Wales. Over 185 years later, the police service has experienced many pivotal changes. A fundamental change in the twenty-first century was the reform of education and training of new police officer recruits (Pepper, et al., 2018). College Of Policing (COP) was established in 2012 and is a national professional body responsible for providing consistency and standardised police training and education. The COP created a framework which enables the development of policing skills, which in turn, if acquired by the officer/service, should improve public confidence. This is known as the Police Education Qualification Framework (PEQF), it is a key framework that supports development of individual officers and staff.

This agreed framework and a standard application form will support the requirement of national consistency. Officers and staff will have access to higher level diverse learning environments delivered by higher education sectors. To continue to professionalise the police in the UK academic qualifications are being promoted, this is a keynote in the Policing Vision 2025. This addresses the changing and complex nature of modern policing and recognises a standardised national qualification will help in achieving this. There are many benefits to academic study, aiding the promotion of evidence-based approaches to policing whilst bridging knowledge gaps regarding emerging threats including extremism and cybercrime. The academic environment is thought to help facilitate the reflective practitioners, critical thinkers, and researchers, able to analyse and evaluate literature and their own practice (College of Policing, 2024). 

As of January 2020, new police constable recruits must enter policing through a degree apprenticeship, a degree in any subject, or a Professional Policing Degree. This change has sparked debate, with some concerns about excluding certain groups and potential disincentives for non-academic recruits. Proponents argue that all police officers should be highly trained to handle a range of crimes and protect vulnerable people (O’Reilly, 2021). However, there are concerns about operational officers struggling with university work and risking losing their job (Surrey Police Federation, 2021). Despite the challenges, police-academic partnerships are increasing, providing valuable knowledge to support officers in their decision-making and improve outcomes for victims (Martin, 2021).

COP, Association of Police and Crime Commissioner, and National Police Chief’s Council have released Policing Vision 2030 to advance from Policing Vision 2025, focusing on transformative changes in policing. The vision includes five pillars, emphasising effectiveness, inclusivity, and trust. Pillars 4 and 5 focus on professionalisation and academia, aiming for a diverse workforce and evidence-based practices. Collaboration with academia is key for technology knowledge, problem-solving, and data literacy. The vision addresses modern threats like human trafficking and terrorism, ensuring officers are equipped to handle current issues professionally and safely. COP is continually adapting to these changes and assists officers by exposing them to the skills and knowledge required to be the front-line officer dealing with current issues. Following the same professional standards and using the same skills and knowledge ensures incidents are dealt with appropriately, safely and with the highest level of professionalism. 

Fulfilling the role of a modern police officer is one that must be met and maintained at the highest professional standard. The role is one that carries with it considerable responsibility, largely due to the legal powers given to maintain law and order. Therefore, officers must work in accordance with the National Decision Model and Code of Ethics set out by COP. All actions must be balanced, proportionate and justifiable to uphold the law and achieve the best outcomes. By all officers receiving the same training, police constables can work with local communities, stakeholders, and their colleagues to promote order, reduce crime, fear of crime, provide reassurance and build confidence between the police and citizens. Whilst at the beginning of my police constable training much of this was just theory, three years later it is now engrained into everything I do. To fulfil my role, I believe it is imperative to continue to learn new skills, learn from others and take on new more advanced challenges. The first two years of my training has taught me skills such as time management, an essential skill for completing case files effectively and promptly, which need to be presented to the Crown Prosecution Service, for best possible outcomes. Time management has been imperative academically, I have had to balance my work, family life and deadlines to ensure all work is submitted on time and to a professional standard.

Over the past three years I have grown in confidence and now feel capable of taking on more complex cases requiring higher level investigating, ranging from grievous bodily harm to historic sexual assault cases. Continued Professional Development has helped to reinforce and delve deeper into content learnt during the initial training, such as extremism and helping to identify the signs to anticipate and prevent terrorism. As I am in my final year of probation, I am continuing to take on new responsibilities and training to enhance my skills. For example, I have applied to be a conductive energy device officer and sexual offences liaison officer and have registered my interest in becoming a licenced search officer and evidential drug identification test officer. This further training will help me fulfil my duty to protect the public and prevent crime more effectively and with the upmost professionalism. Additionally, I have completed the new national curriculum for safety training called Public and Personal Safety Training (PPST), delivered annually to all officers since 2020. 

This training has helped to increase my confidence as it uses scenario-based incidence I have encountered or will encounter, including de-escalation and communication tactics. Importantly, it has taught me how to protect myself, my colleagues, and members of the public. These are skills that can be put into real-life situations, I feel more confident at dealing with violence and aggression in the safest of manners. This is important as it shows the best way to deal with an offending person with respect and dignity regardless of the situation. There are ways of reacting, responding, and moving forward all of which are professionally executed. 

Critical reflection of events I have encountered have helped me to improve the way I understand situations and respond to them in a more considered and thoughtful way. This is much more effective than reacting to what is seen. Borton’s model of reflection is a tool I first encountered in my initial training. I have used this when focussing on how to improve my practice and help minimise unwanted repetitions. Reflection has improved my ingenuity on the solutions to problems and different ways of resolving them. A contemporary example has mental health at its core. In brief, a 999 call was received from a local mental health ward regarding a young transgender patient, who had absconded the hospital. There was evidence that they intended to end their own life, were a danger to themselves and potentially anyone who attempted to stop them. The note left stated they intended to drown themselves. I knew from both my studies and experiences there would need to be multiple people prioritising this call, to promptly track down the individual and use communication tactics to help the person feel safe. As I was single crewed, I had to consider quickly and decisively, ‘what can be done to resolve this situation?’ I knew there were multiple river locations across the area, and I would not be able to access all immediately whilst gathering intel. 

Therefore, my first solution was to liaise with the dog unit, other police officers on duty and request a drone and NPAS to help identify the whereabouts of the missing person (MISPA). As I have attended many similar calls, I knew a range of options to utilise when dealing with high risk MISPA, i.e., the use of what3words. The solution to this emergency call was to initially find the person safe and return them to the hospital. Immediately other officers were attending key areas to search, and specialist units were attending with dogs and drones. I was the Officer in Charge (OIC) of the incident and coordinated the areas to search.  

Next, I considered “So what?” Actions were taken to search for the person and another unit was sent to the ward to receive full descriptions of what the person was wearing, and specific details disclosed in the note. This was immediately fed back to all officers to help best identify our high-risk MISPA. To preserve life, officers tracked their mobile phone to narrow down the search area. This information was shared with the drone operative to enable us to obtain visuals from above and the dog unit to efficiently track the person. The MISPA was found within 40 minutes of the 999 call. 

The benefit of this collaborative approach is new knowledge can be obtained and shared amongst those working the case, and available tools that can be utilised to find the person sooner. By determining how the patient was able to leave the ward, the hospital put new measures in place to prevent a repetition. However, use of social media, one of the tools deployed, meant the MISPA saw the Gwent Police MISPA statement on Facebook and took more secluded routes to remain undiscovered by the police and public. Upon reflection, I’d restrict the use of social media in the future for immediate high-risk MISPA and limit its use to those who have been missing for a defined number of hours. More thought and consideration need to be given to immediate feelings and emotions of MISPA.

Communication tactics I learnt on the Personal and Public Safety Training (PPST) were utilised and meant that the MISPA felt listened to, understood and they cooperatively returned to the unit with officers without the use of force. During this situation, I learnt that in high pressure situation it is paramount to stay calm, use the tools available e.g., drones, Dog unit and NPAS to track a person’s whereabouts swiftly. Time is really of the essence in cases like this as a person’s life could be in jeopardy. Once the person is found it is imperative to demonstrate empathy. If the person does not feel secure, they may attempt to run from the police or hurt themselves. As I take my practice forward, I learnt effective communication in a time sensitive issue is essential and gathering key information (e.g., what were they wearing, direction of travel, do they have a phone), can only improve the chances of finding a person quickly and safely.

 For future cases, it would be beneficial for the police to be in regular communication with the mental health team at the local hospitals. This would help to identify any patients who are potentially a flight risk and danger to themselves or others. This could make the process of identifying a MISPA quicker, as some details would already be in the system. The Trinity Protocol and the Herbert Protocol are examples of similar ways police use information sharing of people with additional needs or dementia, to keep them safe if they become missing or distressed in public. 

To conclude, the role of the modern police officer is important for improving public confidence. The development of COP alongside the code of ethics and national decision-making model assures that all police officers can turn theory into practice, are able to use reflection to better understand situations and make decisions about future policing incidents. During three years of probation, I have become confident at using the national decision-making model to become a more proficient, skilled, and professional practitioner and feel confident at utilising theoretical knowledge learnt in theory by putting it into action.       

(Word Count: 2,200 words)
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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:

Social media has the potential to transform public perception of the Police.  Citizens develop their opinions about the national and local police forces via various routes and experiences, some of these are through direct encounters, others via broadcast, print and social media.  Hinds (2009) suggests that direct experiences with the police are the biggest influence on attitudes toward policing. On the other hand, mass media can spread a narrative about police action which can generate indirect experiences (Schafer et al., 2003). Social media is a contemporary feature that has the potential to reach a large audience quickly and at a relatively low cost. Equally, it can disseminate information to hard-to-reach groups, such as youths (Ruddell and Jones, 2013). It has been considered that the use of social media may be one of the best police practices for improving community engagement and communication with the public. Also, it can create a positive, indirect experience with the police by disseminating appropriate and beneficial police/citizen interactions (e.g., visits to schools, nursing homes, discovery of a missing person), and useful and empathetic information (e.g., road closures, accident updates, family tributes for victims of road traffic collisions). The use of social media by the police make it possible to share their own stories and narratives and broadcast favoured themes (Ruddell and Jones, 2013).  

Social media has become a fundamental part of modern-day life for the majority; therefore, can be a useful tool for police forces to utilise. The police have been using social media for over a decade (Hu and Lovrich, 2021). It can have many benefits such as, facilitating and enhancing community engagement, support crime detection and reduction, make members of public aware of good practice and assist with identifying high risk missing people. Social media allows for information to be disseminated to a wide audience with a click of a button which, in time sensitive situations, can be paramount; for example, identifying a suspect and tracking their movements or finding a high-risk missing person. Although not all content that is published is of interest to all, it does enable insights and a healthy debate into what the public deem as important police work (National Police Chief’s Council, 2024). Liberman et al. (2013) identified that there were five major themes of police social media use, including: crimes and criminals, tips, police-public relations, personnel, and social networking sites. 

Gwent Police use many social media channels including Facebook, X (formerly known as Twitter) and Instagram to post about ongoing incidents, share court results and appeal for wanted or missing people. All content that is posted for members of the public is monitored regularly by a corporate communication, to ensure all responses are appropriate and show others courtesy and respect. Some comments are not allowed to be posted; for example, if they breach any terms set by the social media providers, any offensive, threatening, or hateful material or anything that promotes discrimination or bullying. If any such comments are posted, they are in breach of Gwent police’s social media guidelines and action would be taken to hide or removing any inappropriate comments or block people who do not abide by the rules (Gwent Police, 2024). 

In July 2018, Surrey police constabularies launched an online survey in relation to their police services use of social media and public perception. The survey hoped to understand how police constabularies throughout the United Kingdom (UK) use their own social media platforms, 43 police forcing areas engaged with the survey throughout various platforms such as Facebook, Twitter and Instagram receiving upwards of 25 thousand responses. 

The survey has shown that 80% of people responding on Facebook and Twitter had      no connection to policing whatsoever, two thirds of the responses came from Facebook and one third coming from Twitter, it continues to show that 75% of respondents on Facebook wanted to receive updates on incidents and 73% of respondents on Twitter wanting the same. Users on both platforms were willing to share updates with their friends and followers regarding crime and missing persons, the survey ran until the end of September 2018 (National Police Chiefs’ Council 2021). 

An article written by the BBC (2012) demonstrates some of the benefits of social media and the police. It claims that police constabularies that use social media show a more human empathetic side to the police, due to the informal tone social media networks such as Twitter and Facebook adopt. It further states social media enabled police officers and staff to talk about positive news, show emotion and illustrate good police culture; as a result, it encouraged members of the public to feel welcomed and acknowledge the police service as a human organisation that can be trusted. Furthermore, the article states that the use of social media can appeal to a younger demographic, as younger people are less likely to watch or listen to news broadcasts, and habitually seek their news exclusively on social media (BBC 2012). 

The most dominant platform used by the police across the UK is Twitter. Whilst Facebook, Instagram and more recently Tik Tok are also used, Twitter appears to      be the preferred platform as an engagement tool. However, the effectiveness of using Twitter has been contested by Crump (2011). Crump (2011) claims that Twitter is not necessarily successful at establishing strong police-citizen interaction and collaborations, when compared with other social media platform, since Twitter only allows for the dissemination of short messages that are no longer that 140 characters. This often makes it a preferred tool for ‘broadcasting’ police information.  However, since community policing teams have been tasked with using social media to facilitate interactions between officers and citizens, this raises questions as to why it is so widely and dominantly used by police. Bullock (2018) indicates that Facebook would be the better platform to develop more desirable interactions between officers and citizens, however this would be more time-consuming. Twitter may also be responsible for the limited police interaction with certain demographic groups, Facebook has a much wider audience than Twitter. Twitter is loosely used by youths and is dominated by a male audience (Ofcom, 2014). Therefore, policing teams may be inadvertently narrowing their audience especially hard to reach groups. 
 
Bullock (2018) identified that there has been a “systematic pressure of policing constabularies to facilitate openness, transparency and citizen participation in police decision making”. Therefore, the use of social media aims to provide a means for police to reach out to communities and citizens to engage in debate, listen to and act upon concerns shared. This is hoped to be a successful way of community policing as it encourages citizens to take individual and collective action for crime in their local area. Of the 2,000 official police Twitter accounts in the UK, over half of them are community policing accounts (Ashby, n.d.). However, whilst social media offers a clear route for community policing some argue that the interaction is one-way (Grimmelikhuijsen and Meijer, 2015). Research highlighted social media is largely used to circulate information about crimes and incidents and to deliver crime prevention tips, therefore there is little opportunity to facilitate interaction, debate and collaborative problem-solving (Bullock, 2018). In addition to this, Bullock (2018) identified that some believe social media to be “a time-consuming distraction for officers and staff” and has a reputational risk of incorrectly sharing information or divulging sensitive personal information obtained by staff, disclosing operational tactics, or even revealing thoughtless or possibly offensive attitudes. Thus, social media can pose security risks and impact a constabularies reputation. 

I have used social media as a means of informing and engaging with the local community of my policing area most often with the reporting of high-risk missing persons (MISPA). COP (2019) define a MISPA as “a person of any age whose whereabouts cannot be established”. They are considered missing until located and well-being confirmed. There are several reasons a person may go missing and most of these are related to vulnerabilities, such as mental health or criminal and sexual exploitation of children (Sharp-Jeffs, 2016). I have found that the reporting of MISPA to social media can be very powerful and brings the community and police together in a partnership, where police and citizens share the same goal to find the person. MISPA is a public health issue, therefore there is a focus on preventing this from happening, the use of the media acts as a location tool as well as a community-wide prevention strategy (Siddiqui and Wayland, 2021). However, there are implications associated with reporting MISPA onto social media mainly in the police narrative on behalf of the MISPA, who is perceived as vulnerable, as this may suggest aspects of anticipated criminality (Stevenson and Woolnough, 2016). 

I am going to critically reflect upon a personal experience of appealing for information, via Facebook, regarding a high-risk MISPA. The Gibbs Reflective Cycle will aid me in doing so (University of Cambridge, 2024).  

A high-risk missing person case involving a vulnerable 14-year-old girl was reported in the early evening. The risk was associated with criminal and sexual exploitation of a child as well as mental health issues. I immediately disseminated crucial information to my team and relevant authorities, then obtained permission to make a public appeal on Facebook. The goal was to locate the missing person within 24 hours for the best outcome. The Facebook appeal was live by 6:15pm, including essential details like last seen location, physical description, affiliations, and an up-to-date photo. This was a time-sensitive case, and the aim was to locate the person within 24 hours for best outcomes.

When a person is reported missing and is declared as high risk, it creates a high-pressure environment that can be stressful, frustrating and nerve wracking. This case brought about feelings of frustration as the information provided by the family and friends was contradictory. The Facebook appeal also appeared to provide some leads, but some were not relevant and were associated with time wasters. I feel  the social media appeal was still important and valuable as it was shared throughout the area and the community engaged with it, reported useful sightings which helped to narrow the search. It also meant a small community group were actively out looking for the MISPA, while this was useful it also meant that we had another group of people to monitor. 

The MISPA was located within 6 hours thanks to a successful social media appeal, but the post was shared in irrelevant areas like Manchester and Birmingham, leading to unhelpful comments. 40+ civilians joined the search, causing disruptions when a sighting was reported at a quarry. This was positive and negative; positive in the sense the community were working with the police towards the same outcome, yet negative as it caused disruptions to the search as people flocked to this location.  This made it difficult for search dogs and National Police Air Service (NPAS) to locate the MISPA. In the future, it may be more effective to share only basic information to avoid disruptions and constant updates. However, this may not be considered an effective police and community interaction as it would not actively seek a response from the public, instead it would just be the sharing of information. 

Additionally, it would be beneficial to use social media platforms to provide educational health literacy on mental health, dementia, and vulnerability. This could help to prevent the occurrences of people going missing as civilians would be able to recognise the warning signs that someone may be in crisis. Also, it would educate people on the processes that follow if a person was to go missing. Ensuring that the public are also informed when a MISPA is found is essential for building public confidence and continuing the interaction with the local community. Wayland (2013) suggests that using social media to share the voices of individual experiences from people who have gone missing and the spread of knowledge on the causes of going missing, can positively affect the lives of a community and decrease the chances of possible disappearances. Furthermore, a recommendation from my reflective learning would be to undertake research and police training on the risk factors associated with going missing, engaging this knowledge into social media posts, and understanding the rate of return. All of this would help to inform the community that missing people is more than just the case of ‘lost and found’ (Siddiqui and Wayland, 2021). All these findings and conclusions were developed and shared, to help improve the use of social media when distributing information on missing persons and causes in future cases. 

To conclude, social media is a powerful and effective tool in terms of sharing useful information and engaging with the local community. However, the effectiveness of social media is dependent on several factors. If the information is to update communities on local crimes it can be argued that there is limited interaction and engagement as no response is required. If the information is educational material, invitations to policing events (e.g., police surgery) or community updates on police and public interactions (e.g., visit to local school), it encourages the reader to engage with the material, comment and participate in decision making. My experience with social media has been positive, but my reflective learning approach has identified that it must be used appropriately, safely and with much thought. What is shared on social media has the potential to be viewed by millions of people, therefore care must be taken when sharing information especially if about an individual’s circumstances.  

(Word Count: 2,200 words)


























Task 3

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


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

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




ANSWER:

Effective leadership is considered a key force in the creation of organisational success (Russell, 2017). An effective leader has the capability to motivate their followers to do what is best in a situation, and within policing it can be noted that leadership is not restricted to executive levels. This is integral to the College of Policing (COP, 2022) Leadership Expectations and is clearly underpinned by the Code of Ethics, for example, everyone is a leader and can act as a committed and involved member of the policing community. Haberfeld (2006) suggests that police leadership is used by front line officers in daily encounters with the community, it is then they must make ‘split-second’ decisions and take control of potentially high risk and volatile situations. As taking leadership and ownership of incidences has been an essential part of my role as a probationary officer, I have had to develop and reflect upon the effectiveness of different leadership strategies to hone in on which strategies work best situation dependent. I will use Borton’s Model of reflection to evidence my flexibility in leadership styles and the successes of these (University of Cambridge, 2024). 

During my probationary period as a police constable, I have encountered an array of different incidences from domestic violence to helping guide sheep off a busy road, all of which have required a variety of leadership styles. I have encountered many calls relating to mental health, most notably suicide attempts. Being a first responder to a threat to commit suicide is extremely high pressured, concerning, and emotional. It requires a lot of care, resilience, emotional intelligence, and transformational leadership. A case to reflect upon involved a call regarding a young person standing on the ledge of a local bridge, threatening to end their life. The call was graded as an emergency, and I was the first responder at the scene. As soon as I arrived, I knew it was imperative not to crowd the person with numerous officers as it was important to build a trusting relationship, which would be difficult if they were to speak to different officers. I took it upon myself to be the single point of contact with regards to the case. I approached the person and began to engage them in conversation and reassured them that I was there to support them in any way that I could. Some of the key leadership attributes that I embodied at the beginning of this incident were effective communication, effective decision-making, trustworthiness, and supportiveness. Without these attributes it would have been difficult to build myself as a transformational leader (Molines et al., 2020). 

Transformational leaders are those who “seek to inspire, set a vision, offer intellectual stimulation and appeal to followers’ moral values” (Campbell and Kodz, 2011). Transformational leaders are those who role model good practice in the hope that it will cause others to exert extra effort and comply with directives. I believe that in the first instance I am a transformational leader as it goes hand in hand with the COP Code of Ethics, with which I must always comply. For example, the COP (2022) leadership expectations, state that police leaders must “let staff know what you stand for: role model public service and police values at all times”. When making first contact with the service user I was calm and empathetic and made them aware that I would have to update my colleagues on their wellbeing throughout, via the radio. Being emotionally intelligent and empathetic helped the victim to feel that they were in safe hands with a strong leader who had their best interests in mind. When disseminating information to the force control room and my colleagues at the scene I gave clear, concise information and reiterated that it was a team effort to get the best possible outcome. Communication is an extremely important attribute of an effective transformational leader. The communication should be fluid and feedback from all the team welcomed, this helps to best facilitate the sharing of important information and problem-solving (Petrou et al., 2018). I spoke to the service user and all staff involves with respect and was supportive in any questioning or direction asked from me (e.g., a police community support officer asked where the road should be closed from, and a fellow police officer asked should they contact the next of kin). I engaged in active listening and active questioning to listen to what others had to say about a situation, and then used my autonomy to choose the best course (Shortland et al., 2020). 

As this situation was dynamic and constantly changing, due to the service users volatile state of mind, there were occasions during the response where I had to be flexible with my leadership approach. The subject stood up and began demanding things, such as to speak to their partner and for all the other officers to leave. This meant that my leadership style changed into ‘Situational Leadership’, where I had to modify my behaviour to suit the context (Campbell and Kodz, 2011). I modified my behaviour to authoritative and gave fellow officers direct instructions regardless of their rank to ensure best outcomes (de Moura et al., 2022). For example, the subject threatened to jump and leant over the ledge of the bridge whilst demanding the other police officers moved away. As a result, I directly relayed the information telling the officers to retreat further from the site. Hersey-Blanchard Situational Leadership Model (1969) is based on the leader’s ability to predict their colleague’s maturity level.  To fully adopt the Situational Leadership style according to Hersey and Blanchard (1969) the leader must be direct at conveying roles and delegating major responsibilities onto their colleagues that they feel are most capable.  Therefore, I gave direct instructions to fellow officers to take off their high visibility jackets and move the scene perimeter as the person was getting anxious about the quantity of officers present. I delegated jobs to other officers such as preventing crowds from gathering, staff members to close roads and somebody to contact the next of kin. 

As I am most naturally a ‘Transformational Leader’ this helped to build comradery and respect from fellow officers, meaning that when I must change leadership style to ‘Situational’ and more authoritative my colleagues knew it is the best approach to a highly variable environment. Dinham (2007) states that “an authoritative leader supervises and sets norms and limits within a positive climate where communication and empathy prevail”. Therefore, this leadership style would be ineffective without already building rapport with colleagues and having respectfully established relationships. 

I was able to use the ‘Active Leadership’ approach as I was the senior officer on shift, therefore the longest in service and experience compared with other officers at the scene. I’ve also had much experience with mental health related calls meaning I can use ‘Active Leadership’ and role modelling on occasions.              ‘Active Leadership’ means that a leader is active when out in the field and can role model best practice and influence other officers’ behaviour. Alvarez et al., (2014) claims that “inspiring others with his or her example and charisma, the leader is able to motivate and inspire his or her subordinates, promote group cohesion, and therefore more easily achieve organisational goals”. I believe I used ‘Active Leadership’ when guiding a colleague through the negotiation process on the way to the call, this officer was one of the only present when I introduced the negotiator to the person threatening to commit suicide. This provided them with active experience which they were then able to apply in a later case. In addition to this, I have been a tutor to other probationary officers who have less time in service. Being a tutor has been an intrinsic factor in developing leadership strategies, as it has taught me the importance of caring for subordinates. This means taking responsibility for their wellbeing, security and professional development, whilst providing them with ample opportunities to put learning into action (Ingram and Lee, 2015). 

The incident I have been reflecting upon had positive outcomes. I was able to work effectively with my colleagues, fire and rescue, a negotiator and ambulance to ensure all possible outcomes were considered, for example, an ambulance was readily available in case the person did attempt suicide and to check them over if the person complied with police. We all played a part in helping the person to feel comfortable and supported enough to cooperate and leave with the police to get the help they needed. The person was detained under Section 136 of the Mental Health Act. 

‘Participative Leadership’ is one commonly used to encourage collaboration during decision making exercises. The leader delegated authority to others and encourages joint decisions. It gives all members of the group the opportunity to have their ideas shared and generates a more inclusive working environment and increases job satisfaction (Campbell and Kodz, 2011). I am unable to use participatory leadership in cases regarding mental health calls, as it would be too time consuming to deliberate at length about all the potential options before a decision is finally made, as in a case like this somebody’s life is potentially at stake. Whilst I think it is essential for all members of a team to feel like they have a voice and feel valued, certain cases need the most experiences team member to take the lead and follow protocol. In most cases of mental health all officers involved in a call concerning suicide will participate in a de-brief. After this case we did not de-brief as most officers and staff involved had already worked beyond allocated hours. In future cases I would ensure a debrief took place, even if at a later date, and would engage in some participative conversations, where all staff involved would be welcomed to share their views on how the case progressed and any different decisions they would have made. This would be valuable in helping to improve our response in future mental health incidences. A de-brief would also show a leader with emotional intelligence as it would be an opportunity to check on staff members wellbeing following an emotive and stressful shift. Having emotional intelligence means you can manage your own emotions as well as those of others (Campbell and Kodz, 2011). 

Over my probationary periods#, I believe that cognitive models of leadership clearly display development in terms of leadership. Farr (1998) claims that conscious leadership is concerned with the ability to form a ‘self’ and ‘other-aware’ perspective and being able to achieve goals set for the team, organisation, and oneself. Farr (1998) goes on to claim there are three qualities that a conscious leader must possess. In summary these are gaining insight into their followers/colleagues’ minds concerning situations and how they perceive you, to present yourself as a ‘leader’ to others rather that your ‘natural self’ and, to operate from self-awareness instead of from an automatic mind. Therefore, this view creates purposeful leadership values and behaviours that are in play regardless of the environment or incident. A leader must be able to have value for their followers and service users, to have personal integrity and humility and reflect honestly on any ‘voids’ that exist in their leadership. By being a reflective practitioner, I have become more self-aware of the ways that I conduct myself and how this impacts others around me. I have built a strong rapport with my colleagues, and they now know the difference between my ‘natural self’ and ‘leader self’. This would not have been possible without making the conscious effort to get to know my colleagues over the past three years. It has enabled me to also be aware of their strengths and areas of improvement that can be utilised or worked upon. If I am the first point of contact for an incident, I know which colleagues to utilise based on my awareness of others. I am always passionate about what I do and can identify ‘voids’ in my leadership style via self-reflection and the open and honest conversations I have with my colleagues. 

In conclusion, all police staff regardless of their position or rank must be committed to take leadership and responsibility of an incident or case handling. There are a variety of leadership styles that will be utilised throughout a person’s policing career, and these are situational dependent. To successfully implement any of the leadership styles a person must first have a cognitive awareness of the role, has experiences and insights, and uphold the values and qualities set out by the organisation (Hugh and Robert, 2007). 
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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:


Mentoring is a unique interpersonal relationship between two people or a small group of people, the desired aim is that both/all parties involved are challenged and supported towards their learning and development goals (Jones, 2018). Therefore, mentoring interventions are a two-way process; the mentee and mentor acquire insight into their own learning, new knowledge, skills, and personal learning (Zachary, 2012). Mentoring is usually used as a formal way of learning and its main purpose is to help individuals to reach personalised and professional goals. Some of the benefits of mentoring include that it can be individualised, learner-centred and flexible, it is cost-effective and can improve performance and productivity, create greater loyalty and self-awareness (Garvey, 2014). 

During my three-year probationary period I began with the initial police training for 6 months which involved primarily classroom-based theory, this was followed by a twelve-week tutorship period at the station I worked at. This twelve-week tutorship, which principally involved mentoring, had to be passed to gain independent patrol status. Additionally, throughout the three years, I have had a mentor to help me complete an evidence matrix to reflect upon my policing practice with regards to specific incidences.  Finally, in my third year of probation I have been responsible for mentoring a probationary police officer during their tutorship period. Therefore, mentoring has impacted my personal, professional, and organisational goals throughout my probationary period. 

During the twelve-week tutorship period I was allocated a mentor. My mentor was a senior officer and had ten years of experience, yet I was their first mentee. The purpose of the tutorship period is for the tutor to mentor, provide instructions and guidance on procedures and protocols in action. Plus be able to facilitate work-based learning, development and give assessments (College of Policing, 2024). This happened on a 1-1 basis; therefore, I was only allowed out on patrol with my mentor. I had to complete an evidence-based matrix with them which reflected on incidences that we had attended. After each incident we conducted a coaching conversation, my mentor would provide feedback and would then assess my skills to decide if I was competent at that skill. 

A notable learning curve that aided me in developing my professional practice and performance was the coaching that I received regarding Statements. A statement is a written or verbal account from a person who has witnessed or been involved in an event. This is taken by a police officer and can be an integral piece of evidence for a criminal investigation (Leamon, 2024). At the beginning of my tutorship period my only experience with statement taking was from classroom-based scenarios, therefore the practice had never been undertaken in a real-life case, which sometimes needs to be taken in haste due to time-sensitive events. My mentor was able to see that statement taking was an area for improvement based on our coaching conversations aften an incident where I felt my statement missed some key components, or I was writing too much as I was worried, I would miss the key bits of information. As a result, my mentor provided me with mock statements which I could use as guidance when taking statements for different incidences (e.g. domestic violence or burglary). I revised these mock statements to identify the integral bits of information which I must include, for example in a burglary case I would ask questions regarding the layout of the house and how they think they gained entry. I also compared my statement to the mock statements as a part of the reflection process. 

My mentor also asked me to take statements at every incident we attended to push me to perfect this professional skill that is essential for the success of the policing organisation. While I found this stressful to begin with the outcomes were effective. The mock statements were a key component in gaining confidence in statement taking, however putting this learning into action was more worthwhile as my mentor was able to give feedback on my actual statement and competencies. Taking so many statements provided more opportunities to reflect on successes and issues for development. Specific competences can be practiced and repeated until the action of statement taking becomes a matter of practice (Smets and Pauwels, 2010). One of the areas from development was to be able to follow a structure for statement taking, my mentor taught me the acronym ADVOKATE, standing for amount of time under observation, distance between, visibility, obstruction, known to you, any reason to remember them, time lapse and error in description. All of which are key components in creating a complete and competent statement. 

This type of learning and reflective practice is a brilliant example of Kolb’s Experimental Learning Cycle, as I was able to have the actual experience of taking statements, the reflective conversation with my mentor, then the creation of goals for future experiences, and finally trying out what I had learnt. This helped to constantly improve my statement taking skills. Kolb (1984) stated that “learning is the process whereby knowledge is created through the transformation of experience”.

Jones (2018) states that “investing in mentoring can bring positive results for both parties, by helping to foster a more collaborative approach to learning and the workplace. This in turn may help to create a more inclusive, supportive workplace culture withing the UK police”. I feel the mentoring I received in my tutorship period benefitted both parties and helped us to build a strong working relationship and rapport. My mentor was very proactive in changing their learning style to suit mine. As I am neurodiverse, I like to learn by seeing and then repeating the action to fine tune the skill. My mentor originally had little experience with neurodiversity and became more aware of the police forces facilities to champion additional learning needs and the reasonable adjustments that are available. This was successful at providing me with a learner-centred approach that meant my development and performance in the workplace could thrive in an environment where I felt confident, supported, and understood personally and professionally. Bolton (2008) suggests that mentoring is an appropriate tool for increasing self-confidence and improved ability/skill and motivation to do the job well. Jones’ (2018) research identified that mentoring goes beyond just learning and enters a more personal affective-related domain where values, appreciation, enthusiasm, motivation, and attitudes are created and/or shared. 

Once the tutorship period came to an end and I achieved independent patrol status the 1-1 support was no longer available at every incident. Therefore, other means of professional development, coaching and mentoring became available to me and could be based upon more niche issues I had come across. Regular 1-1 welfare meeting have been held with my Sergeant. These are primarily based upon wellbeing, reflective practice, and any professional development goals. During one coaching conversation I raised that an area that I wanted to develop was my interviewing techniques, as I lacked confidence and know that it is fundamental for case success. As a result, my Sergeant provided me with the opportunity to have an attachment with iHub (aka interviewing and investigating team), which exposed me to interviews more frequently where I could observe professional and experienced interviewing officers and, in time, participate in these interviews. This uncovered many different and effective interviewing techniques that I had not previously encounters. After this attachment I felt more comfortable at interviewing and had a breadth of skills to apply, in turn, this met organisational goals by taking a collective responsibility to support my individual development, creating high quality policing, and driving career aspirations (College of Policing, 2020). This attachment enabled me to continually learn and build upon already existing competencies.

As I have progressed during my third year of probation a personal and professional aspiration was to take on more responsibility with mentoring newer police constable than myself, as I feel I have a lot of current and useful experiences to share.  As a result, I acted as an unofficial mentor for a police constable in their tutorship period. Bozeman and Feeney (2007) state that “mentoring entails informal communication between a person who Is perceived to have greater relevant knowledge, wisdom or experience (the mentor) and a person who is perceived to have less (the protégé)”. Therefore, as I had much recent experience, I felt this knowledge was insightful, contemporary, and relevant and would be beneficial to use as a police resource for learning and development. As I had such a positive mentor in my tutorship period, I felt passionate about providing a newer police constable with a similar experience. As Tyler and McKenzie (2011) discovered “valuable mentor traits of dedication to the job, tactfulness, patience, independence and honesty” creates higher levels of job satisfaction for the mentee. By acting as an unofficial mentor, it has enhanced my leadership skills, increased my motivation to move up the ranks and was personally fulfilling as I got a sense of giving something back to the profession.   

A continuous flow of feedback has been provided and received via regular discussions with an evidence matrix assessor. These conversations were coaching-led meaning the assessor performed intervention sessions aimed at facilitating my individual development and making personalised goals. A key element of coaching is that the coach does not tell the coached what to do or critique them, instead they help to create short and long-term objectives that are aimed at helping the coached to reach their maximum potential (University of Wales, 2024). CIPD (2019) defines coaching as “developing a person’s skills and knowledge so that their job performance improves, leading to the achievement of organisational objectives”. The evidence matrix is a way of assessing a probationary police constables’ occupational competency. This process involved providing evidence, questions and answers, candidate scenarios and a professional discussion with the assessor (or coach). A particular occupational competency to note is the ability to conduct a priority volume investigation. The evidence and scenario that I shared with my coach was deemed not complex enough for a third-year officer. This case regarded historic abuse and was something I had not encountered until more recently. The coaching conversation helped guide me to identify the importance of using specialist teams within the force to help with the collection of evidence on a complex case (for example, the Criminal Investigation Department). The coaching conversation showed me the most professional procedures to follow when conducting a priority investigation. It helped me to think more deeply about the knowledge and skills that I already acquire and how these can be best utilised. 

In conclusion, coaching and mentoring have played a fundamental part in shaping me personally and professionally within the police service. The knowledge, experience and influence shared by a mentor/coach has helped me to integrate myself fully into the organisation and its values. 
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