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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 reflecting on my experience dealing with a policing incident in order to critically evaluate the strategic role of the college of policing has in professional policing. Now that I am in the final year of my probation I will evidence how I am working towards fulfilling the role of a modern professional police officer and critically reflect on how my role as a police officer has changed since as I reach the end of my probation. Throughout this essay I will consider the College of Policing’s 5 year strategy, the workforce transformation 2018 and strategic policing requirement and Policing vision 2025. I will reflect upon my development in a structured and measurable manner using the Gibbs Reflective Model (1988) in order to critically analyse how my role has evolved and how professional frameworks influence my policing practices working as a frontline officer. 
 
The last decade has brought about major changes to policing in the United Kingdom. These changes have come about as a result of crimes increasing in number, complexity and level of threat. There is also greater scrutiny from the public paired with greater demands for professionalism and accountability. The major component influencing these changes is the implementation of the College of Policing in 2012. The College of Policing was created with the purpose of providing a national professional body that sets the standards for all police forces in the United Kingdom, developing leadership and promoting evidence-based police. In short it aims to standardise operations across each individual police force.  
 
This drive for professionalisation of the police force in the United Kingdom is tied with the broader national policing strategies. For example the Strategic Policing Requirement, a document set out by the Home Secretary which highlights threats to national security and the capabilities required in order to best respond to them. There is also the Policing Vision 2025, which looks to modernise the policing response through innovation and collaboration, this edition strives for greater ease of use of digital strategies for making contact, handling evidence and intelligence and sharing information with the criminal justice system. Finally the Workforce Transformation in 2018 brought about changes such a pay reform, professionalisation through education and in leadership and culture with the goal of creating a more skilled and diverse workforce with the ability to handle more complex, digital and vulnerability based crimes.  
 
Fyfe, (2017) explains how professionalisation is the process in which an occupation is becomes recognised as a profession by establishing formal standardisation, implementation of ethical framework and legitimate training requirements through the guidance of professional bodies. In previous years, policing changes have been influenced by organisational culture and reflection on past experience as opposed to a formalised professional approach. However a shift in the patterns of crime, developments to technology and heightened expectations for transparency and accountability demanded by the public and media have brought about calls for policing in the United Kingdom to incorporate characteristics from other professional bodies governing law and medicine to include things like a formal and professional education system with recognised qualifications, a standardised ethical approach to operations and accountability. The College of Policing was a key factor in achieving these goals as it acts as a national organisation with the responsibility to oversee and advance policing knowledge  and standards.  
 
A significant  responsibility of the College of Policing is the creation of national professional standards for policing practice. Examples of how this has been implemented include the development of the Code of Ethics, competency and values framework and Authorised Professional Practice (APP) documents that provide a standard for all operations ranging from individual actions such as use of force up to the running of specialist departments such as dog units and firearms. Now that I am in my final year of my probation I ensure I am working to fulfil the role of a modern professional police officer by ensuring I am up to date with any changes to these APP documents and refresh my memory of them to ensure I act in a manor consistent with the standardised frameworks within. An example of this would be my use of taser, I am now a taser carrier which carries a large responsibility and comes under heavy scrutiny, familiarity with the APP around use of taser ensures I act in a manner consistent with the code of ethics. The code of ethics is something I strive to achieve now more than ever as my probation has progressed, I have more responsibility and accountability now and it is important I protect myself and the organisation as modern practices evolve I still underpin my decision making and actions with the standardised framework of the code of ethics. According to the work of Holdaway (2017) the creation of a national professional body overseeing the regulations of the organisation and implementing an ethical framework enhances public confidence and legitimacy in the police aligning it with the other professional organisations. In order to critically evaluate the effectiveness of the College of Policing in professionalising policing, it is important to note the limitations that are evident. Fyfe (2017) outlines how unlike other professional bodies such as the general medical council, the College does not have any authority over police officers. This means that the way in which the professional standards are actually deployed varies greatly between officers and forces resulting in some critics believing that the professionalisation of the police force is still not complete as a result of his lack of regulatory powers by the organisation providing the guidance.  
 
One of the key strategies implemented by the College of Policing is the Police Education Qualification Framework (PEQF). This demands that all new recruits complete a degree – level education prior to and during the completion of their probations depending on their level of academic achievement to date. Williams et al (2019) states that the aim of the programme is to provide new officers with the problem solving, analytical and research skills required to fulfil the role of a modern day professional police officer. The inception of the PEQF scheme correlates with the aims of the Policing Vision 2025 which demands a highly skilled workforce cable of adaptability and collaborative working. Despite this, the scheme does not come without its critics. According to Brown et al., (2018) some academics believe that requiring new recruits to obtain a degree alongside such a demanding new career may put off non-academics and reduce diversity within the force. It is suggested that skills needed to police are best learning through practical application and not theoretical study. On the whole, the PEQF scheme has contributed significantly to creating a culture of continual professional development and critical thinking.  
 
The PEQF scheme has greatly influenced my working towards fulfilment of the role of a modern and professional police officer. Firstly, it has given me the knowledge and skills required to carry out the role, over the three years the content as remained up to date with the everchanging nature of the job allowing me to stay in the loop. The assignments have given me the ability to reflect critically on my experiences over the three years to better understand how I am performing and given me the opportunity to take action to improve the delivery of the service I provide.  
 
One of the biggest challenges I have faced during my final year in probation is managing the workload in the busy area that I police, this more than every requires me to think of ways to make my response to calls more efficient whilst maintaining the same quality of service to deal with the call volume. Lum and Koper, (2017) outline how evidence-based policing aims to ensure that practices are effective yet efficient and holds officers accountable for their problem solving and decisions. Evidence based policing is a vital part of the professionalisation of the police force, giving officers the ability to work in a more analytical manor reflect on their methods. Evidence based policing was created by Sherman (1998) and has been adopted by the College of Policing to encourage officers to research trends and patterns and analyse data to make informed operational decisions. This allows for policing strategies to be evaluated scientifically to determine what actually works to reduce crime.  
 
Description 
The biggest evolution in my role since entering the final year of my probation is the responsibility and accountability that I am allowed with the added years of experience I have gained. Up until this point I have been paired with seasoned officers and able to lean on their experience. The incident I am going to reflect on is a domestic criminal damage. I had previously attended at this address earlier on in the evening doubled crewed. At this point the circumstances were that there had been a verbal argument between a male and a female, the female was removed from the address to prevent a breach of the peace and in line with force policy for dealing with domestic incidents. The pair had been arguing over a holiday, the female was very intoxicated and still drinking. Later in the evening a second call came in for this address, the female had returned to the property. There was a report that the female had fire to her partners clothes. At the time of the call I was the only available unit so attended single crewed. With my prior knowledge of the pair I was able to begin my use of the National Decision Making model. My information and intelligence was that the female was drunk and abrasive. I arrived at the scene and address the threat, at this point my focus was on the fire, it was small enough that it was put out prior to my arrival, I was then able to stand down fire service, but the female was irate and still intoxicated. I entered the address with the knowledge that I had a disclosure of a domestic related criminal damage, therefore had the power of arrest and use of force powers. My options at this point was to place the female in handcuffs if possible and my contingency if she posed any threat was to engage with the female using tactical communication, back off if necessary and consider my appointments relative to the threat. I received some verbal resistance from the female and decided to take action and place her in handcuffs, I arrested the female and escorted her to the van. My experience of seizing exhibits meant that I knew I did not need to seize the clothes as there would be no forensic opportunities due to the fire and water used to put out the fire. I photographed the scene and swabbed the females hands for accelerants at custody in order to prove she started the fire.  
 
Feelings 
Up until recently in my policing career I would have been apprehensive about attending a call single crewed and would have made frequent contact with my supervisor. On this occasions I felt confident that I knew the powers available and that the right outcome was to arrest. Drawing on prior experiences, I able to consider outcomes prior to attending. This gives me a sense of confidence, especially when the circumstances match up to my thinking.  
Evaluation 
Reflecting on this experience shows my ability to use the NDM throughout calls, It also showed my ability consider a multi agency approach, liaising with fire after id determined they were not required.  
Analysis  
Reflecting on my experiences shows my ability to engage with the frameworks set out by the college of policing to increase professionalism of the police force, an example of this is my use of the national decision making model, a college of policing (2024) devised strategy to standardise decision making thus increasing the professionalism of the police force. The NDM is centred around the code of ethics, another example of how over the course of my probation I have strived to fulfil my role as a professional police officer.  
Conclusion 
To conclude my final year of probation has been a significant stage in my overall policing career. I have shifted from a learning focussed role into a more independent and responsible one. The professional frame works from the College of Policing have guided me to this stage by providing an informed structure however the reality of the situation is the challenges associated with frontline policing, namely the demand versus the limited resources have also played a large role in my development. Learning on the job has been something that I have had little choice in and the structure provided by the College has supplemented this nicely.  
Action Plan  
My action plan aligns with the broader goals of the organisation in regards to professionalisation and the strategic direction of the police force. I intend to continue my professional development by attended training courses. Apply evidence based policing principles in my everyday role and make a conscious effort to reflect on my experiences. Finally, as I progress into my role as a competent officer I would like to develop leadership skills as the next natural progression.  
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Task 2

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 critically evaluate my experience and observations of engaging with the public through the means of social media. I will explore how South Wales Police uses different social media platforms for engaging with communities, consider force policy regarding the use of social media for professional information and engagement and discuss benefits and risks of using social media. In order to critically reflect upon my experience in the use of social media in policing I will follow the Gibbs reflective model. 
Social media has certainly become prominent feature in everyday life. It has transformed the way in which police forces in the United Kingdom and beyond are able to reach audiences to share information, appeal for information and engage with members of their community. Social media allows for quick access to millions of community members, South Wales Police, (2024) use a wide range of platforms to to keep communities informed about ongoings, provide safety advice and publish crime appeals. As well as force wide updates, South Wales Police also have localised account for an even more personal and focussed approach to engagement.  
When using social media in South Wales Police there are a strict policies and procedures in place to protect the force itself, the public and officers involved within the post. From a reflective point of view, these policies reinforce the importance of professional and ethical standards when engaging in online communications. Social media may be an informal platform to most but South Wales Police must still portray a level of professionalism and maintain boundaries. Anything put into the public domain must remain accurate and respectful, it must remain within the bound of the legal frameworks including data protection and confidentiality. Consideration must also be given to the sensitivity of information passed through the platforms. Information relating to investigations, victims and witnesses and suspects must be withheld in order to protect the integrity of ongoing investigations.  
 
South Wales Police uses a wide range of social media platforms to reach the people within its communities and each platform can serve a different purpose when used correctly. For example, Twitter (X), is primarily used for fast releases of information. This can be for things like public safety alerts, press releases and recent updates on ongoing investigations. White (2018) argues that since the uplift in characters available in a single post, Twitter has become an ideal platform for real-time communications.  
Facebook on the other hand serves a dual purpose. It not only allows South Wales Police to disseminate information but can facilitate a two-way conversation between the public and the police. Users in the community are able to comment on posts to ask questions, provide lines of enquiry or even report incidents directly through the platform. The work of Reiner, (2016) finds that this is a method that can greatly improve community trust in policing. Similarly, according to Zhao and Ren, (2020) the use of Instagram to highlight positive initiatives, community engagement and images of good work helps to humanize police officers to break down barriers between police and the public. 
South Wales Police are able to provide longer video content through the use of Youtube. Important announcements on high profile and high community impact cases can be delivered with the required attention to detail, along with interviews and policing documentaries and promotional content. Youtube has a feature to broadcast live stream footage events, particularly useful for things like press conferences during crisis situations (Fuchs, 2017). Leveraging the viral potential of social media allows South Wales Police to increase the engagement across all social media platforms. 
There are multiple benefits to the use of social media in policing. First and foremost, it improves communication with the public in a day where social media holds such an influence over the members of the public, the majority of people in South Wales have a social media on at least one platform, Larsen and Ketelsen, (2018) highlight this makes sharing information quickly and efficiently as easy process. Continuing in the theme of the popularity of social media, Davis (2018) believes that social media is vitally important to build bridges with the younger demographic who are more likely to me active online as opposed to relying on more traditional policing methods. Social media also brings with it a level of accountability and transparency, members of the community can publicly engage with the police to voice concerns which Ariel et al., argue promotes trust and cooperation between the public and the police.  
However, there are a number of risks attached to the use of social media in policing. Binns et al., (2017) highlight the challenge associated with managing public perception. Inappropriate posts and negative comments can go viral which could potentially damage the reputation of the force. There is also the concern of the spreading of false information, this can occur easily on social media platforms and police forces can struggle to correct the issues before any harm is caused.  
 
South Wales Police actively encourages its officers to engage in the use of its social media platforms. However full understanding of the social media policy is advised prior to doing so. This document highlights that the Code of Ethics (College of Policing, 2024) is to be adhered to at all times when representing South Wales Police online. All accounts are monitored and moderated by the Communications and Media Team. All officers, prior to making any post on social media, must complete the College of Policing learning package. The College of Policing (2026) also provide their own guidance for forces when using social media which in they state forces must manage compliance of information in accordance with the Data Protection Act (2018) and maintain the security of their social media accounts.  
 
My personal experience in the use of social media remains limited to date. Incidents I have been involved in where the use of social media has been present have been on the whole, high risk missing person reports or outstanding priority suspects. For the purposes of this reflection I will be describing an incident of a high risk missing person.  
 
Description.  
Police received a call from a female stating that her son has not returned home and has been gone for a larger amount of time than would be considered normal for him. She expressed concerns for his deteriorating mental health and explained that he was waiting to be sectioned but a bed could not be found for him yet. He is ex military and takes himself off grid to wild camp due to his survival skills gained from military service. I attended at the address to obtain the initial personal details. Within these initial enquires there is a section on whether the next of kin consents to social media appeals if necessary. I explained the benefits of social media to the reporting person and consent was obtained. As the time went by and the risk to the males health increased a social media appeal was authorised. I obtained an update to and clear image of the male as well as an accurate description so a post could be disseminated. Details of where the male frequents and people he associates with were passed as well as his links to the military. Following the appeal there was a number of members of the public reaching out to offer support. Many people reported sightings of the male over the last few days and ex military personal groups made contact to offer services to assist searching areas. Whilst the majority of responses were people trying to be helpful there was a handful of individuals posted harmful, abusive and false messages. The military groups then showed frustration as they were aware police were searching for the male but wanted to know information as to where else they could search, they logged a complaint when they were told that we could not divulge this information.  
 
Feelings. 
My initial feelings regarding the use of social media were positive, the influx of responses from the public showed the benefits of its use. The widespread reach drew in response from areas outside of the force boundaries that we would have had little to no knowledge about. This feeling soon turned to apprehension when it became apparent that a lot of these sightings were false or repeat reports. I also felt frustration at the fact people were using these platforms for their own personal agenda to slander the police or complain at the lack of effort and information being shared for others to assist the search. 
 
Evaluation. 
The amount of replies that we had to the media appeal resulted in an influx in the number of enquires that needed completing. Prior to putting out the appeal any lines of enquiry were limited and we had no real direction for the investigation. Despite this, the amount of responses was a time consuming process and they all proved negative. It meant that we were looking in the wrong areas and following incorrect lines of enquiry drawing our attention away from more appropriate and strategical search parameters. Despite having sightings at an unrealistic distance apart I was unable to negate either without following up with CCTV or house to house enquires at both locations, this was time consuming and ultimately meaningless. 
 
Analysis 
As more and more information poured in as a result of the social media appeal, these enquires took over from the local enquires. According to Crump (2011) social media should complement traditional policing methods and not replace them. This became evident in this investigation. The interactive nature of social media means that there will inevitably be responses that need to be managed. Moderating comments and addressing criticism needs to be carefully considered in order to ensure transparency and accountability is maintained. Sanitisation of information gathered from social media is something that could be considered but usually if a social media appeal is authorised the risk is high and time is limited so it is not always possible to do this and ignoring lines of enquiry that seem far fetched cannot be justified in case something valuable is missed. Ministry of Defence Police (2013) label this as “the viral effect” of misinformation, and argue that steps are taken to ensure that only relevant and accurate information is used to inform and support investigations.  
 
Conclusion.  
Reflecting on the use of social media using the Gibbs Model has demonstrated to me that its uses are considered positive on the whole but as with everything, there are limitations. I would argue that a reasonable way to summarise it use would be to be mindful of the balance between quantity vs quality of the responses received for things like missing person appeals. Platforms like X and Facebook can reach millions of users but it does not result in quality responses automatically. Where possible and the situation allows some form of sanitation of the information received is required. It is worth noting that due to my role on response, my knowledge of the other uses are limited but I feel its uses may be more complete at providing information to the community like road traffic collisions or closures and force events. I feel as though it would be more beneficial for slow time approaches rather than high risk investigations.  
 
Action plan  
If I were to delve deeper into the use of social media communications in policing in the future I would firstly like to gain a better understanding of how the information is passed from the officers viewing the responses to the officers carrying out resulting enquires. College of Policing (2026) do state that the information is sanitised to ensure accuracy and removal of false information however my experience of this is that is not always possible. I would like to better understand the process of sanitisation.  
 



Task 3

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


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

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

ANSWER:

In this essay I will critically evaluate the flexibility of my leadership style in my role as a police officer. I will reflect upon the different strategies for leadership that I have developed during my probation to manage a range of operational incidents as well as the common leadership models used in policing. I will reflect upon how I am able to switch styles of leadership to adapt to changes in circumstances. Throughout this essay I will use the Gibbs (1988) reflective model to structure my reflections appropriately.  
 
An affective and appropriate leadership style is important in all workplaces however it becomes crucial in a policing environment as a result of the dynamic, complex and high pressure situations that police officers find themselves in on a daily basis. In order to ensure officers can perform their roles safely and effectively and remains within the bounds of ethical integrity the ability to adapt leadership styles accordingly to the ever changing nature of the role is considered vital.  
 
In the 3 years that I have been a police officer I have seen my leadership style develop and adapt to as a result of influences such as training, personal experiences and the sheer amount of operational situations that I have faced to date. In the early stages of my career I adopted a transactional style of leadership. This was more of a default setting for me as a result of my lack of experiences in the role. Transactional leadership is defined by Bass (1990) as a focus on specific and structured tasks, with a clear expectation and rewards or penalties. This approach is most appropriate for routine situations where there are clear polices and procedures that must be adhered to. This was very effective for me in the early days of my career as the majority of calls I attended were domestic violence situations where South Wales Police policy is that positive action must be taken. The policing incident that I am going to reflect upon is as a result a domestic violence incident that I attended with a student constable, this naturally meant that I was going to take primacy of the matter and for all intensive purposes be the leader at the call. The incident started as a very routine domestic call, a female had been assaulted by her partner resulting in a facial injury, the clear outcome of this call was going to be an arrest for causing actual bodily harm. Initial information was that the male had left the property meaning that the tasks that needed completing were safeguarding, the taking of a statement and creation of an arrest package. However on arrival the suspect was still at the address which changed the dynamic of the situation, he was showing signs of hostility and aggression meaning that an arrest was necessary there and then due to disclosures made by the victim to call handler. Due to the aggressive nature of the male I knew that use of force would be necessary  and this would be the students first experience in conflict management. Being a small statured female, like the students, I knew that I had an example to set that we were capable and confident enough to get hands on the take control of the situation in a safe and effective manner. The male had barricaded himself into a small room and was using objects such as bed frames to hold onto to prevent an effective arrest. Showing that I was aware of my limitations and manage my own expectations I called for assistance and more officers arrived. These were the more experienced officers on my team. Having taken primacy of the incident I instructed the supported officers to assist with arresting the male and ensured that someone conducted a welfare check on the victim and obtain a full disclosure. The male was eventually arrested, placed in handcuffs and safely escorted out of the property. This experience showed me that my time on response during my probation has allowed me to develop further leadership styles. For example, a transformational leadership style. This is where the focus shifts from task focus to motivating and inspiring others to adapt to challenges that present themselves and exceed their own expectations. This style was beneficial in this scenario as it was the students first experience of conflict so guidance and leadership was necessary. It is often used in situations where crisis management, problem solving and moral is essential, usually seen in dynamic situations. Another leadership style that came to the forefront during this incident was situational leadership (Russel (2017). This style requires leaders to adjust their style depending on the experience and capability of the team in which they are working with. In regards to this incident when I was alone with the student officer I took a more direct approach with clear instruction and supervision in contrast to when the assisting officers arrived where I delegated tasks and allowed them to use their experience to complete the tasks.  
My feelings during this incident were that I naturally felt more comfortable in a transactional leadership role. I felt more in control of the situation and ensuring that the outcomes that I set for the incident were going to be achieved in the way that I would like. In the early stages of my career this was important to me as I wanted to prove that I was competent and wanted to avoid any mistakes at the calls that I was attached to, this was evident in my leading of the student who I felt needed clarity to understand exactly how to reach the outcome. As the incident progressed, I began to see the value in adaptability when it comes to leadership. I felt some discomfort in the rigidity of my approach and that leadership in policing is not linear. My initial transactional approach, although effective in some routine scenarios, lacked flexibility to deal with the high pressured, dynamic situation that we faced. Realising this at the call allowed me to experiment with different styles such as transformational and situational leadership, as continued to progress through my probation. 
 
The biggest evaluation of a transactional leadership approach that is clear to see if that it is most effective in routine situations, incidents like traffic related calls and low-level investigations. For example had this call been as first reported where the suspect was not present there would have been a clear structure to follow, definition to the roles that needed fulfilling following appropriate timelines and procedures. This type of leadership is highly effective when tasks are well defined, following policy and procedure is non-negotiable and risk management is important. It is great for achieving efficiency  in a safe manner with high levels of accountability. It is less effective at promoting a culture of innovation which is required for solving the problems that we faced at this call. It encourage officers to follow a strict set of instructions with minimal engagement for critical thinking. It works in predicable incidents but has serious limitations when attending complex and dynamic incidents.  
A transformational leadership style was more suited to this kind of incident due to the changes in information and behaviour of the suspect. It is more suited to crisis situations. In these kind of situations emotional support and an inspiring attitude is often more important than clear instructions. Transformational leadership allowed me to inspire the student that I was working with by providing a vision of what can be achieved despite size stature and even experience as at the time of the incident I was still relatively new in service with only 1 year more service than them. I did not have a plan going into this level of conflict and had to develop a working strategy as the call progressed showing a level of problem solving and innovation which encouraged the student to do the same when assisting me in restraining the individual and allowed them autonomy to solve their own problems without a strict set of instructions that students are usually given. This boosted morale and a level of cohesion as they had to work alongside what I was doing in order to achieve the outcome. The limitations to this leadership style are the need to balance flexibility and operational command to ensure that the risk is managed when working in a high stakes environment such as policing.  
In order to combat this, the introduction of a more flexible leadership style was evident. Situational leadership allowed me to manage a diverse range of officers at the scene to ensure that all basis were covered. As Hersey and Blanchard (1969) suggest, a leader must adapt their style to suit the team they are working with. For example once support arrived I knew that the more experienced officers would not need to encouragement or task focused instruction just a level of delegation that suited their skill set and level of experience. Through adopting this style of leadership approach I was able to ensure that there was a balance between autonomy and structure. This meant that officers were able to work independently from each other but also work towards achieving the shared goal. 
 
An analysis of a transactional leadership style presented by Vito et al., (2014) is that it is effective in maintaining order and providing a structure that enables routine tasks to be completed efficiently however in doing so it can hinder creativity and reduce morale, not ideal when working in complex and high pressure environments. This is in contrast to transformational leadership where motivation, resilience and innovation are facilitated and encouraged in these kind of crisis situations. According to Smirnov et al., (2019) transformational leaders inspire their teammates to go beyond their self interest in order to achieve the collective goal. This becomes very important to policing as all officers should be working towards the same strategic vision despite their own policing styles and discretion and it matches well with the unpredictability of the scenarios we run towards. The greatest level of flexibility is offered by situational leadership. It allowed leaders to manage their approach to the specific incident that they are facing. It highlights that leadership is not static. It must evolve based on the team, the task and the situation in relation to desired  operational outcomes.  
In conclusion I believe that my leadership style has not necessarily changed from one style to another as my probation has progressed but more that I have learned to incorporate a range of style into my leadership strategies. Recognizing my role in the team has played an important part in this, I am no longer the youngest in services and am enabled the responsibility to leader young in service officers but I am also given the opportunity to lead officers more experienced and with a more varied skill set than Imposes. This has greatly encouraged me to explore different leadership styles in order to almost lead both upwards and downwards.  
 
In order to ensure I continue to progress upon this leadership journey I will construct a short action plan that outlines my next steps. The first thing I plan to do is that on completion of my probationary period would be to become a tutor. I feel like the responsibility for a student on a regular basis would greatly improve my understanding of leadership styles and provide me with a greater challenge to test my skills against. As a result of this reflection my confidence in my ability to lead has increased and I will be now be taking a more forward role within my team and taking the lead from more experienced officers giving me more of an opportunity to develop these skills. Finally, although I am not thinking of promotion I will meet with my supervisor to discuss leadership methods and strategies, I am aware this part of the promotion process so believe that they will have access to resources to back up the theoretical side of my learning.  
















Task 4

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

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

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

How do you provide and receive feedback?

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

ANSWER:


In this essay I will critically reflect on my 3 year probationary period within South Wales Police. Emphasising the ways that mentoring and coaching have improved my organisational, professional and personal development in order to reach my goals. It will also analyse how these processes have aided me to learn, develop and perform within the workplace. Throughout the essay consideration will be given to the relevant coaching and mentoring definitions and the current coaching and mentoring theories that are typically used within the police force. As part of this process i will be using the Gibbs Reflective model and examine how I provide and receive feedback in relation to my experiences.  
 
My probationary period started with a tutorship period of 12 weeks. As part of this process I was assigned a tutor who acted as both a mentor and a coach. Their role as my tutor was to provide guidance in relation to operational duties to support my transition from training school into front line policing and provide me with reflective learning opportunities following incidents. Clutterbuck (2004) defines mentoring as a developmental relationship whereby a more experienced officer supports the growth of a less experienced officer. I think this summarises the tutorship period well as a level of competency and experience is needed in order to become a tutor within the police. In contrast to this, coaching, as defined by Whitemore (2009) can be considered a more task focused approach following a structured questioning and feedback method. Throughout my tutorship I experienced both of these methodologies. An example of this would be during a domestic related incident that I attended. I used the national decision making model to inform my ability to affect an arrest on an individual and carry out necessary safeguarding and risk assessment with the victim. As this was relatively early on in the probationary period there were elements of the incident that i had not addressed and this was picked up by my tutor. Post incident he allowed me time to reflect on my experience asking me open ended questions about my decision making and thought process, applying a coaching approach before finishing with examples of what he learned from his experiences applying a mentoring approach.  
As my probationary period rolled on I left my tutorship phase and was confirmed with independent patrol status. This allowed me more freedom to shape my learning in the directions I wished to follow and develop my own style of policing to achieve professional and organisational goals. I achieved this by blending my own experiences with the skills and knowledge that I had gained from the coaching and mentoring I received in tutorship as well as attended courses that gave me the opportunity to receive coaching from a number of different officers. An example of this would be attending a Taser course. As part of this course I received task specific coaching on the use of the taser itself and a tactical awareness for personal safety in the workplace. Whilst on the course I would reflect upon my experience in the tasks and the feedback that I was given. With this information I was able to highlight areas for improvement and ask for more personal, individualised feedback on a one to one basis with the tutors. As a result of this I was given further coaching, task specific instructions that allowed me to improve my skills in discharging the Taser safely and accurately. Becoming a taser carrier was a professional goal of mine and without the coaching and mentoring from course tutors I would not have been able to achieve this, it has also enabled me to meet organisational goals by being deployable to more types of incidents and given me an extra tool with which to achieve outcomes. Engaging in coaching has aided my ability to learn about the use of taser and develop the skills needed to use it effectively resulting in an increased performance in the workplace.  
 
During the early stages of my probation I my feelings were a mixture of enthusiasm and apprehension. I found the transition from training school to operational policing to be quite challenging. Despite being provided with the knowledge of legislation, powers and policies, I instantly felt the difference in pressure and variables that are evident in role operationally. I often felt uncertain about my ability to apply this knowledge confidently and correctly when faced with real life situations. It was not until I had made mistakes and was corrected and supported by tutor that I understood the importance of coaching and mentoring. I viewed my tutor as a safety blanket giving me reassurance when I was making progress and a sense of psychological safety that allowed me to apply my knowledge knowing that he would not allow me to make any kind of mistakes that would a have detriment to safety or policing policies.  
As i have progressed through my 3 year probation my confidence has improved greatly, mainly as a result of constant coaching and mentoring by my colleagues as well as check ins with my ex tutor who remained on my shift. Although it was not in a formal and structured manner he still continued to provide support and reassurances and acted a sounding board for any questions and queries that I had moving forward. I would also ask other colleagues for feedback on my performance at calls and we would reflect on what I did well or not. This was an intimidating experience at first as they were under no real obligation to help and were not tutors so I was apprehensive as to what support they would offer. I was soon put at ease when officers with only a years more experience than myself told me that they too still felt a similar way to me about their ability to perform the role competently and that I am in a similar position to them when they had my level of service. This greatly improved my confidence and made me feel comfortable enough to engage with them for support on a more regular and formal basis.  
Once out of tutorship there was no official mentor so I approached my supervisor for formal mentoring. We would sit down and review body camera footage and reflect on the experience. This is where I received my harshest feedback and at times it was very challenging to have my mistakes pointed out to me. As time progressed and I was given that level of reassurance from my colleagues I bean to accept the constructive criticism and valued the experience as a great learning opportunity.  
The coaching and mentoring I received during my entire probation had an important impact on my development as a whole. I argue to main benefit was allowing me to bridge what at first was a significant gap between theory and practice. Whilst training gave me a foundation to build on in terms of theoretical knowledge, it was as a result of the coaching I received that that I became aware of ways in which I could practically apply this knowledge to operational performance and result in safer and more effective outcomes. Some of the biggest areas I initially struggled with was decision making and problem solving. I recall that during one of the mentoring sessions with my supervisor at the we discussed the GROW model by Whitemore (2009). Grow stands for goal, reality, options and will. This model helped me structure reflective conversations and really helped me take ownership of my learning over the last 3 years. An example of these conversations with my supervisor would be identifying what I aimed to achieve (goal) by exploring what powers, policy and legislation was in play. What actually happened (reality) how I managed the situation, my actions, personal safety etc. What I could have done differently based on the desired outcome or negatives of the incident. What I would do different next time (will) this often related to using different tactics for use of force, different types of disposals such as out of court disposals or volunteer interviews.  
As I progressed through the stages of my probation I was given more responsibility which resulted in more workload and lone working. This greatly reduced the amount of time available for these kind of meetings with my supervisor meaning that the feedback became more task focussed rather than developmental. The level of scrutiny increased with the expectations placed upon me as I progressed and I had to take more ownership over my own learning. This is where I would rely on models for reflective practice but I believe this is where my skills were really developed as the pressure meant I had to perform at a level expected to achieve operational goals.  
 
Mentoring and coaching are seen as essential components of professional development in policing. Garvey et al. (2018) argue that mentoring supports long term continual professional development, whilst coaching is more driven towards short term performance improvement. I would argue that my experience throughout my probationary period reflects this. Throughout my development across my probationary period, the application of Kolb’s experiential learning cycle is present. This model points to the notion that learning occurs on a cycle that consists of a substantial experience, reflective practice, conceptualisation and active experimentation. In terms of my journey this looked like attending at an incident (experience) reflecting on my experience (reflection) understanding what went well and what could have been better (conceptualisation) and applying these changes when attending future incidents (experimentation).  
In policing, mentoring and coaching are linked with evidence based policing practice and reflective professionalism, this is promoted by the College of Policing. This emphasis on continual professional development through the means of reflective practice highlights the importance of engaging with structured support mechanisms whilst in a probationary period.  
Mentoring has played a significant role in my personal development, more specifically building my emotional intelligence and resilience. During my probation I have been exposed to a number of traumatic experiences, having a more experience officer acting as a mentor to debrief these experiences has helped me process them effectively and reduce the stress caused by them. Goleman (1995) theorises that self awareness and self regulation play a key role in emotional intelligence, already having access to mentor figures made it easy to address these issues with them and encourage me to be self aware to regulatory methods. In regards to a professional standpoint, coaching has improved my operational competence through my ability to communicate and make decisions. It forced me to take a reflective approach to achieving personal and operation goals as opposed to just reacting to what was in front of me. This is backed by the work of Schon (1993) that proposes the concept of a reflective practitioner which is the notion that professionals continuously learn from past experience.  
Feedback is paramount to effective coaching and mentoring. When receiving feedback I learned to be open and reflective with a willing attitude to welcome constructive criticism. I initially found criticism would have an adverse effect on my confidence. However through my coaching and mentoring experiences I adopted a growth mindset. Dweck (2006) argues that feedback should be viewed as an opportunity to improve as opposed to be criticised. Playing a mentoring role to new students who come to our team has helped me in my ability to provide feedback, I drew on the experiences I had of included effective communication and emotional intelligence. In line with the work of Hattie and Timperley (2007) i try to ensure my feedback is specific and balance with a focus on behaviour and not someone's personal attributes.  
 
I conclude that coaching and mentoring has played a significant role in the achievement of my personal, professional and organisation goals. These processes have provided me with the support structure needed to transition from a student constable to a confident police officer due to be confirmed in rank. Mentoring gave me the support, guidance and reassurance needed to learn my trade while coaching gave me the ability to enhance my decision making and critical thinking to better my performance. These process paired with structured models like the experiential learning cycle and reflective practice has facilitated a journey of continual professional development. A mindset change in the ability to receive constructive feedback made this possible.  
 
As I continue my career as a competent police officer I will continue to engage with coaching and mentoring opportunities where possible. I appreciate that these opportunities become less available and reserved for less experienced officers so my way to combat this is to ensure that I make time to reflect on my practices using the methods I have obtained from my experience of mentoring and coaching such as Kolb’s Experiential Learning Cycle and Schön’s reflective practice. Maintaining this level of commitment to continual professional development will ensure I remain adaptable and effective in my hopes of achieving personal professional and operational goals.  
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