T.1 
The role of the modern professional police officer within UK Policing has advanced to incorporate a diverse range of responsibilities and duties far from the expectations of traditional policing. The first organised police force in the UK was created in 1829 when Robert Peel introduced the Metropolitan Police Act along with the ‘Peelian Principles’ which outlined the ethical standards that effective police officers must adhere to. It is noteworthy that the fundamentals of policing since their introduction have remained relevant (Police Federation, 2023). However, as constables were challenged with emerging threats and expected to meet and maintain the highest professional standards, the role of the modern-day police officer evolved. The establishment of the College of Policing not only offered evidence-based knowledge but also established standards for everyone working in the police, and it also contributed to improve the cultural position of professional policing. This essay begins by evaluating the strategic role of the College of Policing in professional policing in the UK. It then discusses how I have been working to fulfil the role of a modern professional police officer now by evidencing collaborative working with partner agencies. Subsequently, it reflects upon how my final year of probation has seen my role as a police officer change. 
The College of Policing was established in 2012 to provide national oversight of policing training and development in the United Kingdom. It is a professional body for police in England and Wales and is operationally independent. The College of Policing does three things to play a strategic role in professional policing: Supports professional development, establishes standards, and disseminates knowledge and best practices (College of Policing, 2023). 
To evaluate how the college of policing plays a strategic role, I shall compare it to the Policing Vision 2025. The Association of Police and Crime Commissioners (APCC), the National Police Chiefs' Council (NPCC), and other police partners who developed the Policing Vision 2025, outlines their goal for professional policing over the next 10 years (NPCC, 2016). According to the Policing Vision, the policing workforce will be more representative of the skills and expertise required to tackle emerging issues (APCC & NPCC, 2016).
The College of Policing establishes standards for police forces to follow in all aspects of policing, including investigations, public safety, counter-terrorism, and other areas (College of Policing, 2014). This is accomplished through the Authorised Professional Practice, which is a source of information for police officers, personnel, and the public about what is expected while delivering professionalism (College of Policing, 2023). However, police standards have been heavily scrutinized in recent years because of several high-profile examples of unethical misconduct by serving police personnel (Tudor, 2023). This has resulted in a loss of public trust and confidence in the police, according to YOUGOV, who found that the proportion of people who had no or little confidence in the police to deal with crime had risen to 53% as of April 2023 (YOUGOV, 2023). This suggests that the College of Policing is playing an important role in enhancing professional standards, but more can be done to increase policing standards, and the College of Policing must continue to be transparent with the public, especially with public trust so low.
Along with the College of Policing's objective to make policing a recognised profession by strengthening professional standards, it has created a body of knowledge that shares guidelines and professional practice called What Works Crime Reduction Toolkit (McCanney et al., 2022). The evidence-based practice will compare the benefits of various approaches and collaborate with multiple partners to reduce crime. As a result, Tilley and Laycock (2018) emphasize that if the College of Policing were to challenge and convert policing from a craft into a profession, it would require a sophisticated approach to crime reduction based on a professional body of knowledge that was evidence-based. This shows that the College of Policing is enhancing policing professionalism by developing an evidence-based knowledge tool kit. Furthermore, the fact that police officers now work in a changing and complicated society is the major incentive for professionalizing the force and building a professional police knowledge base (McCanney et al., 2022).
Over time, police forces have used a range of recruitment strategies, with varying standards and learning accreditations (College of Policing, 2020). The College of Police created the Police Education Qualification Framework in 2016 to create uniformity among entry routes into policing. It provides a flexible framework that the College of Policing can use to ensure that all staff and officers achieve the requirements outlined in the Policing Vision 2025 and contribute to the development of a professional workforce. The College of Policing's introduction of the police degree structure aided such a change (Rogers & Gravelle, 2019). As previously stated, it appears that the purpose for its implementation was to account for the fact that policing in the UK is more diverse and complex than ever before, with the rise of new threats, globalisation, and digitisation (Strong, 2019). A modern professional police force must have the skills and expertise to deal with new crimes as they emerge and continue to develop robust relationships with their community. The PEQF provides three training paths via which new applicants can undertake and achieve transferable professional qualifications. Recent research shows that officers with a higher education degree have a positive impact on their knowledge and appreciation of cultural values, as identified by Brown (2018).  This shows that policing in the UK will be further aligned with the 2025 Policing Vision by continuing to build on a culture of openness, transparency, and valuing difference. In contrast, according to Belur et al (2019), there is a lack of academic literature on the impact of police training, and there is an urgent need for further evaluation of the three PEQF entry routes to compare the effectiveness of each. The introduction of the PEQF facilitated such a change in the way police officers are educated to move training toward becoming professional, emphasising the College of Policing's strategic role in professionalising policing.
To demonstrate accomplishment of the role of the modern professional police officer, it is necessary to understand what is expected of policing in the twenty first century. According to the College of Policing, it is key that officers maintain the highest professional standards while carrying out their duties in a legal and proportionate manner to achieve successful outcomes in a variety of incidents (College of Policing, 2023). The Policing Vision 2025 sets the goal of having local policing aligned with other public services by 2025 to improve outcomes for the public and safeguard the vulnerable (APCC & NPCC, 2016). Working with support agencies to combat crime and assist the vulnerable is an important aspect of modern policing. A large proportion of the incidents I respond to on shift require the involvement of partner agencies; Women's Aid when responding to domestic abuse incidents, seeking mental health advice from an approved mental health practitioner following a report of an individual threatening suicide, and contacting social services when dealing with child-related concerns are all examples of agencies with which the police must work with to provide a whole approach to care. Identifying which services to provide and when to provide them is not always clear and will require support partners to collaborate with police to provide assessment and ensure the individual receives the appropriate support and care (APCC & NPCC, 2016). Although police are requested to attend most incidents, they are not always the most appropriate service. When responding to incidents where the primary need is mental health, College of Policing suggests that collaboration is the key to problem solving emphaising that if the police and the community agencies work collaboratively, they can detect underlying issues (College of Policing, 2020). However, according to South Wales Police due to financial constraints, police grants have been reduced by more than 32% (South Wales Police, 2023). While it is true that Crawford, A., and L'Hoiry, X. (2015) identify risks that resource constraints can have a negative impact on partnership relationships as participating organisations focus on core activities over shared ones. There is further evidence that the impact on funding may drive innovation to reduce resource pressure by collaborating more closely with partners. This is reflected in the Policing Vision 2025, which states that collaboration will encourage a shift in public protection from a single organisational mentality to a whole-system approach that allocates budgets and services collectively to achieve common public goals (APCC & NPCC, 2016).
To demonstrate an understanding of the police officer role, it is necessary to provide a critical reflection on how my role as a police officer has changed during my final year of probation. The most noticeable difference during my final probationary year was the role I played when responding to incidents. The Gibbs' Reflective Cycle (GIBBS, 1988) provides a framework for examining and learning from experiences. According to Markkanen et al. (2020), reflection on one's own work can improve professional performance by increasing insight and assisting in the transformation of knowledge into practice. My role changed from attending incidents early in my probation and allowing my more experienced colleagues to take the lead to me then assuming the more dominant role and taking the lead in the final year of my probation. Moreover, according to the College of Policing, (2019) a key accountability of police officers is the ability to provide appropriate frontline response to a variety of incidents involving complex situations and determine a proportionate. 
I discovered that my belief in my own ability to make decisions had increased as I went to more incidents and assumed the lead role. I reacted naturally to taking command and incorporated all of my previous experience to help me make decisions. As a result, my line manager recognised this and gave me more autonomy and responsibilities when dealing with incidents.
I initially felt a sense of failure when attending incidents during the early stages of my probation because I didn't know what decisions to make. This frustrated me and caused me to isolate myself from the rest of the team, and hence I had little motivation to take the lead. I felt more confident and competent in my own abilities after my role changed and I began taking the lead at incidents and receiving more responsibilities. Looking back, I realise that feeling frustrated was natural, but I should not have let it affect my motivation.
The fact that my more experienced colleagues on my team recognised my frustration and supported me in giving me more opportunities to take the lead until I felt confident enough to handle more complex incidents on my own was one of the elements that worked well. Furthermore, as my confidence grew, my line manager also encouraged me by assigning me to more complex incidents. This inspired me to work harder on incidents and achieve positive results. I am grateful to my colleagues for assisting me in my development and making a positive contribution to my role change. The impact that my frustration may have had on my other colleagues with similar experience who would have wanted to advance their own development and lead at incidents was one of the things that did not work so well. Prioritising my own development over that of my colleagues may have negatively impacted others. 
I believe the reasons for my frustration and demotivation stemmed from my inability to control my actions and choices at first. Furthermore, I did not feel competent in taking the lead during incidents. And as I became more frustrated and isolated, I lost my sense of belonging to the team. While reading some literature, I came across a theory that helped me understand the situation. The Self Determination Theory explores motivation and the psychological need for autonomy, competence, and relatedness as key drivers of behaviour (Diefendorff & Seaton, 2015). Autonomy provided me with the desire to feel in control and empowered me to make sound decisions. My line manager's confidence in me to continue to give me more responsibility met that need. Furthermore, as I became more adept at dealing with incidents and the team supported my growth, I gained a sense of competence and relatedness.
When I am struggling with a lack of knowledge and motivation, I have learned that I should seek support from my line manager and colleagues to discuss the issues. This would have almost certainly addressed my frustration and lack of motivation. In addition, understanding how an autonomy-supportive environment will encourage myself and others to make their own decisions in future incidents will benefit both my professional development and that of my colleagues. Finally, to stay engaged, motivated, and satisfied in the future, I will continue to self-identify my intrinsic needs.
By exploring the strategic role of the College of Policing, I have demonstrated how they have professionalised the role of modern policing. While the College of Policing has introduced a standardised framework and a degree scheme entry programme the long-term impact on modern professional policing is yet to be academically reviewed. This conclusion sheds new light on challenges faced by modern policing and practical advantages being given to them to become a professional workforce. 
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T. 2 
Police are now able to better engage with communities thanks to their use of social media. With millions of users all over the world, it could be said that social media has become an integral part of our daily lives (Elrashidy, 2023). The internet is shifting the way people use technology, which in turn is changing how people interact with police. Because technology is rapidly evolving, policing must embrace this change because it plays a significant role in all aspects of policing in the twenty-first century (APCC & NPCC, 2016). This essay begins by discussing my own policing experiences with social media as a means of informing and engaging with community and promoting policy initiatives. It then describes the different types of social media platforms the police use. Subsequently, it explores what the benefits and risks associated with using social media. 
[bookmark: _Hlk145269051]Social media is used by billions of people worldwide and has become an essential part of modern society. Police departments have begun to invest in using social media as an effective method of communicating with the public (Fernandez et al., 2017). To ensure professionalism, guidelines for using social media for engagement and contact purposes only, have been created (South Wales Police, 2018). 
Social media platforms allow police to reach a large number of people quickly and easily. Given the broad reach of its ability to relay messages in an instant, the financial outlay is minimal and highly effective. Social media platforms facilitate new relationships with online communities and can increase trust in the services provided by the police. According to the policing vision 2025, the introduction of digital policing will make it easier for the police to contact the public and vice versa (APCC & NPCC, 2016). It also encourages police to respond to public concerns and provide reassurance, while also providing an alternative channel for the public to contact the police. In addition, It can also aid in the prevention and detection of crime. The Communications and Media department at South Wales Police has control of the force's social media accounts (South Wales Police, 2018). As a frontline officer with a Communication and Media department responsible for all force-produced content, my experience with using social media to engage and inform communities is very limited to the just contributing material. According to the College of Policing (2022), operational issues such as appeals, arrest and charge information, and court outcomes should generally be issued by the Communications and Media team, who are specially trained and follow both national and force policies. This approach aims to ensure consistency when adhering to the policy as well as reducing the risk of complaints. I mostly used social media when attending missing person's reports. One important step in the initial investigation is to obtain consent for a social media post. This authorises police to issue an appeal for information about the missing person. When conducting time-sensitive investigations, this is an invaluable tool. According to the National Police Chiefs' Council, (2022) social media allows police to quickly engage with communities, and sharing an image with the public to prompt sightings can help move a case forward and provide reassurance to the loved ones of a missing person. This demonstrates the value of social media in policing as a tool for engaging with communities and protecting their most vulnerable members. 
Neighbourhood Policing Teams are central to keeping local communities safe, and they collaborate closely with residents and local partners to understand community concerns (South Wales Police, 2023). The Neighbourhood Teams engage with their communities virtually through dedicated social media pages. These pages can be used to identify local priorities, deliver crime prevention messages, publicize support appeals, and provide contact information (West Yorkshire Police, 2023). To provide another example, I attended an incident that occurred as a result of high winds that caused several trees to collapse and fall through electrical cables. Because of the damage caused by the falling trees, a major access road had to be closed until Western Power could arrive and secure the damaged cables. I was able to photograph the police road closure and request that the image be forwarded to our Public Service Centre for distribution on our social media pages by our Communications and Media team. This demonstrates social media's flexibility and immediate access to disseminate important updates to local communities and increase police engagement. According to Crump (2011), social media provides greater visibility for both senior and neighbourhood officers and serves as a means of advertising traditional media. Overall, forces have used them most successfully as an additional channel for delivering messages, rather than as a means of enabling public dialogue.
The most common social media platforms used by police are;
Facebook is a social networking site where users can connect with family and friends. Police forces are using Facebook to communicate with their communities about policing news, appeals, court outcomes, and information and advice College of Policing (2020). Because Facebook is the most popular social media platform in the world, with 2.9 billion active users each month, it is critical for police forces to establish an online professional identity (Kemp, 2023). To interact with their desired audience, police forces can use Facebook to communicate on a national, force, or neighbourhood level. Police must exercise caution when using social media and how it collects data, as it was revealed in July that the Metropolitan Police Department was collecting sensitive data about people who used their website to report domestic and sexual abuse crimes and sharing it with Facebook for advertising purposes (Das, 2023). This emphasises the importance of being transparent about its social media usage or run the risk reputational harm.
Twitter is a social networking and online news platform. Users can communicate via tweets, which are short messages that contain text, photos, messages, and links College of Policing (2020). Because of the simplicity of its posts, Twitter provides police forces with a quick and easy way to communicate with their virtual community. Police in South Wales use Twitter to broadcast the most recent information, advice, community engagement, and updates. Because of the growth of social media, the force has been able to change the way we communicate, reaching a wide range of local, national, and international audiences. South Wales Police has a presence on a variety of digital platforms, with the goal of informing, educating, and changing the behaviour of people in our communities, as well as informing those who are interested in or affected by local policing. Crump (2011) claims that Twitter has been most found to be particularly effective in support of traditional policing as a source of information appeals and a broadcaster of announcements. Additionally, Twitter often plays a crucial role in sharing news stories before they are reported in more traditional media forms (College of Policing, 2020).
YouTube is an online social media platform which allows users to upload and share videos College of Policing (2020). Every month, YouTube has over 2 billion active users. Police departments are using YouTube to distribute videos promoting road safety and to keep the public informed about current public order incidents. It is an important platform for police to disseminate messages to the community about important policing issues (College of Policing, 2020).
Instagram is a popular social media platform that allows users to share photographs and videos College of Policing (2020). It is an excellent opportunity for police forces in the United Kingdom to share media that provides the public with an insight into how the force operates and allows the community to get to know its officers. With over 4 billion mobile users, mobile devices account for more than 55% of web traffic and provide an easy way for police forces to communicate with their communities and beyond (Howarth, 2023).  
Another way in which South Wales Police has gone beyond traditional social media platforms to engage with different community groups is through digitally enabled meetings.  ‘Young Voices Conversation’ is a forum set up in Autumn 2020 to provide young people with the opportunity to share their experiences and provide feedback (Police and Crime Commissioner, 2020). Allowing young people to talk about the issues that directly affect them, enables South Wales Police to have a better understanding of the needs and concerns of young people in South Wales. The information, advice and feedback provided allow for police to work in collaboration with Police and Crime Commissioner to develop future solutions (Police and Crime Commissioner, 2020).
Social media has become an essential part of everyday life, providing numerous benefits and opportunities for connection and self-expression. One of the most advantageous aspects in a policing context is its connectivity. Police departments can reach out to online communities across large distances using social media. According to Akram et al., (2017) the most important advantage of social media is connectivity. Regardless of location, people can communicate with each other from anywhere. This suggests that, given the types of content that police forces will be distributing to their communities, having an instantaneous connection to potentially rich resource information could aid police in progressing investigations. Another advantage of social media platforms is their ability to share information and raise awareness about a variety of topics, including social issues and important causes. Because of the popularity and frequency with which social media is used, it provides police with an ideal platform for information sharing. It also enables police forces to engage with their communities about issues that are important to them and to facilitate open discussions about how communities want police to assist them in solving their problems. However, according to Bullock (2017), recent studies show that police use of social media is primarily used to request assistance and disseminate incident information rather than to stimulate interaction, debate, and collaborative problem-solving. In a similar context, improved police social media use practices in these manners, according to L. Beshears et al. (2019), may be a gateway to strengthening community relations and using social media as a tool to aid in crime solving.
However, using social media is not without risks and challenges. Social media privacy concerns can put users at risk for privacy violations. These include identity theft, misuse of personal data, and data breaches. Police forces must exercise caution when sharing information in a policing setting because the subjects they frequently post about contain sensitive details. Cyber-attacks are a frequent threat, but as police activity on social media sites rises, they become more vulnerable to breaches. The recent error that occurred in Northern Ireland, where it was discovered that a document containing the names of 10,000 officers and police personnel was shared online for roughly three hours, serves as an example of this risk. Following this breach, significant worries for officer safety were raised (Badash, 2023). Misinformation spread is another risk associated with social media. Inadvertently spreading false or misleading information on social media can exacerbate existing tensions between police and the community. The Ely riots, which erupted in May 2023 in the aftermath of the deaths of two teenagers, demonstrated police inability to deal with how events were being reported on social media. According to the BBC, Policing and Crime Commentator Danny Shaw stated that police face a real problem with social media because of the speed at which claims, whether false or not can spread (Williams, 2023).
Police forces can now engage with their communities and use social media to their advantage. It is critical to maintain proper use, which can be accomplished by having a force media policy and, in the case of South Wales Police, a dedicated communication and media department that can monitor and produce its content. The benefits of using social media outweigh the risks, but it is important that police forces maximize their use of social media to have the greatest impact.           (1964 words)
[bookmark: _Hlk145344762]T. 3 
Being a good police officer requires strong leadership qualities, which are necessary for being a strong leader. The use of various leadership styles in policing contexts is growing, and its impact on learning is highly debated. While understandable, it is misguided for many police leaders who are unfamiliar with the various leadership styles. The benefits to leaders and their team members outweigh the drawbacks of not understanding various leadership styles, particularly in the workplace. This essay begins by discussing how I applied different leadership styles to an operational experience and evaluating the styles. It then describes different leadership theories and the importance of flexibility when being a leader. Subsequently, it explores leadership models commonly used in policing. 
I will use a policing incident that I experienced to evidence my flexibility in leadership styles. Throughout the incident, I adopt a variety of leadership styles, which I then evaluate. The incident involved a road traffic collision in which a car collided with a motorcyclist as it approached a busy roundabout junction. 
My colleague and I were the first on the scene, and our first priority was to assess the situation and ensure that no one was seriously injured. I directed my colleague to go check on the driver of the vehicle, see if he needed medical attention, and gather information. The driver of the vehicle was unharmed, but the motorcyclist was thrown from his bike as a result of the impact and suffered some minor injuries. When a second unit arrived, I delegated responsibility for making the intersection safe and informing other drivers of the accident. Because the arriving unit was more experienced than myself, I did not instruct them how to make the road safe but instead trusted in their ability to complete the task. I discussed the appropriate course of action with my colleagues once the area was safe and all persons involved were identified. The vehicle driver's error could well have constituted careless driving. But upon discussing it with my colleagues, it was unilaterally agreed that suitable words of advice would be given on this occasion, with insurance details exchanged and minor injuries.
I can evidence the various leadership styles I used by reviewing the incident above. When I first arrived, I used an autocratic leadership style, instructing out tasks to others. Autocratic leaders make decisions on their own, with little input from others (Western Governors University, 2020). I would argue that given the circumstances, this was the most appropriate style, with quick decision making required to ensure the safety and condition of those involved. Furthermore, having one person in charge keeps the commands given clear and consistent. In contrast, according to De Hoogh et al. (2015), autocratic leadership is frequently criticised for its demoralising effect on team morale and performance. This suggests that, while I believe the use of a commanding leadership style was appropriate in this situation, it is necessary to highlight that overuse of this style may have an adverse effect on team members.
As more units arrived, I used the laissez faire leadership style to effectively delegate responsibility for road safety. Laissez-faire leadership encourages team members to make their own decisions (NSLS, 2022). Given the circumstances and the experience of the arriving officers, I support the decision to use a laissez-faire approach and trusted the officers to complete the task. It is important to identify that this style was only effective because the officers were experienced, as using laissez-faire with less experienced individuals can negatively affect performance (Malos, 2012).
Finally, encouraging a discussion with my colleagues about the most appropriate and proportionate response to this incident incorporated the democratic leadership style. As the first officer, I remained the officer in charge, but I did so by valuing group discussion and encouraging inclusion in decision-making. According to Lewin et al. (1939), democratic leaders encourage group participation while retaining final say. As a result, team members feel more valued and motivated. Kurt Lewin, a social psychologist, identified the three main approaches to leadership described above in 1939. While it is true that a recent study discovered the democratic style of leadership to be the most effective on team performance in Lewin's original study (Leadership Success, 2023). In contrast, this does not account for research that has shown that situational leadership, developed by Ken Blanchard and Paul Hersey, reinforces that there is no one best leadership style that works in every situation (Hersey & Blanchard, 1988). To be the most effective leader, they need to adapt their style to the situation and understand the willingness of those you are attempting to influence (Hersey et al., 2011).
After researching various leadership styles, it is clear that having flexibility and adapting your leadership style is critical to being a successful leader. Leadership can be adaptable and responsive, responding to your individual abilities, the team around you, and the situation, which in policing is a highly dynamic environment. Police officers who serve as role models and actively seek to develop their colleagues are often the most successful and inspirational. According to GOV UK, the ability to apply different leadership styles to different environments is the key to being a great police leader. Neyroud, N. (2011). Knowing and understanding different leadership styles, as well as being adaptable, demonstrate that you can change your leadership style to reflect changing circumstances.
The Tannenbaum-Schmidt Leadership Continuum (Fig. 1) is a model that summarizes the relationship between the amount of authority you choose as a leader and the level of autonomy this allows your team. Tannenbaum and Schmidt proposed the theory in 1958. The basic thesis has two implications: the leader must be constantly aware of himself, his team, and the larger social environment in which he continues to operate. Second, in order to succeed, the leader must respond appropriately to these conceptions (Tannenbaum & Schmidt, 2017). This implies that if direction is required, the leader must direct; however, if subordinated-centred leadership is desired, the leader must allow his team to explore options and make decisions. In policing, sergeants have the most influence over frontline officers and must strike a balance between making team decisions and giving officers discretion to make their own decisions.
[image: Tannenbaum-Schmidt Leadership Continuum]Fig 1. The Tannenbaum-Schmidt Leadership Continuum (Murray, 2019)
Another type of leadership theory is Adair’s (1973) Action Centre Leadership model developed while lecturing at Sandhurst Military Academy in the 1960s and 1970s. Adair promoted the idea that leadership could be learned and transferred (Channell, 2022). The Action-Centred Leadership model is a simple yet effective blueprint for leaders to follow, making it simple to remember and apply to your own situation.











Fig 2. John Adair’s Centred Leadership Model (Channell, 2022).
The three overlapping circles represent how each element is interconnected and removing one would result in failure. This is due to the fact that teams are made up of individuals who complete tasks. If one of the circles is missing, the remaining aspects suffer (Channell, 2022). Should the Sergeant assign the team a specific task to input victim contact updates following the reporting of a crime in a policing context? If the team is demotivated, or if a highly regarded team member does not see the importance of the updates, the team's performance will suffer, and the task's success will be compromised.
In high-stress situations, police officers must maintain emotional control. Being able to do so successfully requires an understanding of our own motivations as well as the core motivations for our behaviour. This is bolstered by our ability to comprehend and anticipate how our actions will affect others. Emotional Intelligence is the ability to understand and manage your own emotions as well as the emotions of others. Daniel GOLEMAN is an American psychologist and author who studied brain behavioural patterns, promoted the concept of emotional intelligence, and identified five key components: 1. Self-awareness 2. Self-regulation 3. Motivation 4. Empathy 5. Social Skills. Leaders who actively pursue emotional intelligence will have the necessary skills for success. If an officer lacks emotional intelligence, their lack of emotional awareness and ability to control their emotions will eventually lead to problems in policing.  The College of Policing emphasizes the importance of emotional intelligence in order for officers to improve their resilience and thus cope effectively with emotional and challenging situations (College of Policing, 2017). Emotional intelligence can help you improve your communication and conflict resolution skills. This is true not only in a policing context when responding to incidents, but also in a leadership capacity when dealing with conflicts among team members. Being a successful leader requires a solid understanding of your own emotions and how they affect you and those around you.

The leadership models used in policing are now more aligned with supportive and compassionate leadership styles. According to Campbell and Kodz (2011), studies from the 1970s and 1980s assumed that police officers preferred autocratic leadership styles. This is because it provided rapid mobilisation in emergency situations but still allowed centralised control. Police have adopted a more supportive leadership style, as evidenced by the South Wales Police Chief Constable's Delivery Plan, which states that it will provide its leaders with the necessary skills to confidently support and develop its teams (South Wales Police 2023). 
Supportive leadership refers to where a manager supports an employee until the task is completed rather than merely assigning duties and expecting results. The ability to work with the employee until they are capable and competent enough to perform jobs with little oversight in the future is a major benefit of supportive leadership (CFI Team, 2022). In a policing context, this will improve communication, behaviours and attitudes between supervisors and staff to ensure everyone feels supported in working productively. Gwent Police's Chief Inspectors Leadership Strategic Plan 2022–2025 demonstrates the use of supportive leadership by aligning the force leadership plan with the force wellbeing strategy. This will drive all leaders to adopt a wellness strategy. According to their plan, the force will accredit leaders with the necessary knowledge, drive, and emotional intelligence to help all of their staff (Jenkins, 2021). Furthermore, Jacques (2022) identifies the viewed supportive leadership as crucial to their attitudes, behaviours, and overall wellbeing. Police forces' transition to supportive leadership focused on staff well-being demonstrates their commitment to encourage their workforce to feel valued and appreciated.  The HMICFRS identified this entire approach to welfare when conducting a Leadership review (HMICFRS, 2018). But the review also discovered that it's crucial for all ranks to realise the value of wellbeing, with sergeants receiving special attention because they work most closely with frontline officers in leadership roles. Some research claims that there is still potential for improvement as Police leaders try to overcome problems with workforce wellbeing.  Police forces are focusing on supportive leadership to develop their leaders and staff as they strive to create a fair and ethical culture that promotes physical and emotional well-being.
In policing, there are a number of different of leadership approaches, models, and styles, and no one model, or style can always be relied upon to produce effective leadership. The best forces can show a comprehensive understanding of how to lead effectively in various contexts and use that understanding to support and develop leadership abilities across the force. These forces exhibit the qualities of effective leadership on the surface: they are receptive to new ideas, quick to respond to emerging trends, and willing to constructively criticise the way things are done. According to Neyroud, (2011) policing in the twenty-first century places very difficult and very different demands on the police. The value of supportive and compassionate leadership will be critical in shaping how police forces develop in the future with a more engaged and motivated workforce.  
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T. 4 
Coaching and mentoring are an efficient way to develop staff, facilitate change and improve the overall performance of an organisation. It provides the opportunity to individuals to reach their full potential. Police forces are committing more to investing in its staff through coaching and mentoring programmes to advance the continuous improvement culture and practice (Gloucestershire Constabulary, 2017). This essay will provide a critical reflection of my three year probation period. The essay begins by discussing how I benefited from coaching and mentoring throughout my three years as a student officer. It then describes how coaching and mentoring helped me meet certain personal, professional and organisational goals. Subsequently it will explore how it aided my learning, development and performance in the workplace. 
Kolb's (1984) experimental learning cycle describes how adults learn in a four-stage cycle. It is fundamentally based on the idea that we learn from our experiences, but Kolb expands on this idea to suggest that we can achieve this by reflecting on our experiences in order to make sense of them., I will incorporate the Kolb’s learning cycle to support my reflection.
Coaching is an invaluable tool used by leaders and plays an important role in an individual's professional development, benefiting both the individual and the organisation. Coaching assists an officer in developing their skills and knowledge during the early stages of their career, allowing them to perform better on the job. Throughout my three-year probation, I received coaching and mentoring. During my initial police training and tutorship, I was coached by a police trainer and a tutor constable to help me achieve independent patrol status. Following that, my colleagues and line manager mentored me for the remainder of my probation. Coaching and mentoring both provided me with the skills and competencies I needed to be a good officer. 
To understand how throughout my three-year probation, I benefited from coaching and mentoring. It is significant to differentiate between the two. Coaching will typically have a set duration and will be more structured, involving regular meetings (CIPD, 2023). Furthermore, Whitmore (2009) defines coaching as assisting a person in reaching their full potential and maximizing their performance. 
Coaching, rather than teaching, focuses on assisting individuals in learning the knowledge for themselves. Skills and knowledge development, flexibility, and self-awareness are three fundamental areas of coaching that I believe have benefited me the most. For example, my initial training lasted six months, and during that time, my trainer would meet with me on a regular basis to review my performance and address any issues. These meetings would allow my trainer and I to monitor and re-evaluate goals as needed. This was significant because each session could be tailored to my specific requirements. I would benefit from embracing this flexibility because it would allow me to define my own style and path for future development. 
One of the most important advantages of being coached was the development of skills and knowledge essential to my role as a police officer. My trainers would encourage me to improve on suggested areas for potential growth as I progressed along my professional path. The skills and knowledge I gained during my initial training and tutoring would serve as the foundation of my knowledge as I progressed in my career.
Mentoring is typically an ongoing relationship which does not have a set duration.  In a mentoring relationship, a more knowledgeable or experienced person provides support, counsel, and guidance to aid a less experienced person in growing and progressing (College of Policing, 2023). The key skills needed for a successful mentoring relationship is to build trust and use active listening to show interest and listen to the mentee feelings. Mentoring is available in the police force in a variety of forms, including the Police Superintendents' Association coaching and mentoring program, which works in conjunction with the College of Policing (Police Superintendents' Association, 2023). It allows police officers to receive informal, flexible support from higher-ranking officers to help with their professional development. An Australian study on mentoring first-year police recruits concluded that the data supported the idea that mentoring was an effective tool for workplace learning. In addition, the participants reported finding mentoring to be enriching despite the increased demands at work (Tyler & McKenzie, 2011).
My tutor and I worked on my self-awareness during my tutorship. According to Wales (2002), self-awareness is essential for a person's development. It helped me to better understand my own strengths and weaknesses, as well as how my emotions affected them. Suzy Wales goes on to say that understanding feelings is important because it provides insight into how it influences people's motivation, work, impact on others, and ultimately success (Wales, 2002). This indicates that increasing my self-awareness would be a significant benefit to my professional development as a police officer, as well as support me as I progressed toward greater independence.
I felt an expectation to know what I was doing after achieving independent patrol status, but I often felt embarrassed when asking for help with tasks. I had to learn to be open to criticism, which was difficult at first, but overcoming this fear allowed me to improve my skills and advance professionally. Carol Dweck's (1999) Growth Mindset is the belief that personal characteristics can be developed, as opposed to a fixed mindset in which these are fixed. Furthermore, feedback must be clear and honest in order to help you improve your skillset and boost your self-confidence. This implies that in order for me to advance in my role as a police officer and benefit from mentoring, I must first actively seek feedback from my line manager. However, lack of feedback can limit professional growth, cause frustration, and even harm morale. Similarly, feedback is only useful when you understand what needs to change and take action to implement it. Using Sir John Whitmore's GROW model (Whitmore, 2009) helped structure our conservation efforts. The model aids in formulating the mentoring conversation in a progressive direction.  The four stages of goal setting, reality checking, options, and what is to be done provided a simple yet effective framework for tracking my progress throughout my probation. Multiple studies, according to Panchal and Riddell (2020), have shown that the GROW coaching model is adaptable and focused on guiding individuals through small behavioural changes. Coaching and mentoring have been extremely beneficial to me throughout my probation, particularly in terms of giving me the flexibility, self-awareness, and skills and knowledge needed to advance in my career.
Throughout my three years on probation, coaching and mentoring have helped me achieve my personal, professional, and organisational goals. These include personal goals aimed at improving my overall job performance as a response officer and achieving a healthier work-life balance. Short-term professional goals include becoming qualified in response driving and being able to deploy a stinger. And keep working toward my goal of joining the road policing unit. Finally, there are organisational goals to consider, such as the Operational Competence Portfolio (OCP) and the Policing Education Qualifications Framework (PEQF).
Organisational goals are developed to promote innovation, sustainability, and efficiency (Hermundsdottir & Aspelund, 2021). The policing education qualifications framework (PEQF) is one example of this. It is a professional training structure that provides operational and theoretical education based on a modern curriculum. Throughout my probation, the university provided 1-2-1 and group sessions that assisted me in completing and submitting my work successfully. I would be hesitant to participate in group sessions due to my lack of confidence in my academic abilities. When it came to my academic studies, I noticed that I was easily distracted, critical, and extremely passive. However, attending the 1-2-1 meetings would boost my self-esteem and confidence, assisting me in completing my task. This experience of completing academic work was a new experience having not been in fulltime education for over a decade. It reminded me of previous experiences in school when I lacked confidence in myself and struggled with coursework. To avoid falling behind with academic expectations, I've learned that I need to engage with university support services earlier and more frequently. In the future, I will learn from my mistakes and seek help proactively. This will be useful in preventing me from making the same mistakes, and because confidence is inextricably linked to self-esteem, I recognise that this must be a priority if I am to be successful. Developing mental toughness, also known as training your mind to perform consistently under stress (Crust & Clough, 2011). In the future, I plan to take specific steps to develop positive thinking and goal setting, two critical components of mental toughness that will hopefully result in successful outcomes (College of Policing, 2020).
Coaching and mentoring have been extremely beneficial to my professional development and performance. It has aided my learning journey over the course of my three years on probation. Mentoring has aided in the development of my confidence and resilience. This has been most evident in my ability to respond to incidents and take command, tackling the wide range of complex issues that the modern role of policing necessitates. Instead of focusing on specific academic abilities or knowledge, mentoring frequently seeks to establish goals and build confidence. Instead of focusing on developing specific academic abilities or knowledge, mentoring typically aims to increase aspirations, build resilience and relationships (Education Endowment Foundation, 2023). Also notable has been my shift in role within my team. When I first started tutoring, I was the team member with the least experience and the least confidence in my abilities. My colleagues helped me build my confidence and resilience by sharing their knowledge and assisting me with tasks and responsibilities. Now that I am nearing the end of my probation, I have found myself stepping into that mentoring role to assist my new colleagues as they begin their probation. I have adjusted to this, become one of the more experienced team members, and now find myself on the other side. 
I encourage new recruits within the team not only on how to complete tasks, but also by providing them with an informal relationship in which they can discuss any concerns they have about the role. It is interesting to me that after receiving coaching and mentoring as a new established officer, I'm now in a position to do the same as a mentor. According to Garret (2023) the chance to learn from someone who has already achieved success in your field is one of the most significant advantages of mentoring. A mentor can impart knowledge, abilities, and experience, assisting mentees in navigating potential pitfalls and difficulties as their careers advance.
Coaching and mentoring have played critical roles in my professional development, having a significant impact on my learning, development, and performance at work. I've gained valuable insights into various aspects of my role thanks to personalised guidance and constructive feedback from experienced mentors and caches. Their assistance has enabled me to identify and address areas for improvement, while also enhancing my strengths to effectively contribute. I've been able to adapt quickly to changing situations, refine my skill set, and consistently achieve high levels of performance in my role by learning from their experiences and expertise. Overall, coaching and mentoring have played an important role in shaping my professional path, enhancing my capabilities, and contributing to my success at work as professional police officer.
(1883 words)
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