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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 critically evaluating the strategic role of the College of Policing in professionalising policing in the U.K. I will evidence how I have been working in my own role as a modern professional police officer now that I am in my final year of the probationary period, and I will reflect critically on how my role has now changed now that I am in my final year of probation and how the role has adapted since achieving independent patrol status. To do this I will include considerations for the College of Policing’s ‘Policing Vision 2025’ along with the Workforce Transformation 2018 Strategy and the College of Policing’s 5 Year Strategy and how this also impacts the professionalising of police officers in the UK. Whilst considering the reflective requirements of this task, I will implement the Gibbs reflective model when reflecting upon my probationary period so far in the police (Gibbs, 1988). The Gibbs cycle breaks down reflective practice into five key stages. Firstly, being a description of what you are reflecting upon followed by your thoughts and feelings on that event. Next, I will break down an evaluation or an analysis of the reflection and finally I will consider a conclusion and assess what action could be taken to have improved upon the reflection and what action can be taken to continue improving thereafter in the future. 

Policing throughout the United Kingdom has evolved extensively in the UK since the inception of the Metropolitan Police force by Sir Robert Peel in 1829. The Peel Principles stated that the success of the police was not on the number of arrests made but on the lack of crime that occurs. The Peel Principles also brought about the philosophy of policing by consent which has had an impact on policing worldwide and not just the UK (UK Government, 2012). Policing is an ever-adapting challenging vocational profession for individuals who face the constant pressures of everyday life matters when they arrive for work each day. It is absolutely true that it is a role where no two days are the same but with that variety is the requirement for police officers to be able to deal with and be equipped for almost any scenario they could face in the line of their duty. That requires continuous training, achieving new skills and both mental and physical resilience. It could be argued there is more demand upon police officers of recent times than those of the past, with advances in technology, recent media reports highlighting negativity within policing, there has never been so much scrutiny on police officers nationally. 

In 2010, the then Home Secretary Theresa May called for an independent body to oversee the professionalisation of the police service in the UK and in 2012 the College of Policing was formed. The College of Policing is a professional body for everyone working across policing. It is an operationally independent non-departmental public body (College of Policing) that was formed in 2012. It was introduced with the aims of supporting professional development, set standards nationally throughout policing and be a central body able to share knowledge and good practice. The College of Policing introduced the Professional Education Qualification Framework (PEQF) (College of Policing, 2023) during 2020 and placed educational requirements on the new recruits to policing for both undergraduate and post graduate students through their Police Constable Degree Apprenticeship (PCDA) or the Degree Holder Entry Programme (DHEP). The aim was to professionalise and standardise the level of education nationally for all new recruits to improve the standards within policing as part of the Police Vision 2025 (HM Government, 2016). The PEQF programme is thriving on the requirement to standardise police training and argues that there should be an obligation placed onto student police officers to engage with higher education and successfully complete an undergraduate degree throughout the probationary period of a police career (Williams and Cockcroft, 2019). The new training was aimed to coincide directly with the introduction of the government’s plan to recruit 20,000 additional police officers as part of Operation Uplift (College of Policing, 2022) and became a prerequisite for police forces under the Workforce Transformation (NPCC, 2018) that ensured all forces adopted the same approach towards training and that police officers were universally equipped with the skills and knowledge required through the PEQF programme to meet the needs of a modern day police officer. There was considerable debate around the necessity for the higher education requirement that divided opinions in both policing and academia (Cox and Kirby, 2018). 

The College of Policing has also been instrumental in its implementation of its 5-year strategy (College of Police, 2014). Along with the Policing Vision 2025 is a joint vision of the College of Policing (COP), National Police Chiefs Council (NPCC) and the Association of Police and Crime Commissioners (APCC) for the reform of policing by 2025 (College of policing, 2016). It aims to make better use of digital technology, integrate with other agencies to prevent crime and deliver effective services to provide best value for money for the public (National Police Chiefs Council, 2016). It will shape decisions about how policing resources are used and how objectives are achieved. The Policing Vision 2025 now aims to develop a strategic layout for the future of policing and outlines priorities to be focused upon such as the standardising of the professional educational requirements of police officers via the PEQF programme, promoting the prevention of crime, the development of technology, implementation of diversity and to improve the efficiency and effectiveness of the police nationwide. A key emphasis on the Policing Vision 2025 is for community engagement and increased partnership working. Police forces can improve on their abilities to engage further with communities and reducing or preventing crime by building relationships and developing deeper trust with communities. Further the Policing Vision 2025 stresses a requirement for forces to invest in digital transformation and modern practices such as data analytics to increase force efficiency and improve response times.

Investments are particularly required to fight cybercrimes, fraud, and organised criminality of all descriptions. The PEQF is an attractive proposition for new recruits that can earn and learn (Jones and Miller, 2022), achieve a fully funded degree whilst learning the profession of policing and be best equipped to deal with the modern-day complications of policing. However, one of the main criticisms of the vision is that it is over ambitious in that it would be extremely difficult to implement such change across all police forces given the size and complexity of an organisation such as the police. This could cause the vision to face objections from within the police due to organisational culture from within and resistance to change (Carter, 2019). Police forces can be traditional in terms of the hierarchy of structure and work in a risk averse manner that means that policing organisations may struggle to adopt new and modern ways of working on a national scale in such a brief period of time. In July 2019, the then Chief Constable of Lincolnshire Police sought a judicial review over the decision to implement the PEQF programme as he believed the programme would take fewer officers off the beat and into university classrooms (BBC News, 2019). It is also thought that successful collaboration between police forces and higher education establishments is likely to be challenging given that higher educational establishments are responsible for the creating the curriculum for their PEQF courses which matches the demands of the Policing Vision 2025 of what constitutes a professional police officer, however its likely on a local level that individual forces will have their own view on what constitute a professional police officer and so collaborative working between senior management of police forces and higher educational establishments is required to tailor suit the programme to meet the needs of the local forces (Hough and Stanko, 2020). Poor retention of police officers is also a significant issue facing the police service and the PEQF programme. Figures also released by the Government claim that the volume of leavers of the police in 2022 is the highest number of annual leavers since comparable records began (HM Government, 2022). Further, this data shows that the amount of police officers than voluntarily resigned from the police service more than doubled from 2021 to 2022. This retention rate is surely unsustainable for the successful implementation of a PEQF programme designed to take three years to complete.
On a personal note, after deciding to embark on a career in policing and committing to the challenge of completing the PEQF programme as a more mature student than a majority of my peers, whilst balancing a home life with children has had its difficulties. Significant amounts of your personal time on rest days around your usual shift pattern is engulfed with studies and academic writing. However, being a part of the CoP’s plan to professionalise policing has inspired me to embark on this career with the objective of becoming a modernised professional police officer albeit, a small fish in large pond. I have adopted the principles of policing being the dedication and commitment required to complete the PEQF alongside your full-time role as a police officer, the NDM (College of Policing, 2020) for your natural decision-making process and all whilst having the Code of Ethics at the heart of everything we do. I believe the learning outcomes from the PEQF aren’t entirely relevant to the role of a probationary police officer in the early stages of a policing career but what I have discovered through this programme is discipline, time management and knowledge of a broad range of policing topics that will equip me for a career than spans thirty-five years and not just the first three. The CoP plans to revolutionise policing and develop this new training is a positive one, that has transformed the way in which new recruits join policing, including myself. The training I have received has equipped me with the knowledge and transferable skills that I have brought to the role, all of which have aided me to be confident in dealing with any situation I am faced with in policing. I understand that every day in policing is school day and strive to learning something new in each shift I work as a police officer. Reflective writing throughout the PCDA programme has installed a new way of working for me. I understand that reflecting on what has gone well and what could improve when dealing with a policing incident is the best way to learn new working practices and the learning points can also be taken and address when mistakes have been made. Sharing these reflections with your peers also allows others to benefit from those learning points which is a primary objective of the College of Policing.

To conclude, it is abundantly clear that the College of Policing plays a fundamental role in the professionalising of police forces throughout the United Kingdom. The work completed by the college is still in its infancy and its work will continue with the next phase being the Policing Vision 2030. Through the continued development of training standards and oversight of the Code of Ethics along with new police officer entry routes (PCEP) beginning later in 2024. Whilst there are both positive and negative criticism of the College, its work has contributed to increased public confidence in policing and raised training standards nationally that has professionalised its newest recruited officers. The College of Policing can continue this work while promoting continued efforts to adapt to the everchanging policing landscape and work to support forces and their officers in their own development throughout their careers and beyond. Policing needs to unite from chief officers to frontline officers and staff to create the culture of collaborative working and innovation to change. With the investment made in the PQEF programme to deliver a degree to all new recruits, it could be argued that the biggest asset to policing is now the constables that serve. The PEQF however does have an unsustainable retention rate of police officers, which could be key in the near future as with the current attrition rate, any available successes, or benefits of the PEQF programme will be lost to other professions. 

Word Count: 2045





1

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:

Throughout this essay I am going to attempt to evaluate the policy of Gwent Police when using social media platforms to engage with the public. I will critically reflect upon my own experiences of the use of social media as a means of informing and engaging with the community and promoting policy initiatives. I will assess both the risks and the benefits involved in the use of social media in modern day policing and look at how the police use their chosen social media platforms as a means of interacting with the public on a daily basis.

When considering the use of social media in policing and in particular when critically evaluating how Gwent Police uses social media, I have firstly referred to the social media terms and conditions as set out by the Police and Crime Commissioners Office for Gwent (Latham, 2020). This is a document which sets out a number of points when considering the use of social media within the police force and sets out a number of rules and expectations around the use of the force’s social media platforms. Gwent Police also has its own social media community guidelines (Gwent Police) outlining the ways in which Gwent Police adopts the usage of social media. Its important to recognise here that a clear message which Gwent Police aims to make clear is that crime should not be recorded using social media. In all aspects of an emergency, a person looking to contact the police should always use the 999-telephony service in any emergency situation and should not use social media at all to do this. This is likely to be due to the immediate need for help in an emergency situation. The police call handlers are required to take note of particular details and the process of calling 999 in the event of an emergency is also a recorded telephone call which can be used as evidential purposes by police officers and can be instrumental in the successful identification and prosecution of offenders in certain circumstances. However, there may be circumstances where a person is unable to contact police and may not be able to speak freely, therefore by using social media to contact the police may be an opportunity for a person to contact the police discreetly. Although as a general approach, the police will explicitly state that in the event of an emergency situation arising that a person does not use social media to contact them, that is not entirely true. Although in an ideal situation that would be the case, however the police have to also recognise and respond accordingly to reports received on social media from those individuals who may only be able to contact via that means and understand that for some individuals in extreme scenarios, a social media report may be all an individual is free to be able to make and a person may be in a vulnerable situation whereby the cannot use a telephone.   

Social media are web‐based platforms that encourage and facilitate communication, interaction, and the creation and
circulation of content within virtual communities (Boyd & Ellison, 2007)
Social media are web‐based platforms that encourage and facilitate communication, interaction, and the creation and
circulation of content within virtual communities (Boyd & Ellison, 2007)
Social media has revolutionised an entire generation. It has impacted how we socialise and communicate with one another. Social media has been described as “web-based platforms that encourage and facilitate communication, interaction, and the creation and circulation of content within virtual communities” (Boyd and Ellison, 2007). It is believed that up to 55% of adults in the United Kingdom have a social media platform and 96% of those that do, have a Facebook profile (Ofcom, 2014). Gwent Police’s policy says that the force uses social media platforms including Facebook, Twitter, Instagram, LinkedIn, YouTube and TikTok. Through these channels, they have access to a vast audience to share the content in which they post. For example, via the Gwent Police Facebook page they have 167,000 followers attached to their streams of information (Gwent Police, 2024). Social media allows the police the opportunity to interact with these audiences on a local and national level, passing relevant content that updates the public but also drives confidence in the police. The police have control over the content they share, usually these posts are used to provide updates on investigations that are in the public interest, providing reassurances to communities or requests for information from our communities to assist with an investigation into locating missing people for example. It has been stated that “An online presence in a modern world is as important as traditional policing methods such as walking the beat” (College of Policing, 2014). It is important that police forces use these platforms to communicate with the communities in which they serve to develop their online presence to gather information and intelligence and drive confidence in the police and ensure public perception is that of an efficient and well-functioning police service. It could be said that policing on social media sometimes fails to engage with the communities and their online presence fails to gauge the interest of the public through lack of engagement, however if followers can relate to the posts and the content shared by police that they find engaging and enjoy reading the content, the audience is more likely to want to respond, interact, have a greater sense of trust in the police which will lead to the public coming forward with information directly. This could increase the effectiveness of the ability of social media to be more engaging and encourage two-way interaction with the public. 

There are however a number of risks associated with the use of social media in the world of policing. Information shared has to be cleansed and professionally managed to ensure safety and welfare of all concerned. Research has stated that “Missteps in its use can endanger the safety of officers and compromise criminal cases, resulting not only in embarrassment to departments but exposure to civil and criminal liability” (Stuart, 2013). Police have to consider what information is relevant to be shared with the public or only share information where names, faces of victims have been redacted to prevent the risk of identification of victims, witnesses and even the protection of officers and police staff. By placing too much information into the public domain could compromise the status of an ongoing investigation which could impact a suspect’s ability to receive a fair trial at court and could even impact upon decisions to proceed to continue with a prosecution. With this in mind, research says that the police are using social media more for the purposes of informing the public about criminality, roads policing incidents, missing people investigations, wanted suspects or recent arrests that had been made (Denef, et al, 2012). This demonstrates a one-way approach to social media where police are feeding their followers with the information, they choose to share that boasts about their successes which may not be entirely engaging with the thoughts of the public. To add to this, it has been stated that the police “use social media platforms merely to give or ask for information, rather than to engage in a dialogue with the public (Crump, 2011). However, in recent years this has changed and adapted where we have seen police have used social media globally to engage with the public on a variety of interest of high public interest areas. These have included natural disasters, terror attacks and even throughout the recent Coronavirus pandemic when rules implemented by governments that were enforced by the police but changed frequently. Social media played a key role in informing the public of up-to-date legislation and information when the ability for physical social interaction among us all had been restricted. Further police forces should always adopt the Code of Ethics when considering the content on their social media posts. Forces should avoid posting content that could be interpreted as being factually incorrect or emotive subjects that could raise public tensions. When considering the content of police posts on social media, police often divulge personal data of a person in return for intelligence and information. Thus, places risks upon the force and opening up potential for civil or criminal liability claims. Therefore, this personal data needs to be responsibly handled and processed with care and only be used for the most serious or urgent of cases where the circumstances allow (ACPO, 2013). 

One particular incident I can recall where I used the social media platforms was for the investigation of a high-risk missing person that I conducted. A person had been reported as missing after sending concerning text messages to family members informing them of their intention to end their life. I attended the home address of the individual and completed the necessary police objectives, one of which included obtaining a recent photograph of the missing person along with their clothing description when they were last seen. Whilst speaking to their family permission was sought for the publication of a social media appeal and as such this was shared across a variety of Gwent Police’s social media platforms. Several lines of enquiry had been exhausted by officers prior to the release of the information, however by generating a post and sharing it across the region, generated many new leads for the investigation and the appeal for help was also picked up by local media outlets that also shared the appeal. This meant that the request was sent to a huge audience that meant sightings, locations and information was received from the public that assisted the police in locating this person and ensuring their welfare and wellbeing was effectively managed. A majority of these leads would quite simply have not been received by police had there not have been the facility to use social media. Sharing of these posts is extremely low in cost and can be an immensely powerful tool in the toolbox of a police officer. However, it is the speed in which the police can share content with the public and receive that vital intelligence and information back that is the real advantage of social media in investigations of this manner. 

To conclude, social media provides the police with an innovative approach to online policing. It has the potential to revolutionise the way in which police engage their communities. Neighbourhood policing techniques and building confidence and rapport with communities is key to obtaining and developing operational policing information and intelligence that is used to keep communities safe. Police have to ensure that they are modernised in their approaches to the use of social media whilst balancing the challenging task of maintaining a degree of anonymity to those involved in the content shared online with enough information within the content to ensure the content is interesting, engaging for the reader. Social media is certainly here to stay and the polices approach certainly requires further extensive research to allow it to stay ahead of the development of modern-day advances. Social media is already a dominating form of police communication which in the future will further develop and become a fundamental method of building trust and confidence in policing in many years to come. 

Word Count: 1875


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 be recalling a policing incident which I have played significant role with a victim and will be looking at various differentiating leadership style’s and will be critically evaluating and evidencing a flexible approach to displaying leadership within a policing incident. I will analyse leadership strategies that I have developed which have been used to manage a range of different operational policing situations and I will reflect upon how the changing dynamic circumstances of a policing encounter can affect the change in different leadership styles. The work of Pearson-Goff and Herrington found that many characteristics of good police leaders were identified as including being ethical and exhibiting a sense of honesty and integrity along with trustworthiness, communication, and legitimacy (Pearson-Goff and Herrington, 2014). There is a significant likeliness to the characteristics of a successful leader and the College of Policing’s Code of Ethics (College of Policing, 2024). The incident I have chosen to recall is a third-party report to police of longstanding historical domestic abuse involving control and coercion, along with emotional and mental abuse of the victim. Throughout this incident I demonstrated a mixture of transformational and authoritarian leadership strategies that was used to manage this situation throughout. The practice of transformational leadership has been described as when a person “performs what is expected of him or her, while the leader specifies the conditions under which these expectations must be met and the rewards that the subordinate will receive when the requirements are fulfilled” (Engel and Worden, 2003). The college of policing has published its views on leadership strategies in policing. They state that “the leader expectations have been researched and developed to define what good leadership looks like in policing. They have been developed at five stages: everyone as a leader, first-line leaders, mid-level leaders, senior leaders, and chief officers and staff” (College of policing, 2022). These guidelines set expectations on police officers’ dependant on rank and supervisory roles within policing. They outline the various levels of expectations of leadership required of police officers of all ranks when dealing with both policing incidents and colleagues in the workplace. 

Many leadership strategies for policing have been collated to outline the core competencies and expected behaviours of leaders at all levels throughout policing. Many of these strategies have been recognised in policing globally and not just in the United Kingdom. These styles and attracted behaviours impact on decision making processes and motivation and morale throughout policing. A police officers’ actions impact the operational performance of the police force. Research has found that “Police managers are encouraged to persuade officers to embrace certain goals and values not because doing so will produce desirable personal consequences, or failing to do so will produce negative ones, but because doing so is simply right and proper or the best way” (Mastrofski, 2004). When police officers share a goal or objective with the leadership team of their force then that will aide the results generated and produce a positive outcome. Further leadership strategies used in policing are authoritative leadership and transactional leadership. Authoritative leadership has been defined as “strictly rules-based with a preference for order and a sometimes military-like approach. In such organizations, the leader exerts full control over the team, and subordinates are expected to simply follow and obey, not to offer feedback or contribute ideas” (Golembiowski, 2020). Authoritative leadership is often seen as a one person in charge style of leadership that has been adopted by police forces and military services worldwide historically. Its thought to have been particularly successful for police forces and the military historically but is now seen as a strategy that should be moved away from. The transformational leadership strategy is similar in nature to that of the authoritarian strategy in that there is set of rules or expectations that are required to be achieved but are not met with punishments or negative outcomes if not reached. Additionally, Transactional leadership is defined as a negotiated exchange process between leaders and followers (Hollander, 1958). A transactional leadership approach is often the most commonly used leadership strategy. This is due to its successes. Transactional leadership is viewed to be successful but is often compared on whether the leadership behaviour is rewards based or punishment based (Young et al, 2021). Transactional leadership is similar to authoritative leadership in that rewards or punishments are handed out based on the subordinate’s performance and ability to reach a set goal. This leadership strategy is believed to be particularly useful when staff conform to rules and share the vision of the leader whilst fearing disciplinary action for the inferior performance rather than anticipation of positive feedback being received. 

The domestic related police incident I have referred to above came to the attention of the police via a professional third-party agency that submitted a confidential report with the support of the victim. I contacted the victim discreetly as the aggressor in this matter was not aware of police involvement at this stage. If the aggressor had come into the possession of this information, it was almost certain to have heightened the risk posed to the victim. I met with the victim at a time that was convenient for her at the police station and discussed the matter in length. We documented a pattern of coercive and controlling behaviour throughout the course of their 13-year marriage and she expressed her concerns about the risk he would pose to police officers when progressing the investigation to an arrest. A decision was made that the aggressor would be arrested. The victim has informed me that he was a large man that would like to react to police attendance and become angry and violent easily. I coordinated and led a team of police officers to ensure the subject could be arrested safely for all concerned and so five police officers attended the address whilst I adopted the transformational leadership strategy. I was the officer dealing with the matter and the officer with the most involvement and so as such, I took a leading role in speaking with the aggressor at the address, informing him he was under arrest and the immediate actions thereafter. The male refused to open the door to police officers, and although police had a power under the Police and Criminal Evidence Act to use force to gain entry, this was not he preferred method as securing the door for the victim would be a hinderance. Negotiations took place and the male eventually opened the door and officers found him armed with a small item concealed in his hand. The male at this point was not threatening or abusive and had begun to calm down, although the risk posed to officers was still significant. When the opportunity became available the male was apprehended and one hand placed into hand cuffs. The male became obstructive and resisted the arrest. Whilst being conscious of any weapon the other hand of this male, I called for another officer to place the male into a wrist lock and release the hand and drop the weapon which was a large sharp style key that would have certainly been capable of causing a worrying injury. Using this Authoritarian leadership strategy, mean I could demand orders from other officers, but this was to ensure efficiency in arresting the male and ensuring that no person’s present could become injured in the process. The male was arrested swiftly, without the use of any additional force other than the mandatory handcuffs for transportation to a police custody unit. The victim was safeguarded, the male was safely in police custody and the welfare of all officers involved had been maintained. This transformational leadership strategy used has been described as for “those who stimulate or inspire followers to both achieve extraordinary outcomes and, in the process, develop their own leadership capacity” Riggio and Bass, 2005). A transformational leader is one who develops an ability to coach those around them to successfully achieve a desired outcome or motivate and gather momentum towards the goals of an organisation. Following the arrest there were many objectives to be achieved, from safeguarding of the victim, seizing evidence, photographing evidence and other golden hour enquiries. These tasks were dividied amongst my colleagues who remained at the address whilst myself and another colleague transported the aggressor to custody. I took this decision as I felt as though I have the ability to manage conflict well and had begun to build a rapport with the detained person and so I felt it was important from a risk management perspective that I continued with the transportation to the custody unit as I felt this was the lowest risk option for myself and my colleagues. The remaining tasks were conducted by my colleagues at the home address and were managed at the scene by my colleagues. The offences disclosed by the victim involved emotional controlling behaviour of the home appliances, including things such as the central heating system and access to lighting throughout the home. The aggressor had a fascination with home automation and took satisfaction from the ability to be able to control aspects of the home from applications on a mobile phone, thus preventing access for the victim. Part of the investigation then led us to concerns around the aggressor having listening or recording devices secreted around the home and so I liaised with a specialised department within the police to attend the address and use high specification equipment to scan through the address and perform a check, to install a sense of peace of mind for the victim.

To conclude, throughout the management of this policing incident it is important to reflect on the multitude of leadership strategies adapted throughout this incident and other policing incident I have dealt with throughout the probationary period as a police officer. This allowed for the use of different behaviours to be practically adapted to best suit the needs of the task in hand. I am confident in the ability of my peers and I, in that we successfully managed the incident safely whilst providing safeguarding and risk averse situation to a victim who had suffered long standing domestic abuse. Good leaders learn through experience, and I believe we should all be continually conscious of our ability to adapt to a changing set of circumstances. Being flexible in your approach to leadership is key in policing as you can always plan ahead for what you may do in any given scenario, but you never predict what policing incident you could be dealing with next. 
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:



In this essay I will reflect upon the entirety of my probationary period as a student police officer. I will look at ways that I have benefited from mentoring and coaching throughout this period and how this has assisted in helping me to meet any personal, professional, or organisational goals throughout this time. I will look at how this has supported learning practices, development, and performance in workplace. The use of reflective practice is promoted by the College of Policing and their new and innovative ways of learning stipulated by the Police Vision 2025. By reflecting upon my probationary period, I aim to identify the areas of my probationary period that went particularly well and learn from any mistakes that may have been made. Although I recognise that reflective practice may not be nest suited to everyone as individuals each have their preferred way of learning (Tileston, 2005) I have conducted reflective practice periodically throughout the course of the PEQF programme and I would agree that reflection is indeed a great learning tool. Research states that we can all learn from professional errors which is vital for successful reflective practice (Sicora, 2017). Reflective practice for professionals has been used for decades, this is not a new technique. Although this is a new technique in policing. Research says that professionals or reflective practitioners’ can be described as reflectors, pragmatists, activists, and theorists (Honey and Mumford 1992). It has also been claimed that other people preferred to see, do, or hear things in order to best learn (Fleming 2001). For the extend of this essay I will utilise the practice outlined in the Atkins and Murphy cycle model (Atkins and Murphy, 1993) to reflect upon my three-year probationary period. The model works in five stages. Firstly, you use a sense of awareness of the task in hand and understand what is it that you intend to reflect upon. Secondly, a description of the situation is desired to be reflected upon. Thirdly, a challenge stage is used to identify other options or alternatives that could have been used or completed for the task. Fourthly, you evaluate the task and understand if the task was successful or not and what knowledge was gained or any mistakes that were made. Lastly, you identify any learning by following the process the previous four steps. 

Throughout my probationary period as a police officer, my development and support has been reinforced through the coaching and mentoring support I have received and has access to. Coaching and mentoring are essential parts of learning the role of a professional police officer. Personal development is aided by the guidance and support of your fellow colleagues, supervisors, and allocated tutors. One of the key areas of my development was the tutorship phase of the PEQF programme. There was a ten-week period where I was guided by my tutor when first placed onto a response policing shift. This is where I achieved the best learning. For me personally I learn best by seeing and doing with a hands-on approach rather than classroom-based study such as the first six months of the PEQF where I felt was difficult. Research says that a particularly skilled mentor can aid in recognising areas for improvement which help a mentee to overcome a challenge and achieve a better understanding of that challenge (Clutterbuck, 2014). However, I have noticed throughout my own probationary period how quickly police officers can move from one department or team to another. Faces change regularly, and quite quickly you can start by being the new person to the team, then all of a sudden, your one of the longest standing members of that team. Research also says that “working with peers brings unique challenges including blind spots, collusion and the possibility of stagnating at a common developmental level” (Turner, Lucas & Whitaker, 2018). Therefore, I recognise the advantages to learning from multiple different people, who have multiple strengths and weaknesses. It is important to understand in policing that there is never just one way of dealing with a particular set of circumstances and experiencing those differing viewpoints on these can impact your learning and development whilst being conscious of your own openness to change continually in your approach to policing. This is something I hope to adopt throughout my policing career. 

When considering my own reflections on my probationary period throughout policing I can recall the beginning of the twenty-six-week period of initial training and the commencement of my PEQF training. I remember how naïve 32 new police officer recruits arrived at the policing training unit. We all tentatively arrived on the first day during the Coronavirus pandemic in 2021. Nervously, we were introduced to one another within a classroom along with the police training staff who would oversee our initial training period and act as our coaches and mentors throughout that specific period. We were soon individually swearing an attestation to the late Queen Elizabeth and received our warrant cards. We were then warranted police officers. I was unsure how this would have affected me personally re-entering the world of education and learning later in life and the prospect of completing an undergraduate degree programme filled me with fear considering it was almost 15 years since I had left education. Although as the studies in higher education shows that mature students aged 25 years or more, accounted for approximately 24% of domestic undergraduate students enrolled in Australian universities in 2010 (Chester and Watson, 2014). This demonstrates that it is not just school leavers that attend university and that anyone can return to education at any point throughout their lifetime. Throughout this time, my fellow student officers grew as a group and became not just colleagues, but many friendships were also formed. Having the assistance of my colleagues and mentors removed that anxiety of returning to education later in life. Group coaching has been described as ‘a collaborative and time-limited small-group process in which a professionally trained coach uses coaching principles and approaches to work with a group of individuals on their own personal goals and/ or outcomes’ (Nacif, 2021,). This suggesting that working as a group can promote learning outcomes for everyone involved if supported by a professional coach or mentor. Many assessments, both written and practical came and went throughout this period of initial training and I recall a feeling of wanting to get out from that classroom environment and into the real world of policing. I do feel that the initial six months could have been broken up with small and short bursts of practical experience on the road with mentor officers. This would give a more realistic view of the world of policing instead of from the protected world of scenario based practical training in the classroom.

Soon, our passing out parades arrived. Close family and friends were able to share the moment with the group in the presence of the Chief Constable. The next phase would be the tutorship phase. A ten-week programme where you experience and are assessed against a set criterion of policing incidents before being able to be signed off for independent patrol status. The ten weeks I spent with my tutor constable were invaluable to me. I developed as much in that ten-week period as I did throughout the entire six-month classroom training. My tutor was an experienced police officer of many years who took the time to listen, advice and ultimate develop my understanding of the role through continual positive and negative feedback in order to identify what worked well and where improvement could be made if faced with the same set of circumstances again in the future. This steadily build my confidence and equipped me with the basic level of physical experience necessary to be able to face policing incidents and form ethical decisions based upon the Code of Ethics and implementing the National Decision Model thoroughly. Through this dynamic period of using feedback to reflect upon individuals policing encounters allowed me to develop professionally, identify contingencies for a situation and grow and learn. Although it should really be noted that I do not think this is a universal feeling for everyone undertaking this process. Not all coaches and mentors are positive in their coaching strategies. I do not think all student police officers have had the same one on one interactions with their mentors and received the same opportunities to gain experience and reflect upon their experiences and taking away any learning points from the incidents they have dealt with. That good working relationship with a coach or a mentor is key to achieving a positive outcome in the tutorship phase. 

Since achieving independent patrol status, coaching, and mentoring has been instrumental in the further development of my abilities and skills as a police officer. I have received further training around emergency response driving, the use of a stop stick device, have become a level two trained public order officer and I am now equipped with a taser device whilst on duty. These are all key areas of my own continued professional development where learning points have been achieved on each training course I have completed, which have all been delivered by different coaches and mentors within the world of policing. Using these transferrable skills, I have been deployed to a substantial number of policing incidents throughout the 3-year probationary period. Feedback throughout this PEQF programme has been very constructive throughout my personal development. Feedback within the workplace has been described as “providing constructive feedback is an important component to the development of any team, and a workplace where staff are comfortable with giving and receiving feedback will help build employee morale and enhance skills” (Hibbert, 2013). I pride myself on the quality of my work and the content within my investigations. I choose to be an initiative-taking police officer with a can-do attitude, and this has been recognised with my efforts to detain a suspect for a burglary at the home of a lone female during the early hours of the morning where a suspect was located hiding in the garden area. I received personalised feedback from this incident directly from the Assistant Chief Constable for my efforts in detaining this suspect. This feedback is encouraging and promotes a sense of achievement when you are recognised for your efforts in what was a very traumatic incident for the victim where we were able to safeguard the vulnerable victim by making a pro-active arrest whilst the incident remained ongoing. However, it is important to note that not all feedback is positive feedback, but it is important that all feedback is viewed as constructive in order to use that feedback to learn and develop. However, research recognises that negative feedback can be difficult to provide or receive as Hibbert also says that “negative feedback is particularly difficult to deliver but it is crucial that this is delivered in a constructive manner” (Hibbert, 2013). This demonstrates the potential sensitivity surrounding feedback and the concerns that should be considered.

In conclusion, which ever route to and whenever individuals join policing and embark on this wonderful career path, training along with continual learning and development will be key to the success and progression of that person. The role demands dedication and commitment from you and those closest and around you personally. In order to achieve and hit personal and organisational objectives it is imperative to understand the reward gained from coaching and mentoring, reflective practice, and the recognition of positive and negative feedback as a means to learning from an experience. There is no doubt that the structure of the PEQF programme has been designed to produce the best quality professional police officers possible as a result of concluding the programme, however the impact of others in this process in sometimes unrecognised. The support of fellow colleagues, line managers and my close family is sometimes overlooked as it is those who know you best that are best suited to support you, mentor you and provide that key feedback you sometimes require. I will forever be grateful to those individuals who have supported me throughout this process and this achievable for me. 
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