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Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

[bookmark: _Hlk148550904]You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
[bookmark: _Hlk148550884]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)




Introduction:
In this essay, I will analyse and reflect upon my role within a policing incident, evidencing how I have worked to fulfil the role of a modern professional police officer. I will critically reflect how my role as a police officer has changed over the last three years, having gained experience and knowledge within my role. I will critically evaluate the strategic role of the College of Policing and evaluate how it has aided me in working to become a modern professional police officer. To assist me in structuring this essay, I will utilise Gibbs’ reflective model, breaking down my experience into reflective stages. 

What Happened? 
I attended an incident where a male had reported that his partner had assaulted him. On speaking to both parties, it became clear that the male’s account was inconsistent with the circumstances. However, as the male did have a small injury to his leg which he said was caused by his partner, the female was arrested and taken to custody. Whilst there, I noticed that the female had substantial bruising to her neck and arms. I reassured the female that she was in a safe place, and enquired as to her injuries. She allowed my colleague to take photographs of her bruises and cuts, but despite positive encouragement and reassurance, she initially did not disclose anything, insisting that she was simply clumsy. She was soon released with bail conditions to not have any contact with her partner. Whilst on bail, it became apparent that the male had provided a false name to officers, and that he had served lengthy jail sentences for several counts of serious domestic violence against previous partners in a different force area. The male also was not allowed near children, and involvement of social services gave the female an ultimatum: leave her partner and safeguard herself and her children, or lose custody of the children. She ultimately made the choice to leave him, and supported police investigation to pursue complaints against him for several counts of domestic-related common assault, actual bodily harm, coercive and controlling behaviour and intentional strangulation, aided by the photographs of the injuries that had been taken of her in custody, as well as specially trained officers. 

Feelings and thoughts:
During my initial attendance at the incident, I had a feeling that the story provided by the male did not add up. He was the reporting party that had called police, but was very reluctant to allow the female to leave with officers, offering himself as martyr, becoming verbally aggressive and obstructive when his partner was arrested. This made me feel uneasy, and had me second-guessing my own judgement and actions. Whilst I knew that something was not quite right, with the rising tensions of the incident, as well as the female’s quiet distress, I made the decision to arrest her. I worked through the national decision model, trying to evaluate my options and contingencies, and although I could justify my actions at every stage of the process, I still had reservations about bringing a potential vulnerable victim into the criminal justice system as a suspected perpetrator. With the benefit of hindsight, however, I am happy with the overall outcome. 

Emotionally, I found the incident quite challenging to deal with. At the heart of the matter was a traumatised victim who felt that she could not bring herself to tell anyone about her partner’s violent nature toward her. I felt great personal responsibility and pressure to make the right decisions and nurture her trust and compliance, especially later on when she became supportive of a police complaint. Even when going off duty, I would wonder how she was doing, worrying that she was pressured into breaking her bail conditions and forced into living with him and his abuse once again. 

Evaluation:
It has been argued by proponents of the College of Policing that a police officer’s overall authority is at least partially derived from their epistemic authority, which is the authority that someone possesses based on their knowledge and education (Wood, et al., 2018). The College of Policing (CoP) has an important strategic role in professionalising policing in this regard within the U.K, and has a key role in researching, developing, and implementing both training and guidance as part of a framework that embeds professional knowledge as a means of increasing a police officer’s epistemic authority (Honess, 2016). 

To work towards achieving this goal, much weight is placed on the importance of ongoing professional development, as well as on maintaining and developing specific and general skills as an officer. In his 2011 report that preceded the creation of the CoP, Neyroud underlined the importance of evidence-based approaches in all aspects of police training (Neyroud, 2011), and the role of a police constable has since developed into a multi-faceted profession that places importance on autonomy, ethics, development and discretion (Maile et. al, 2022). 

As well as the heavy emphasis on continuous training and development, the College of Policing’s influence in professionalising policing is evident in the publication and adoption of best practises and guidelines in the form of Authorised Professional Practice (APP), a comprehensive library of guidelines that set out to ensure that officers are equipped with suitable guidance alongside their skills and knowledge needed for a dynamic and often challenging work environment (HMICFRS, 2022, December 22). 


Analysis: 
Having entered my third year as a police constable, I have gained invaluable experience in the everyday fulfilment of my role, attending an increasingly broad variety of incidents that vary from routine to completely unusual. In this, I have gained a solid foundation of epistemic confidence that has allowed me to make more authoritative decisions in less-familiar circumstances, bolstered by experience and knowledge that I have accumulated. 

As a police constable I have embraced the College of Policing’s guidance, and have participated in many courses and training programmes, including training on diversity and inclusion, community decision making and case-file management. Several months prior to attending the above domestic incident, as part of my ongoing development I had attended a classroom-based input on vulnerable persons and domestic abuse. A small but important part of that training package was the underlining of the role that skills gained through experience, such as ‘professional curiosity’ and ‘developed intuition’ had in the advancement toward a positive outcome for a victim of crime, as well as how they can be properly applied in a policing context. 

Although skills such as these are gained primarily through practise and experience, the College of Policing gives guidance to officers looking to further train and develop such skills, and also provides empirical evidence to their efficacy (College of Policing, November 2021). Viewing and implementing APP such as this has assisted me greatly in honing my skills and have contributed greatly to my professionalisation. 

In the time since achieving independent patrol status, I have gained a greater degree of autonomy in my actions, bolstered by the confidence that I can defensibly account for my actions because my decisions can be justified with effective use of the National Decision Model – another form of APP that is utilised heavily by all police officers in the U.K. (College of Policing, 2013, Ocrober 23). 

Confidence and accountability are both key attributes in the professionalisation of the police force, as set out in the Policing Vision 2025 (NPCC, 2015), In my two years since leaving initial training, I have seen myself grow professionally in both of these regards. An example of this is that I now rely less on the advice of colleagues and supervisors when making time-sensitive decisions. Had the above incident happened a year ago, I believe that I would not have had the experience or knowledge to properly manage it and would likely have relied heavily on the micro-management of the scene by my supervisor in bringing the incident to a conclusion. By working independently I am also contributing to a more cost-effective workforce, minimising the resources required and reducing the requirement for supervisor’s micromanagement.

With the increase in experience and knowledge has also come a gradual change in my own role as an officer. Having achieved nearly 3 full years in the role, I have gained skills and qualifications that assist me in my role as a constable. Along with being able to drive using blue lights to emergency calls, I have also undertaken TASER training – which has given me valuable skills in conflict management and de-escalation. My length of service, as well as the experience I have gained has also meant that I am now often partnered with less-experienced officers, and have found myself more often taking the lead in situations as well as giving advice and support, acting as a mentor for students who are younger in service. 

Along with skills and experience in dealing with crime, partnership working is a pillar of modern-day policing. I have seen the challenges that police officers face, and have come to understand that many problems cannot be tackled by the police alone. As part of the College of Policing’s five-year strategy, partnership working is encouraged, and the College is recognised as a “lead partner a on cross-sector leadership programme” with other public sectors (College of Policing, 2014). By sharing information with partner agencies, such as social services, I was able to take steps to ensure that the relevant parties were properly informed and involved in the domestic abuse case. The involvement of social services allowed meetings to take place that ensured the safety of the female and her children, but also schools were made aware in order to properly safeguard the children and address any adverse experiences they may have had.  

Conclusion:
In their 1997 study, Smith and Aamodt wrote that the degree to which an officer is educated positively impacts their overall performance – but also found that these benefits do not become apparent until that officer gains experience (Smith and Aamodt, 1997). Whilst the  College of Policing’s role in professionalising policing cannot be understated, I believe that it is my experience combined with training that has allowed me to become a competent police officer. In this situation, I do agree that more training and knowledge of the law surrounding domestic situations would have allowed me to make more confident and lawful decisions, but I also believe that I could have also benefitted from more training on support available from charitable partners as well as third-party government and council agencies and initiatives. 

Initiatives such as the Policing Vision 2025 have pushed for more community driven and intelligence-led approaches, driving forces away from the traditional reactive model of policing, whilst the College of Policing’s five-year strategy has provided a road map for the continuous improvement in professionalisation.  Together, they provide only a small summary of what the College of Policing is working toward in a larger picture of policing. In becoming confident, capable and professional, I believe that strategies and roadmaps such as these allow for a better overall vision of policing. 
Word Count: 1829 words
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
[bookmark: _Hlk148550934]You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


  
	
[bookmark: _Hlk148550944]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:

[bookmark: _Hlk150858998]In this reflective essay, I will critically evaluate my own experience with social media as a tool to inform and engage with the community. I will comment on how my own experience may compare with others in similar roles in other police forces, as well as potential uses for social media that I have not yet utilised. As a guide, I will use Borton’s model of reflection, which will allow me to draw from a number of my own experiences, as well as compare these to examples and case studies from across U.K. policing.  
 
During my first three years of probation, I have come to understand that the use of social media forms a small but significant part of many people’s day-to-day lives, often contributing to adversity, with many cases of harassment, threats, or malicious communications involving platforms such as Snapchat, Facebook, Instagram and TikTok in one way or another. Recent estimates suggest that 87% of the U.K. population uses some form of social media, with 80% of users accessing it at least once a day (Department for Digital, Culture, Media and Sport, 2020). Although whilst in my role, my experience with social media has been limited to investigating instances where use of a particular site or app has been used as a means for committing an offence, I am aware that with such commonplace usage, social media, when correctly used by the Police or other public agencies, can be a powerful tool to engage with the public, providing in an instant useful and relevant information as well as offering a degree of transparency for commonplace actions, policies and procedures. 

In my own role, I have had no first-hand use of social media as a tool for wider public engagement, with many police force’s social media guidelines stressing the importance of only allowing trained and authorised users to have control over and use the force’s public facing accounts (Leicestershire Police, 2023). Instead, requests for social media posts are sent to specific persons or teams, and the information disseminated from there. Further to this, owing to the nature of a response officer’s role, I have so far had only two reasons to consider making social media post – with those being to give information about missing people, or to inform the public of road closures. 

Reflection, social media for Informational Purposes:
It is difficult to reflect on the effect that my use of social media has had on my duties, or on the general public, with my involvement in the use of social media as an engagement tool often beginning and ending at the point that it is used. In one instance, I was in attendance at a road closure for a main road in a small Valleys community where a vehicle had collided with a gas substation, causing huge amounts of gas to leak onto a somewhat busy road. Early on in the incident, I had made a decision to close the road in order to protect the public, as well as to minimise the risk of flammable gas ignition. I had also asked the control room to put out a social media post, informing followers of the relevant accounts that the road was closed due to a gas leak. I provided no further information, other than that the road would likely be closed for some time. I was informed shortly after that the social media post was live, and from that point I had no further input on the social media post, and would not be able to reflect on how many people it reached, nor how many people engaged with it. In terms of the incident, I remained at the scene directing traffic away and informing local people of the developing incident.

In reflection, I feel that in this instance my request for a social media post was a tick-box exercise, used as a tool that may help to inform the public of why police were in attendance after-the-fact rather than a method of reducing traffic flow or keeping people away from the area at that time, with road users not being able to see the posted information until they were stopped and browsing their phones from a safe place.  

So What?
Despite my limited engagement, the benefits of posting such information onto social media platforms are many, and might include reducing misinformation spread, as well as keeping the public informed in a transparent way. By keeping members of the community updated in a timely manner on why the road was closed, the police can help prevent the gossip or misinformation that can spread in a community, especially when there is a large police presence (Hollywood et al., 2020). If the situation had developed into a more serious one, social media would have also allowed the police to communicate and provide real-time updates and safety information to members of the community, had large-scale evacuation had to have taken place. Further to this, posts that inform the public of road closures can help drivers to plan their journeys better, allowing safer and more informed trips along the roads – reducing congestion and driver fatigue (National Highways, 2020). In terms of engagement, informational posts do have the ability to have a wide-reaching impact: current figures show that around 52% of social media users most commonly access social media in order to find out what is happening in their local area, and by utilising popular social media applications, police forces can engage with large numbers of people in a community within a short space of time (Department for Digital, Culture, Media and Sport, 2020). 

With social media being the most effective way of disseminating information quickly and on a large scale (Riddle, 2017), along with local information and changes to the local area, it is clear that social media can be used as a tool to pass and gather time-sensitive information when there is a requirement for speedy updates and widespread coverage, such as when seeking information relating to missing or wanted people. Once again, I have only limited engagement in this respect, but have used social media for this purpose on at least three occasions. 

Reflection, missing persons:
My use of social media in this regard relates to an instance of a missing child who was believed to have travelled toward London in order to meet an adult who had been grooming them online, though there was no way that this could be confirmed, so local officers’ efforts focused on potential sightings and missing person hot-spots. Early on in the investigation, officers had sought permission from the missing child’s family to post a photo of their child on social media, in order to inform the public of the child’s status and to encourage members of the public to come forward with possible sightings. 

Although I had no access to the social media posts themselves, many viable tip-offs that were received through comments posted on Facebook were relayed to officers by intelligence and control room staff, and many officer hours were spent checking locations and CCTV where members of the public stated that they believed that they had seen the child. At the conclusion of the investigation, the child was found by British Transport Police officers who had located the child in the company of an adult in a London Underground Station. From the point of going missing, the child had not visited any of the locations where she was believed to have been seen, however, I later became aware that the missing child’s family were encouraged by the visible positive police action. 

So What? 
In this particular instance, although public engagement from social media did not have any fruitful leads, it is clear to see how in a different situation, the tip-offs and information could be an invaluable contribution to the search efforts. 

In reflection, I believe that there are many times where social media can be a very useful tool for a response officer, and that my limited engagement with it is due, in part to the more rural nature of my current role, as well as limitations in my own thinking and mindset, as well as potential influence from a particularly social-media avoidant workplace culture. A recent article published by Avon and Somerset Police highlighted their successes with social media appeals in promptly finding missing and wanted people, identifying shoplifters and other suspects through CCTV and encouraging wanted individuals to hand themselves in (Avon and Somerset Police, 2023). 

Although I am unable to use social media directly as a part of my role, I am a follower of social media pages operated by my own force, as well as other U.K. forces. Platforms such as Facebook, Twitter, TikTok and Instagram are all used by U.K. police forces in varying amounts to engage, and positively influence police opinion in local communities.

I am aware that aside from appeals, social media can be a useful tool for education and engagement. One notable creative use of social media has arisen from the collaboration between Devon and Cornwall police and vehicle modification enthusiast ‘GeorgesCarMedia’, and serves as a way to engage with members of the public, educating them about vehicle modification safety and legality in a way that does not alienate car enthusiasts and owners of modified vehicles (GeorgesCarMedia, 2023). 

Social media use is not without its risks, especially where it may have a significant negative impact on public perception. Although policies and procedures are put into place to ensure that information is manged correctly, and to ultimately protect the force from embarrassing or illegal transgressions, there still exists the potential for awkward encounters with professional social media accounts. During my second year of probation, South Wales Police made social media headlines due to an unfortunate post on Twitter that had been screenshotted and shared around the internet. The Tweet in question is an example of a specialist team engaging with the public in an attempt to show transparency and to increase public engagement, and stated:

“#SWPSpecialistSearch engaging with the marine community on the hottest day of the year… thankfully everybody is enjoying the sun and the water responsibly so far ^4572
That’s the sort of shit the other teams are putting on”
South Wales Police, 2022

The unfortunate copy-and-paste error has since encouraged the force to adopt more strict social media policies, as well as put additional safeguards in place to prevent similar breaches in future (South Wales Police, 2023). The ease of which the post was uploaded also underlines the potential for illegal and expensive disclosures of information by unaware officers or staff. Information that is incorrect or sensitive posted by an individual on their personal accounts may perhaps render them liable to civil or legal proceedings, but similar information posted by an organisation such as a Police force may hold them liable to fines of up to £17.5 million (ICO, 2023).

In the future, I will consider the benefits of social media use earlier on in an investigation or public welfare incident. Whilst I am aware of the risks of social media use, by being aware of its limitations and the safeguards now in place, I will try to use social media more confidently and more often. I must also be aware of my own negative bias toward social media, and not see it only as a negative influence on people’s lives that should be used sparingly, but as a powerful asset that should be used to engage and interact with people on a widespread level. 

Word Count: 1915 



Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 
 
[bookmark: _Hlk148550967]You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
[bookmark: _Hlk148550976]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:

Introduction:
In this essay, I will reflect upon a policing incident in which I played a role as a leader figure. I will evidence my flexibility in leadership styles, critically evaluating that flexibility, and drawing comparisons to established leadership styles. I will also analyse leadership strategies that I have developed during my time as a police constable, evaluating how they may be applied to different policing situations. To assist me in structuring this essay, I will utilise Gibbs’ reflective model. 

Description:
The incident I will be reflecting upon occurred in a close-knit housing estate and involved a small-scale public order incident brought about by allegations of paedophilia against a member of that community. Police attendance was required due to an allegation which stated that a young adult male had engaged in an indecent conversation with, and had sent indecent images of himself to a child who lived within the same housing estate as him. The father of the child in question became aware of this and threatened to take matters into his own hands. Initially a priority response, officers were deployed on blue lights when calls were received from the suspect’s family stating that the child’s father was sending messages to them, telling them that he was coming to their property, and demanding that the suspect came outside. 
On our attendance, the irate male was found outside of the suspect’s property, making demands for myself and other officers to arrest the suspect and to get him outside to be ‘dealt with’. Initially, I told him to go back to his own house and informed him that that I would arrest him to prevent a breach of the peace if necessary. As tensions escalated, members of the public that were previously only observing began to come into the street and protested at their perceived lack of effective, immediate police response. With not enough officers to effectively manage a potentially dangerous public order situation, I engaged with the quickly gathering group, including the victim’s father, and managed to de-escalate the situation with a more transactional approach. 

Feelings:
Initially, I felt a mixture of empathy and frustration toward the victim’s father. On one hand, I believed that his emotions and frustrations were genuine and valid, however I also knew that his uncontrolled emotions had the potential to escalate an already tense situation into a volatile one. Whilst he felt that he was aggrieved in this situation, his behaviour and attitude could have led to him committing further offences, so in dealing with the early stages of his protests I felt that a direct leadership style was needed in order to prevent this, as well as manage his impossible demands and pleas and also his expectations. As more people gathered, however, I knew I had to manage their frustrations and diffuse their anger with positive reassurance and engagement, as well as give assurances that the suspect will be managed in accordance with the law, likely arrested but only when his safety was guaranteed, and I could be assured that no other crimes would take place, particularly against the suspect.
On a more professional level, I also felt at times somewhat powerless during the interaction. In my experience, when people do not listen to your reasonable and lawful orders, then there sometimes exists a reason to utilise lawful and reasonable force in order to ensure that those actions are fulfilled, either in order to prevent a breach of the peace, or otherwise arrest that individual for other offences (PACE 1984). I had not yet experience a situation where I was unable to enact lawful force, for fear of causing a public incident or for conducting an illegal arrest or use of force, and the feelings over powerlessness were paired with a level of confusion and lack of confidence. 
 
Evaluation:
My initial leadership style was direct and authoritative. In my past experiences with incidents that have the potential to rapidly escalate, this leadership style had tended to work well, especially when working with individuals or small groups of people. In this instance, had it just been the victim’s father causing issue within a closed system, i.e.: without influence or support from other members of the community, then failed attempts at verbal communication would have been practicably followed up with his arrest, or his removal from the scene at a minimum. In this situation, though, the visual impact toward emotive onlookers of arresting the aggrieved individual could have increased tensions, and potentially caused those tensions to spill over into a situation that was outside of my control. 

As the incident unfolded, I recognised that I would have to adopt a more engaging, but no less authoritative approach in order to de-escalate the community’s tensions. I stood down my position of issuing direct promises of arrest in favour of a more appeal-oriented attitude, explaining my reasons for the gathering group needing to clear the area, and conceding that the victim’s father could remain in the housing estate, and would updated and informed through the entire process in return for his compliance. 

In this change of leadership style, I ensured that my basic, initial demands were still met and that the overall goal of removing the suspect from the house safely could be achieved. In my experience, when adopting a more flexible leadership style that involves conceding certain points or issues in a negotiation, the subject of that negotiation will attempt to make more and more requests, changing their demands in order to gain for themselves a more satisfactory outcome. It is for this reason that I stated what I needed from the situation early on, and made clear the demands that would not be up for consideration. I made sure to re-iterate my initial demands, that the area outside of the suspect’s house were to remain clear, and re-iterated the concessions I made, underlining that I have already been flexible in my approach. 


Analysis:
There are many times where Police Officers are called upon to act as leaders to members of the community, from emergency situations to the addressing of long-standing community issues. Day-to-day policing commonly employs different leadership models, the implementation of which is dependent on the task at hand, and different leadership styles are used depending on the audience, as well as what the overall goal is. There is no ‘one size fits all’ approach, and what works in one situation, may prove to be detrimental to performance in another. 

In the earlier stages of the incident, my requests and actions were direct and authoritative, giving orders in an attempt to assert control in a fashion that aligns with the autocratic leadership style. Current literature supports the idea that in emergency situations, the adoption of an autocratic leadership style allows for quick decision making by allowing people to operate at their peak within a time-sensitive environment (Rosing, Boer and Buengeler, 2022). Although other officers were with the alleged perpetrator of the indecent communications, there still existed an urgent need to remove that suspect from his property in order to secure evidence, as well as ensure his own safety. In the early “action phases” of this emergency incident, successful adoption of that autocratic style would have allowed the best chances for the mitigation of any escalation, allowing control over the incident, and allowing the emergency situation to be handled safely before moving into a “transition phase” where concerns could be addressed and relationships built or re-built with a more democratic style of engagement (Rosing, Boer and Buengeler, 2022), (Lewin, Lippitt and White, 1939). 

The crowd of participant onlookers, acting as external elements in the situation meant that the “action phase” could not be concluded safely, and the optimal movement from an autocratic to democratic style could not take place as planned.  In this instance, my actions that followed were most aligned with the Situational Leadership model (Hersey and Blanchard, 1969). The Situational Leadership theory suggests that a leader’s probability of success can be maximised by adjusting their leadership style to best fit the situation, taking into consideration the attitudes, abilities and maturities of the individuals and teams that are being led. By adopting a ‘selling style’ of leadership under this model, followers who have the ability but not the motivation or will to complete a task are more likely to be encouraged to follow through with the required actions through persuasive explanation and guidance (Kenton, 2023). 

In changing my leadership style, I also changed the relationship that I had with the members of the public I was faced with. In dealing with them in a purely autocratic manner, I would have accepted no concessions, only given demands and taken action. Approaches like this are necessary when dealing with an individual who may resist arrest, and work best when there are enough officers to properly gain control of that individual if they were to become aggressive. This not being possible, in entering a transactional relationship with the participants, I then opened the conversation up to concessions and trade-offs. There is much research and anecdotal knowledge surrounding transactions and negotiation, and in highlighting what I was prepared to do, as well as what was not possible managed expectations for all parties involved. In re-iterating what I had already agreed, I also opened up the pathway for demanding reciprocity, keeping channels of negotiation open if the situation were to take a turn for the worse (Malhotra, 2006). 

When considering the feelings of powerlessness that I experienced, I feel that this is due to the breakdown of respect for the role of a police officer. When dealing with members of the public, a police officer’s authority stems from the police’s legitimacy, and in an area where the public do not feel that the police have legitimacy, there can often be an issue ensuring that otherwise reasonable demands are met (RAND Project, ND).  Having not met with this kind of resistance before, I believe that I can also attribute the progression from an autocratic leadership style to one of an authoritative transactional type to a breakdown in self-confidence. 


Conclusion:
In managing this situation, I feel that overall better tactics could have been utilised in order to mitigate a potentially dangerous situation. That being said, with the lack of resources available to deal with the issue, I believe that I showed a good flexibility in leadership style. Although I did not take overall charge of the situation in terms of managing my colleagues and their movements and actions, I believe that I managed the members of the public fairly well. Moving forward, having gained much more experience in everyday policing situations since this incident, I believe that I could more effectively co-ordinate a plan of action, so that myself and my colleagues would not be forced into a negotiation situation. 
In gaining more experience, I have also become a more confident officer, and believe that if I was faced with a similar situation again, I would be able to better read the situation early on, and make the change in leadership style at an earlier stage in the process.  
Word Count: 1846





Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
[bookmark: _Hlk148550992]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) 
 



In this essay, I will reflect critically upon my three-year probation, considering how I have interacted with mentoring and coaching, as well as how it has benefitted me in achieving personal, professional and organisational goals. As I will be reflecting upon my experiences throughout the three-year period, I will utilise Borton’s reflective model in order to structure this essay. 

Like members of many other professions, police officers benefit from continuous professional development in order to keep their skills and knowledge current, relevant, and in-line with legal and professional practices. Although more formal models of development can take place via classrooms or structured training programmes, the sharing of knowledge on a peer-to-peer basis remains a valid and important form, with this essay focusing on coaching and mentoring specifically. 

Coaching vs Mentoring: 
Coaching and mentoring share many similarities with one another: both work on the basis of a professional relationship forming between two individuals, and both seek to develop the skills of a student through guidance from a more experienced party. Although both terms are often used interchangeably, there exists important differences between the two. Coaching takes the form of a more formal, structured and shorter-term relationship, with performance-based goals and targets. Mentoring, however, tends to be a more informal relationship with no set timeframe, better suited when working toward achieving personal or professional developmental goals (Chartered Institute of Personnel and Development, 2023).

What happened?
First year, under tutorship: 
After leaving initial training, I was placed onto a team of response officers, one of whom was assigned to be my tutor constable. Initially, I struggled to get used to the culture within my new team, as well as differences in personality between myself and my more experienced colleagues. Throughout this period under tutorship, I built up a professional relationship with my tutor, but in-hindsight, did not manage to engage with them to a level that is necessary for a trusting colleague relationship. In turn, I feel that I reflected this attitude back onto my other team members – and I did not engage with them when needing help, instead relying on the formal relationship with the tutor. After initial tutorship, I was transferred to a new team, and quickly integrated myself into the team in a way that allowed for mutual support and trust. 

Second year, gaining confidence:
Moving on from my first year, I received much support from my colleagues in completing commonplace routines that I was not familiar or confident with, but my most significant experiences with mentorship and coaching happened during formal attachments during my second year of probation, in I was required to complete attachments with two investigatory departments: the hub, and CID. I completed my attachment with the hub firstly, in which I was paired with an officer who had years of experience leading investigations into volume and priority crimes, and compiling case files for them. Prior to my attachment with the hub, I had had few interactions with case files, and my lack of knowledge caused me to avoid them. My mentor within the hub provided me with a great deal of contextual knowledge, which made clear several complicated processes, and allowed me to see the case file process in a more holistic way. 

Third year, skills and development: 
The end of my second year and onward has brought about many changes to my team, as well as my role within it. Due to my old sergeant gaining promotion, my team has had a new manager who has many years of experience in different departments and roles. My new manager encourages conversations surrounding professional and onward development, and I have had many productive conversations with him concerning promotions, lateral movement and career paths. Further to this, I have also seen the introduction of newer colleagues onto my team, which has caused me on many occasions to be the most experienced constable on the team. More often I have been the recipient of radio conversations where a colleague newer in service has asked me for advice, and I have also found that I have been more able and capable to give that advice in recent months.   

So What? 
Throughout my three years in probation, I have received coaching and mentoring in many forms, facilitating both gaining new skills and building upon existing knowledge. At the time of writing, I still benefit from ongoing mentor-mentee relationships, and have even begun to assist newer colleagues with their own development. In my first year, I benefitted from a more structured coaching programme in the form of tutorship, in which I gained important organisational knowledge and competence in the most basic aspects of my role. As a new student constable, my tutor’s goal was to ensure that I attained independent patrol status (IPS) by obtaining core policing competencies. This relationship most closely resembled coaching, following goals set by the training department and within the framework outlined by the Policing Education Qualifications Framework (PEQF), a relationship was established between us that followed a fairly narrow pathway and ensured that we were both familiar with the expectations and end-term goals required of both student and coach (College of Policing, November 2023). 
I believe that the formal setting for this coaching period benefitted me as I was still getting used to policing culture, as well as the standards and quality of work expected from me. I had a lot to learn, especially concerning knowledge gained through initial training which had to be implemented through real-life scenarios. In order for me to work at my best professionally, the more clearly defined boundaries between personal and professional relationships offered by a structured coaching approach proved beneficial. It was clear that my tutor would maintain neutrality and would not be giving me any concessions in completing my required checklists based on any personal interactions outside of the coach-student relationship. The International Coaching Federation (2018) writes that the professional aspect of coaching is clarified with boundaries and allows both parties to retain objectivity, avoiding slipping into roles that could compromise either party’s professional expectations within that relationship. 

I would describe my tutor as strictly professional, and I did not get to know them personally during the time that I worked with them. I feel this also allowed for honest and neutral feedback, which was provided primarily on reviews conducted every few weeks, but also took place on a daily basis in the form of informal conversations about my conduct and behaviour on that day. In line with professional coaching guidance, feedback was also given whenever a problem was identified, which according to guidance allows students to handle and address problems at the earliest opportunities (Garfinkle, 2022).

When considering my experience from the attachments in my second year, I can highlight many differences between these and my first-year tutorship. Although both attachments had end-goals in a formalised checklist style format, as well as a set duration similar to a coaching style of development, the actual experiences were much more informal compared to that experienced in my initial tutorship phase. Colleagues that were assigned to be my mentors were already familiar to me, and it was apparent to me that from their point of view, the emphasis for my training was not on completing a checklist, but on my own skills and further professional development. 

One aspect of my second year that ran contrary to my expectations was my attachment to CID. Although I enjoyed the experience and the access to a plethora of new skills, including professional investigation techniques, in-depth evidence gathering protocols, and better engagement with third-party legal bodies such as CPS, I did feel that my attachment came too early in my tenure. Although I had over a year’s experience on response, I believe that there was a significant gap in the knowledge I had obtained on response and the presumed knowledge of an officer on CID. This was primarily through the unpredictable nature of incidents occurring during any given day, week or month, as it would have been at best difficult and at worst deeply unethical and illegal to produce certain kinds of criminality so that I could be coached through the correct response. This is an inevitable situation for any career dealing with the public, and this experience of feeling out of my depth has prompted me to proactively seek out knowledge on areas I have not dealt with in real-life scenarios. Conversely, I believe that I would have benefitted from completing my attachment with the hub in first year. Having the important skills involved in case-file building would have proved most beneficial to me in the year previous, and even being made aware of why certain forms or paperwork were completed provided much needed context into a seemingly daunting process (Wood et al., 2018)

During my third year, I have seen many changes within my own team, including a change of supervisor and the introduction of several new colleagues that are newer in service than myself. As my relative seniority within the team has changed, I have been given the opportunity to discuss my own personal and professional development with my sergeant, prompting me to assess my own career path. This has in turn developed my self-reflective practises, especially in debrief and in more complex policing scenarios. 

With my newer colleagues, I have often taken on the role of a mentor to them, but also the role of a ‘buddy’, being someone who may assist a new colleague for a short period of time as they adjust to a new role (Skills for Care, ND). Although less often than in my first or second year, I still also rely on the advice of more experienced colleagues and will often seek out support in my decision making where I am unsure. In this way, informal mentorship is the backbone of continuous development, wherein there is a system of mutual help between colleagues where skills or knowledge is lacking. 

What now? 
The impact that my exposure to coaching and mentoring – formal and informal – has had on my personal and professional development is threefold. I will continue to be a part of the informal mentorship present within the team, utilising the experience around me to improve my own knowledge and experience as well as assisting colleagues with theirs. As my experience within policing continues, I will inevitably develop skills which can assist others, and will no doubt be able to help in situations where such skills are needed. As a beneficiary of a continuous learning mindset, I will continue to instil the same perspective into my team, allowing for more personal and professional development. 

The second impact on my development is the ability to approach new avenues for training within the police force. Having experienced the benefits of coaching and mentoring, I feel comfortable in seeking out opportunities for more formal training in areas I am unfamiliar with. By engaging in a coaching or mentorship relationship purposefully with colleagues and teams who have more advanced or diverse skills than myself, such as CID, or training programmes that develop those skills such as Advanced Driving, I can enhance my portfolio of skills to include ones which will increase my capacity for effective policing. 

The final impact that mentoring specifically has had on me is an increased sense of trust and camaraderie within my team. While coaching provides for a more professional and impartial approach to training and development, the interpersonal skills which come with a mentoring relationship have benefits in themselves which help with team cohesion. Furthermore, in establishing a culture of mentorship and mutual aid within the team, we are able to appreciate the diversity of skill sets available and can apply them to the range of situations we encounter as police officers. In engaging with different people, both as recipient and provider of development, I have broadened my experience of interpersonal relationships with my colleagues, allowing for a greater sense of cohesion and strategic utility of the skills people possess. 
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