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Task 1

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

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


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



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



ANSWER:


The College of Policing within the United Kingdom is the source material for all the policing organisations within England and Wales. It plays a pivotal role in maintaining and encouraging greater professionalism in policing. It holds police organisations to account by ensuring individual police officers are equipped with the knowledge, skills and policing ethical standards to meet the greater needs of modern-day policing in 2024. The college of policing was established in 2012 and serves as the national resource, working in partnership with police organisations across the nation to further enhance the professionalism within law enforcement in the United Kingdom. 

A key role for the college of polcing is the continuous professional development they set out. The college is the de facto leader of the general standardization of training programmes offered throughout the country, for example. The college has taken away the ability individual police organisations to set out their own training requirement and instead created the PCDA, DHEP and direct entry routes for police officers. This ensures every police officer in the country is given the same training material to the same standard. Once a police officer has finished training school, it is a continued emphasis on continuous learning which helps police officers stay up to date with the latest technologies, police national legal database updates to law, and community policing strategies. The college of policing also assists in shaping the ethical framework police organisations run from. The college of policing established a code of ethics, this sets out expectations for professional conduct amongst police officers. If a police officer was found not be on the level of the code of ethics, they could be dismissed without notices at a subsequent misconduct hearing. The code of ethics was designed to reinforce policing is committed to upholding human rights and treating all individuals with fairness and respect. (College Of Policing, 2013)

The college plays an important role in research and knowledge dissemination. Through collaborative working with academia across the country, the college conduct research on various aspects of policing which vary from crime prevention strategies to professionalism within the police force. Through dissemination of this research the college assists police organisations remain informed and adopting evidence-based practices which contribute overall professionalization of the policing profession. The college of policing also regularly holds conferences, forums, and online forums so police officers from different areas of the country can share their knowledge, learning opportunities and good practice stories. The exchange of information facilitates a unified approach to policing, breaking down stereotypes and promotes a sense of greater purpose amongst police officers. Further enhancing the professionalism within the organisation.   

Lastly, the college promotes diversity and inclusivity within the police force. The college states that a diverse workforce is essential for effective policing, the college is always working toward eliminating biases and creating an environment where people from all backgrounds feel welcome and encouraged to work within the police. This inclusivity ensures that a diverse policing workforce mirrors the community it serves, which fits within the principle of policing by consent. (College Of Policing, 2013) The college of policing is the leader in the contribution of creating a modern and effective police force in an ever-changing society. The college holds police organisations across the country accountable to policing the community with ever growing professionalism and integrity. 


I have been a police constable for over two and half years. This has been an incredibly difficult, challenging but mostly rewarding role. It is extremely varied, on one moment police officers could be heading to a subject with a knife, or someone going through a mental health crisis and needing support, or it could be sheep or animals on a road causing a highway disruption. The constant ups and downs of adrenaline can often lead myself, and other police officers feeling absolutely exhausted mentally, emotionally, and physically. Throughout the first two years, reports have evidenced that new police officers are simply “going along with it” – it is a new challenging career and simply police officers are so frightened of making a mistake they just following orders, commands and advise for senior police officers, or even advice from external stakeholders. The way the college of policing as well as the university and police forces within the United Kingdom have set out the framework for the three-year probation period is a gradual step up every year, both academically and within the workplace. For example, during the first two years it is very academically lead and not much wriggle room for courses to further enhance your skill set. However, in the third year it becomes an option to apply for courses including obtaining public order training, taser, and blue light training to name a few. These skills are vital to the modern-day police officer. The UK model of policing by consent has never been under threat as it is now in 2024, the media consistently portray the police in a negative light, and this has an impact on the communities we police. 

The biggest impact I have noticed in my final year of probation has been the constant change to members of the response team I work with and across force wide. When a police officer is coming up to their final six months of probation, they are able to apply for specialist departments, such as CID or the public protection unit. As well as this, officers are able to apply for six-month secondments to the investigation hub to progress investigation through interviewing and building case files for submission to the Crown Prosecution Service. What this means, response teams are consistently losing experienced police officers and they are being replaced by new, student officers who are only now coming out of their initial training. Since being in my final year of probation, I have had to take a more commanding role within the team and I am often sought for advice and feedback from newer officers. I do enjoy this aspect however it shows the current system does not work, as I am not even three years in myself however I am expected to give lawful commands to fellow police officers whilst not having all the knowledge myself. 


Furthermore, this change into a more leader type role within the team of response police officers has enabled me more opportunity to delve into what type of avenues I wish to pursue within my career progression. On the team, the less experienced officers will come to me for advice, and I have learned I enjoy giving advice and mentoring an officer along their journey in the early years of their role as a police officer. The role of a tutor constable is defined as, A Tutor (including Tutor Constable) provides mentoring, instruction and guidance as well as facilitating work-based learning, development, and assessment on a 1:1 or small group basis.  This may be on a full-time basis or in addition to other workplace roles.  Tutors are able to plan for and enable work-based learning opportunities in a structured way, most typically by using coaching, feedback and assessment skills. (College of policing, 2024). The key aspects to being a tutor constable are establishing a trust-based relationship with the student officer to identify their needs and create a working arrangement of roles and responsibilities, providing honest and constructive feedback on different situations a student officer has attended – these can include dynamic situations, domestic related calls and sudden deaths. An important aspect of being a tutor constable is the maintaining of a learner’s portfolio in which if a student officer has not completed the required competencies, then they will not progress past their tutorship period and become an independent police officer. This is a pathway I am currently on; I have an upcoming course to become a tutor constable, however some of the competencies I need to become a tutor constable are being competent for the role, up to date knowledge of law and policy changes, skilled in developing rapport, trust and credibility, being able to apply a structured approach to the tutoring process. (College of policing, 2024). 

If I were to critically reflect and analyse my final year of probation and my choices for progression over the next twelve months then I would say it has been an extremely steep learning curve with new staff coming, experienced staff leaving, and more responsibility given to me. If I reflect on a particular incident, I attended an emergency graded call with a new student officer. The call came in as a concern for safety from a young vulnerable woman who stated she was going to kill someone and kill herself because of a mental health crisis. At the time, we had no covering sergeant, and I was the most experienced member of staff on duty. The initial call came through and stated she had made threats to harm someone, however through previous knowledge of the female and what was stated on the call – I was concerned this was a mental health issue and not a criminal matter. From speaking with the female, she was extremely agitated, frustrated, emotional and quite distant. As I was with a new member of staff, I asked them to speak with the female to build not only their confidence of dealing with someone in crisis but more importantly it was a female police officer with a young female who helped make her feel safe. I used my experience of the national decision making model (College of Policing, 2023) and after discussion with the NHS clinician I made the decision to convey the female for a voluntary mental health assessment at a local a hospital as the ambulance gave a wait time of six to eight hours. The female was conveyed to hospital and was treated by doctors and nurses for her worsening mental health condition. 

The college of policing created a strategic framework titled “Policing Vision 2025”. (College of policing, 2024) This strategic framework outlined a comprehensive plan for the evolution of policing, this plan emphasised professionalism, innovation, and community engagement.  One of the key aspects of Policing Vision 2025 is the continued commitment to fostering a professional workforce. The college states through continuous professional development programmes, police officers can enhance their capabilities ensuring a higher standard of service delivery across the country. The College of Policing 2025 vision represents a forward-thinking and holistic approach to the shaping of future police officers in the United Kingdom. The policing vision 2025 prioritises professionalism, innovation, community engagement and diversity. As the vision unfolds across the country it is expected to not only elevate the standards of professional behaviour but also create a safer and more inclusive society.  The College of Policing created a five-year strategy alongside the Policing Vision 2025. It was formulated to address the evolving challenges in modern day policing, it outlined a comprehensive approach to enhance policing capabilities, professionalism and regaining public trust. It was designed to guise the police organisation through the transformative period. This essay has focussed on professionalism, and the five-year strategy was developed to enhance the standard of professionalism through training programmes, leadership development, and continuous educational opportunities through the college itself.





Word count: 1856
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:

Social media is a collective term for websites and applications that focus on communication, community-based input, interaction, content-sharing and collaboration. (Dixon, S.J. 2023) People use social media to stay in touch and interact with friends, family and various communities. Businesses use social applications to market and promote their products and track customer concerns. (Tech Target, Ben Lutkevich, 2021). Within social media, it is used by business to not only engage with consumers – but also to increase the brands exposure and consumer reach. It is also used for recruitment, and in modern day policing it is a vital tool to use to try and recruit a vast diverse workforce for the modern times. It is also used in modern day policing to distribute information to the public on crime, weather concerns, missing people. (Fielding, N.G. 2021). Specifically, Gwent police have published an article in which it enables officers up to date information and force policy on the use of social media. I will be explaining in more detail throughout this essay the detail of the force policy. despite the significant and growing online audience, police forces still have to be cognisant of the fact that not everyone within our communities will have access to the internet. Therefore, social media should not be relied upon as the sole method of communicating our key messages and Gwent Police officers and staff should continue to utilise more conventional methods of communication. (Gwent Police, 2022). Gwent Police have also explained that it is recognised that the majority of Gwent Police employees will have access to their own personal social media accounts. Whilst these should be considered separate from police use of social media, officers and staff still have a responsibility to use them appropriately and be aware of the potential risks. Within the force policy it states police officers should understand that inappropriate use of personal accounts could amount to a breach of standards of professional behaviour, whether on or off duty and could have serious consequences for both the organisation and the individual officer. (Gwent Police, 2022). 

Gwent police have also explained that only certain officers will be given to access to the use of the organisation’s social media accounts. Gwent Police have stated that social media accounts will be provided based upon on the role of the individual is undertaking and in line with the purpose of the account. For example, the force policy dictates – Neighbourhood policing teams which will be provided based upon the fact neighbourhood teams engage with target audiences distributing local and specific content. (Dean B, 2024) Specialist teams also prove insight into their role and specialist advice – for example, roads policing and specialist operations will often publish content to their media channels for road safety, wearing seat belts and the importance of not using mobile phone when driving the vehicle. Corporate communications – who provide force wide content using all media channels, including Facebook, X, YouTube etc. Often, the force communications suite will also supply force wide content – this will often be informing members of the public of road closures, weather hazards amongst other things. (Gwent police, 2022). Gwent Police operates a procured 'single view' social media management platform through which all staff must access any Gwent Police social media account. Training in the use of this platform will be provided by the Corporate Communications department as one part of an overall social media training package. (Gwent Police, 2022). If an officer, or a specialist department request a new social media account, this will have to go to the force digital lead within the corporate communications department. A new account would only be authorised if it would be of significant benefit to Gwent Police and there are clear objectives and expected outcomes for the account. Also, there would have to be an allocated ‘owner’ who must be able to outline how the account will be supervised and updated. Whenever a police officer uses social media on behalf of Gwent police, that officer must have a policing purpose. (Gwent Police, 2022). A policing purpose is defined as the prevention and detection of crime. Apprehension and prosecution of offenders, protecting life and property, and preserving order. (College of Policing, 2024). 

UK police forces began experimenting with social media in 2008. Its use was often initiated by individual officers, with varying degrees of official support (Crump, 2011). Since then the police service’s use of social media, including Twitter and Facebook, has grown substantially. All police forces in England and Wales, including the British Transport Police, now have Twitter accounts and all but two are on Facebook, while more than 2,050 officers currently have individual Twitter accounts. Police force pages in the UK have a total of 1,567,759 followers on Twitter and 825,243 ‘likes’ on Facebook. Greater Manchester Police now has 72,409 ‘likes’ on Facebook, the most for a police force in England and Wales, while the Metropolitan Police Service has 195,487 followers on Twitter. Joint guidance issued by the National Policing Improvement Agency (NPIA) and ACPO sets out how police forces can optimise their use of social media (NPIA and ACPO, 2010) and further guidance has been issued by ACPO and the College of Policing on the safe use of social media and on the principles of online engagement and how to manage online communities.3 But despite the widespread adoption of social media by the police in England and Wales, there is as yet no national strategy that sets out how the service should use social media (Sommers, 2013). As a consequence, each force uses its own discretion, so both content and capability vary significantly between forces. The police service’s use of social media can be broadly divided into three related areas: Providing information, enabling specifically – targeted information to be shared quickly, easily and efficiently. Engagement, and intelligence and investigation. With regards to police using social media, it will be mainly on Facebook, and it gives the police a new way of sharing information with the public. From distributing this information to Facebook it allows police to provide the information in real time but most importantly it is directed straight toward the people who would benefit from the information. If a major/critical incident were to happen including disorder, demonstrations, and protests – foe example, during the riots of 2011 police forces and neighbourhood officers used Facebook to calm the public and refute rumours of disorderly incidents. (Crump, 2011). When used in this way social media can control the spread of rumours and misinformation during protests and large-scale incidents of disorder. Indeed, this approach was recommended by the Home Affairs Select Committee in their report following the August 2011 riots (House of Commons Home Affairs Select Committee, 2011). the most high-profile example of the police using Twitter during a major incident occurred following the Boston marathon bombings in 2013. At every stage of the search for the suspect, the police kept the public informed using social media. The first official announcement that the suspect had been apprehended came from a Tweet. (Keller, 2013). Within the United Kingdom, in 2012 a post about a missing dog made by Barnet police force on twitter was interacted with over fifty-two thousand times and the dog was later found. (ITV News, 2012). 

The national police chief’s council states require an awareness of risks across five different areas. The council explains a breach of trust or confidence – upon further exploration the disclosure of information obtained by the police service or partners about the service or partners, or about colleagues. Unauthorised disclosure of personal data – this is a breach of general data protection regulations and data protection act 2018. Bringing discredit on the police service or its partners. Revealing personal information and lastly revealing operational material or tactics. The national police chiefs council expanded and stated the following advice on risks to police officers using social media. Do not directly/indirectly include any operational information on any of your personal accounts which may compromise the operation and or safety of your colleagues. - Police officers and police staff are advised not to make any adverse comment regarding their force, colleagues or senior managers, or the police service in general on the internet or social media. - Do not register for any social media using pnn.police.uk email addresses or any other Government email address - Ensure social media privacy settings are set to the highest level and are regularly reviewed after vendor updates - Use strong passwords, different from any others you may use and never share them. It is recommended that officers, staff or any police partners never post any of the following on the internet or on social media: - Details of your current employers or past employers (within the police force) - Details of your post - Images in uniform - Mobile or any related telephone numbers - Home addresses of yourself or any family members - Images or details of colleagues, without their prior consent - Locations frequented (see Section 6- location services advice) - Details of family members - Any email addresses associated to your role or to your employer. (NPCC,2024).
More recently, I have been directly involved in use of social media within my role as a police officer. I was allocated an investigation to progress when an un-named offender has walked into a superstore and has stolen over two thousand pounds worth of items and made off without payment. I had CCTV footage provided to me from the store which showed the unknown persons face. I quickly wrote to corporate communications force lead as per force policy to see if it was potential to distribute the images to social media. Corporate communications quickly got back to me and asked for certain information, this information included the basic investigation details. The image was circulated to Facebook and X, it got over 50 interactions and was shared by multiple users. Within a couple of weeks, I was given a name from the corporate communications department within Gwent Police – I was then able to effect an arrest of the wanted male and impose stringent bail conditions. The matter was then sent to the crown prosecution service and the offender was charged with theft. Without the social media usage, I would not have been able to identify the offender and the matter probably would not have been dealt with and the loss of over two thousand pounds would not have been recovered. 

In conclusion, the use of social media in modern day policing is a huge improvement to public engagement and achieving the majority of policing by consent. However, it is important to only share the accurate and correct information as otherwise it will not transpire well with, he public and could cause them to distrust the police further. I have had good experiences with social media within Gwent Police, from the earlier mention and also previous examples. During extreme weather conditions, or even broken-down vehicles on busy carriageways – it is very useful to have that message out as soon as possible as members of the public will be aware of the delays and closures. What is also positive is after the road closures have ended and the obstacle has been removed is corporate communications informing public on social media that the issue is resolved and the road has been reopened. 
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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:

Throughout this essay I will be discussing the vital importance of leadership and teamworking within the police organisation. I will be discussing different leadership strategies, why they are used and specifically why they are used within the police. I will also be analysing my own leadership strategies which have assisted me in managing dynamic and complex policing situations. (Neyroud P, 2011) Lastly, I will be discussing the different leadership models using in policing and how I have been able to further enhance the leadership model. Leadership is defined as the ability of an individual or a group of people to influence and guide followers or members of an organization, society, or team. (Mary K Pratt, 2023). However, within modern day policing – leadership can be separated into five different traits. These traits are not concrete, however throughout the study the traits are shown to be found within successful police leaders. For example, the study has evidenced commitment as a leadership style which creates good leadership styles. Also, honesty, integrity, humility, and mentorship. Also discussed within the study are, good communication standards, the ability to evolve, and understanding different perspectives. (Erik Fritsvold, 2021). Teamworking is defined as the ability to work with others and to help others attain their full potential and achieve the shared goal. (Egor Okrepilov, 2022). The benefits of teamwork are countless. When people belonging to different work areas and different experiences join heads together to perform a task. Also, teamworking is shown to improve efficiency, reduce stress, improve problem solving and create better ideas. Also, and specifically I feel is the greatest positive to police is it boosts morale. (Egor Okrepilov, 2022). More so, within the police – teamworking can be described as - using teamwork in law enforcement to take advantage of in-house resources, pair important skills and reach out to other departments and agencies to solve and eliminate crimes. Often, teams within the police can be more efficient and more effective than individual officers and detectives working solo or in a vacuum. When police departments apply team building in the police force to unite against organized and systemic crime, they can better utilize available resources to keep the public safe. (Chron, 2021). Leadership versus teamworking is a debate which has been ongoing for some time, this is not only in the police line of employment – it is also more general. It is stated there are many factors which contribute to the success of an organisation or team, and without good leadership the team will not function. (Thuy Sindell, 2023). 


Leadership strategies are not fixed to one point in policing within the United Kingdom, a modern-day police officer needs to be autocratic. An autocratic leadership style is one of a singular person making key decisions, and do not involve others in this decision-making process. (Ph.D J.S., 2021) Other leadership styles including democratic and delegative or more team oriented and often will lean on others input to form a more rounded answer. A democratic leadership style is defined as: Those leaders practicing the participative leadership style offer guidance to the group, as for their input in decision making but retain final say. Lastly, a delegative leadership style is defined as offering little or no guidance to their group and leave decision making up to the group. A delegative leader will provide the necessary tools and resources to complete a project and will take responsibility for the group’s decisions and actions, but power is basically handed over to the group. (Lumen, 2019). Within my police career I have had to adopt these leadership styles multiple times in a shift, let alone over the course of a career span. I will discuss three short examples of where someone could expect to see these different leadership styles in a policing situation. For example, the autocratic leadership style which is very singular and can come across relatively blunt is more commonly seen when a police officer is giving clear commands to an offender or a member of a public who is required to listen to a lawful command from a police constable. When I have arrested a person, I adopt this autocratic leadership style as it is important for public perception that the police officer is the one in control and making the decisions. A democratic leadership style is more commonly seen as the most experienced member of staff on shift, for example – when I have been the officer in charge of the shift for the day, I am unable to make a decision for every member of staff as everyone is competent. When someone makes a decision to arrest, or not to arrest – it is their decision however the overall guidance is from myself. Lastly, the delegative leadership style is more commonly seen from the higher in command officers, such as inspectors and senior leaders who will enable officers the policy and procedures but ultimately the decision is left with the officers. 

I will illustrate an example of a positive outcome from a neighbouring police force, Leicestershire police. Earlier this year, Police received an emergency graded call from a person to report they were witnessing an assault in the street by their home address, the reporting person was extremely distressed and was saying to the force control room call operators that an unknown male was being stamped violently on his head by another person. The reporting person continued stating what they were seeing and had passed onto the force control room call operator that the unknown male was also being hit several times to the head with a large stick and members of the public were trying to help and detained the offender – however he was attempting to break free. Police officers immediately responded to the area and their first action was to provide emergency life preserving treatment to the injured male, who by this point was severely bleeding and not conscious. Shortly after, a second police crew arrived and gave assertive, autocratic, and clear commands to the offender. The reporting person further reflected and stated that the officers were loud in their approach and were not negotiating with the person, they assertively told the subject to lay on the ground and not move until he was later placed under arrest. In the most dynamic examples of the autocratic leadership style, the offender was then informed he was detained on suspicion of attempted murder. (Leicester police, 2023). 

Specifically, to myself, I will describe a situation in which I had to apply a change in my leadership style when dealing with a dynamic police incident. Gwent police force control room received an emergency graded call from a father who was reporting his son, was missing. However – the father stated he knew the location of his son and his son was not engaging with him anymore and telling his father to leave him alone. My colleague who I was mentoring at the time attended the dispatch location and spoke with the reporting person in more detail. The father confirmed his son was not missing as he knew where he was, however, he just wanted to know he was safe inside the property and why he would not come home. Again, I immediately adopted an autocratic leadership style as I assumed as my colleague was still being mentored then I would make the necessary decisions and not ask for any input on the decision-making process. However, as soon as police have entered the property – we were met with a very vulnerable transgender young person who immediately was extremely anxious by my presence and would not engage with me. This was to the point when I would attempt to speak with the adults in the room, or my colleague the vulnerable person would begin screaming and shouting. My colleague spoke with me when able and explained she felt comfortable dealing with the situation as the vulnerable person said they would engage with my colleague, but not myself as I was a male. This is not uncommon to policing and officers are trained to be dynamic and quick thinkers to achieve positive outcomes for members of the public. I spoke with my colleague who was newer in service and my student officer at the time of the force policies and procedures and what outcome the parents want, effectively to know that their child is safe and well. I immediately adopted the delegative leadership style, differing from the autocratic leadership style I immediately thought would be effective at the time. My colleague was in the property for around twenty minutes and when debriefing the incident, my colleague explained to me that she used the force policies and procedures by checking for food and hygiene products in the property, conducting the required police national computer checks for any warning markers and lastly my colleague had spoken with the emergency social services team for some guidance and progress moving forward. 

The benefit of adopting this delegative leadership style at the time meant not only a positive outcome for the reporting person and this young vulnerable person but also it enabled my student officer the time to challenge themselves to think independently and make their own decision, which in turn will assist them in gaining confidence. However, at the time I felt quite vulnerable as I was not used to being away from the situation or having a hands-off approach. I was concerned as I had no idea what was happening, if my colleague was making the correct decisions, if they had taken on board my information about the force policies and procedures. I was anxious as to what issues could result if it was not dealt with in the correct way. (Robert Smith, 2024).

In conclusion there are multiple benefits and disadvantages to the different leadership styles and teamworking. However, this essay has evidenced the importance that a modern police officer needs to have the ability switch leadership styles to the different scenarios they may face at different dynamic incidents. If a modern police officer was to just have one leadership style for all incidents, then positive outcomes would not be achieved, and also confidence within the team of police officers would likely decrease. I have quickly identified and learned in my career thus far police officers need to be very aware of how they need to adopt their leadership styles to multiple people, this can be both police officers, police staff and members of the public or other supporting agencies. The need for flexibility only adds to the safety at dynamic emergency calls, engage other officers, and assist in the decision-making process. What is portrayed in the media, and on social media is an autocratic leadership style as by the point of police being called to assist all other assets have been used and not worked. An autocratic leadership style allows for officers to be assertive and make quick decisions to protect themselves, and members of the public. (Waters, S. 2022)
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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:


Throughout this essay I will be discussing overall my three-year probation period within the police organisation. I will be detailing in depth the difference each year has brought within the probationary period, the benefits of mentoring and coaching – focussing on how I have benefited from them and how it has assisted me in achieving my goals thus far. Lastly, I will discuss the current theories used within policing and what the college of policing feel is the best method moving forward. Contrary to what members of the public may believe, it is not a requirement to be a degree holder to join the police. Most forces within the United Kingdom offer the police constable degree apprenticeship entry route. The PCDA route is a mixture of dynamic, practical learning alongside more academic based theory and online lessons. (Joining the police, 2024). The benefit of this role is that a person is a warranted officer from the beginning. I will be discussing this route specifically as it is the probation route I am currently on. A student police officer is supported along the process through mentoring and coaching through working with a dedicated experienced, tutor officer. The role of the tutor officer is to document the process as a student officer progresses through both the academic and practical side of policing. (Joining the police, 2024). 

Mentoring is defined as a relationship where an experienced or knowledgeable person offers support, advice, and guidance to help a less experienced person develop and progress. (Police superintendents association, 2018). The focus of mentoring within the police is on career and personal development as previously discussed, however the mentoring process within the probation period is slightly different. The process during year one, year two, and lastly year three is specific as the student officer will develop naturally over time, meaning the needs of the student officer is different each year of their probation. For example, during the first year of the PCDA programme, also known as year one of a police officer’s probation period – the process will be stringent and will cover a pass or fail criteria for assessing the capabilities of the student officer. When a student police officer graduates out of training school and are assigned a tutor officer, they are immediately given an ‘evidence matrix’. This portfolio is to ensure the student officer can safely, and independently complete basic tasks as a police officer. This will include but not limited to, an arrest, a stop and search identifying which police power was used to make sure it is lawful, a traffic stop etc. This evidence matrix requires the tutor officer to guide, support and lastly support or not support a student officer to become independent or not. However, if an officer is not quite ready to become independent if they have not hit all of the criteria then the evidence matrix will be extended to provide additional support to the officer to pass the evidence matrix. Through to year two and year three the role of the tutor officer is drastically different and a lot more relaxed in the approach. The tutor officer will not be with the student officer but will have booked in appointments to review what evidence has been obtained of various tasks set out within the probation period, these can still include stop and searches, area searches etc. The tutor constable completes this from reviewing body worn video linked to the occurrence and will either accept or reject the evidence provided. 

Personally, I have benefited greatly from the mentoring and coaching offered from the probationary period. For example, around six months ago I attended a particularly distressing emergency graded call involving a young child who had accidentally hung and tragically killed themselves. This incident stayed with me for a long time and had a lasting effect on me. It really knocked my confidence as I would often question if I did everything correctly, if I had gotten there quicker would it have made a difference and lastly if I supported the family enough. Due to this incident, I was falling behind on my university academic work, and the evidence matrix. My local sergeant reached out to me and my tutor officer to see what support could be put in place and with their support I was transferred to the wellbeing team within the police as well as the university support services who assisted me in completed an extenuating circumstance form as well support one to one sessions to assist me in getting back up to date. Without this support from the mentoring and coaching methods I am unsure how I would have moved forward. From a professional standing, coaching and mentoring has assisted me in achieving certain skills and learning opportunities within my probationary period. I quickly identified early on in my probationary period what skills I wanted to achieve early on within this period, the core skill I wished to possess was the emergency response driver training accreditation. This is also known as the ability to drive using lawful driving exemptions to get to an emergency incident quicker. I had to wait a period of time whilst passing certain aspects within my probation before being added to the list. When starting the course, an officer is placed in a vehicle with three other learners and an accredited mentor/trainer, the role of the mentor is to assist you during the three-week process to be able to pass the final assessed emergency drive. Throughout this period the mentor is consistently giving open and constructive feedback for the learner to action and then move on to the next step, however what is positive if a learner was to make a mistake or is struggling to pass certain aspects rather than just failing the learner, the mentor will create a personal and tailored action plan. An action is a document that lists what steps must be taken to achieve a specific target/goal. (Katie Terrell Hanna, 2022). Because of this method it has assisted me in achieving my goal of passing the emergency response driver accreditation. The method of using an action plan is common practice and used across many different career choices and when used correctly will inspire and motivate a person to achieve goals. 


Within mentoring and coaching there are several models used within police organisations across the United Kingdom. As previously discussed throughout this essay is one on one mentoring, I will not expand further on this as it has been addressed in detail throughout. One of the more common forms of mentoring models within the police is peer mentoring. Peer mentoring is defined as, where two people of similar experience levels provide guidance and support to each other.  Peer mentoring relationships are often informal and develop spontaneously between two people who share similar interests or goals. (Together platform, 2023). An example of this theory in motion is an officer who recently came to my area of work as the officer was struggling in their area. It was decided due to their limited confidence levels than a one on one mentoring would not be appropriate, and instead peer mentoring would be best to share experiences, and more importantly build up the officers confidence. Another form of mentoring within the police is a theory called, mosaic mentoring. Mosaic mentoring is a newer hybrid model which is becoming more and more popular amongst employers. It is defined as an eclectic approach to mentoring that encourages a mentee to pursue multiple mentoring pathways to maximize learning outcomes. This means an individual may work with a few different people to learn a new skill or complete a project. Or it means they may seek out multiple models of mentoring. A benefit of this style of mentoring theory is that an individual could work amongst several colleagues in different streams of specialist departments to gain more knowledge on a vast amount of skill sets. (Together platform, 2023). 

Another vital important factor that I have developed throughout my three-year probation period is the ability to both give and receive feedback. Feedback is the cornerstone of modern workplace and especially in modern policing. Constructive feedback can be a huge driver for personal improvement and growth, and it is essential for creating a feel of continuous personal development. (Crestcom, 2023). However, if feedback is not given in the correct manner, it will give the opposite effect and can be damaging to the person receiving it. (Crestcom, 2023). When giving feedback it is vital to be specific and constructive, if I was to give feedback which was general and vague then the person receiving the feedback would likely feel disillusioned and not listened to. One of the more common feedback strategies I will use is the ‘feedback sandwich’. This method is giving a negative aspect of the feedback within two positive aspects. This method works for me as it assists me in getting over the awkward feeling, however the negative to this is it often dilutes the impact – meaning the person receiving the feedback might not take on board the negative aspect. Another important aspect of feedback is when a person is to receive feedback. Studies have shown when receiving feedback, it is important to remain open minded and eager to learn and develop. When receiving feedback, a person should be mindful of their body language as well as displaying active listening by asking clarifying questions as it demonstrates a commitment to improvement and will prevent any misunderstandings. Specially, I have been in the position where I have had to give feedback to a student officer who was struggling throughout their tutorship with the tutor constable. I engaged in an open conversation with the officer about what feedback I was given regarding their performance and put a plan in place moving forward. I had to be to the point with the feedback as I believed at the time it was best to be honest and address concerns so the officer would not leave the meeting even more confused, I did this by explaining why I was tasked with helping the officer improve, the areas of concern but more importantly what support the police can offer to help get out of the situation. The officer explained they had personal issues which was impacting their ability to progress investigation and the officer felt they did not have the confidence to ask for help. I explained to the officer the standard of work on the investigations had to improve as effectively it is victims on the other end of the work we carry out. I decided to employ this assertive feedback, and then I focussed on the positives – one of the biggest was the fact the officer was still able to come to work. I explained I would ask our sergeant for more support and time to progress the investigations. The officer appeared grateful for this and since the matter, the officer is excelling and has not had to receive any more support.
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