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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:












Introduction.

In this essay, I will thoroughly assess the strategic significance of the College of Policing (COP) in the context of professional policing in the UK. As I approach the end of my probationary period, I will assess my progress in meeting the requirements of a contemporary professional police officer. This essay aims to provide a critical reflection on the evolution of my role as a police officer during my final year of probation. It will take into account various factors, including the strategic policing requirement, policing vision 2025, the workforce transformation 2018, and the COP 5 year strategy.

Kelly (2023) argues that when a person experiences a mental health (MH) crisis, the first responders are likely to be police officers rather than trained MH practitioners. In the incident that I will now discuss, I will use the 5 R Framework developed by Bain et al. (2002) to reflect on what happened.

Reporting.

I responded to a 999 call from a 25-year-old man who was experiencing an MH episode and in possession of a knife, intending to harm himself. The male lived alone and was known to MH services, and I had previous dealings with him involving instances of MH crises. In total, four double-crewed police units attended the call, including myself as a specialist-taser officer (STO) due to the risks involving a knife. On attending the address, I went forward as an STO and made contact in line with the force incident management policy. Relying on my police training and using the National Decision Making Model (NDM) developed by the College of Policing (COP) (2013), I called the male to the open doorway of the property and established that he was not in possession of a knife. I explained to the male that I would have to handcuff him for his safety and that of my fellow officers. He complied, and I entered the address with a colleague. Once the male was handcuffed, we were able to secure the knife, which was located in the kitchen. Safeguarding was complete at this juncture, and it was possible for me to speak with the male to ascertain the circumstances of the incident.

Responding.

Due to my prior involvement with this male, I was able to speak frankly with the male as I had built up a rapport with him, and he disclosed that he was feeling low due to family issues and wanted to end his life. He felt anxious at the number of police officers that had attended the incident, contributing to his heightened mental state, which became a barrier to our initial engagement. I was able to explain to him that, due to the perceived dangers of responding to knife incidents, the situation necessitated a robust response. The male understood, and I stood the other units down, asking them to relocate to the bottom of the street. This reassured the male and exhibited trust between us. I was able to reassure the male by speaking to him in a low, soft manner, and I assured him that we would do everything we could to help him. I used nonverbal communication by sitting next to him at his level, as I perceived that standing over him would make him feel threatened. I was able to sympathise with the male and drawing from personal experiences showed that I had understanding of the depressed state he found himself in.

Relating.

Having had many experiences dealing with MH crises in my role as a police officer, I realised that it was important to empathise with the male, for him to be treated with dignity, and to ensure that he understood that he was not in trouble. From past incidents in which I have assisted the male, the rapport that we had built up enabled him to feel more relaxed in my company, and I assured him that we were present to help him, not to arrest or detain him against his wishes, in order to put him at ease. This approach did work, and we were able to remove the handcuffs in a timely manner.

Reasoning.

The fundamental factor in this situation was ensuring that the trust of the male was gained in order to establish exactly what appropriate help could be offered in the circumstances.
Watson and Agnell (2007) argue that the extent to which police officers treat individuals with dignity and respect, offer them the chance to express their own perspective, and demonstrate genuine concern for their well-being is expected to influence the character and perception of these interactions. Link et al. (2008) say that this aligns with research indicating that individuals with mental illness who perceive themselves as lacking control and being compelled tend to encounter elevated levels of internalised stigma. I had a lengthy conversation with the male, drawing on the professional training I had received as part of my initial police training, which the COP (2016) developed, and my subsequent involvement in numerous MH calls. I identified that he was suffering from depression and that the best course of action would be for me to engage the assistance of MH professionals. The male agreed to speak to a MH practitioner (MHP) via the emergency 111 option 2 service. The MHP subsequently gave the man reassurance, and he consented to go on a voluntary basis to the MH crisis unit at the hospital to receive a MH assessment.

Reconstructing.

Introspection revealed some aspects of my response that I would change in similar situations. Eight officers arrived, unsettling the man and making him feel criminalised. I think one double-crewed unit should have answered the door, with others nearby and out of sight to prevent escalation. I think the encounter went well because I had built trust with the male from previous interactions. The male was treated with respect and dignity throughout, I removed the handcuffs as soon as was practicable; I referred to him by name and included him in all decisions that were made. This helped the male understand that officers were there to help and provide the best care. appointments were booked for the coming weeks, and he was safeguarded in the care of family members. I think I would have handled the same incident differently in my first year as a police officer. I believe that I would have struggled to lead on the incident, perhaps through nervousness and a lack of working knowledge in MH incidents. Working as an officer and gaining experience helped me handle the situation by using my communication skills, knowledge of MH illnesses, and what options were available for the male in crisis. I've gained knowledge, confidence, and the skills to handle a variety of incidents thanks to the PEFQ policing degree and College of Policing guidance. I feel that my ability and personal style in conversing with all sections of the community have attained a high level of competency, which enables me to compassionately interact with people suffering from mental illness. Livingston et al. (2014) identified effective communication, compassion, and mental illness identification as key factors in positive police-service user interactions.

My final year of probation has seen my role as a police officer change in a number of ways. Not just personally, but within my role as a member of a large, busy response team. The knowledge of legislation and practical policing that I have garnered from the COP through mandatory training and personal learning alongside the PEFQ degree has transformed my ability to attend to and deal with a wide range of policing incidents. This has been established by the Police and Education Consortium (2019), which states that the provision of educational and practical opportunities to police professionals enables them to acquire the necessary information, skills, and attitudes to effectively work in the modern policing context. Additionally, how my colleagues view me as a police officer within the team has changed. Younger colleagues view me as a mentor, someone with knowledge and experience, and I have been able to assist colleagues on many levels, from practical policing to file building. I also understand that it is key for me to uphold high standards in keeping with the COP code of ethics (COP, 2014), as I have unwittingly become a role model to younger colleagues. According to Williams and Sondi (2022), mentoring enables the exchange of ideas and assistance between new officers and experienced officers, fosters meaningful conversations, and provides support.

	Police training has changed enormously over the last ten years. The demand for nationwide reform of police training and education is not a novel idea. ​​Neyroud (2011) advocated for the creation of a regulatory organisation to supervise the police in England and Wales. The establishment of the College of Policing, followed by the Policing Vision 2025, has prompted the creation of the PEQF in order to revolutionise police education (Parker-McLeod, 2020). The College of Policing was created in 2012 and serves as a professional organisation for all those employed in the field of police. It operates autonomously and is classified as a non-departmental public entity. It supports professional development by establishing standards and disseminating information and best practices (COP, 2021). The COP assisted in supporting my professional development by sharing knowledge and good practice of what works. The PEFQ degree has enabled me to become a critical thinker and has encouraged me to think more deeply, rationalising my actions in line with the NDM through academic research and writing. Scott et al. (2004) identified the concept of a policing doctorate, which emphasises the importance of professionals participating in advanced professional development, engaging in critical reflection on their practice, and acquiring transferable skills and abilities.

According to research conducted by Williams Norman and Rowe, (2019), police officers acknowledged the significance of the knowledge they had acquired through the degree but had difficulty implementing it in their professional settings. Fleming and Wingrove (2017), suggest that organisational culture is still to blame for resistance to change and accepting new and different training methods. Despite opposition, PEQF courses have been successfully implemented nationwide (COP, 2016). According to Honess (2019) the PEQF focuses on the present requirements of newly appointed police officers in terms of their knowledge, abilities, and behaviours, rather than being a reflection of the requirements for officers who were recruited earlier, whether they are now serving or have served in the past. Holdaway (2017) agrees with these sentiments and asserts that the focus is on acknowledging an existing level of professional expertise. The National Police Chief’s Council (NPCC) (2016) states that ‘the communities we serve are increasingly diverse and complex, necessitating a sophisticated response to the challenges we now face’. ​​According to Holdaway (2017) as the service's capacity decreases owing to budget shortages, officers must enhance their capability; therefore, there is a distinct objective for this reformation of police education. 

	The need for professionalising police training is interwoven with the 2018 launch of the Workforce Transformation in the Police Service by the NPCC (2018). The document that supports the Policing Vision 2025 strategy underlines the vision of the COP, stating that ​​by the year 2025, the field of policing will have a workforce more diverse and inclusive, ensuring that individuals with the appropriate skills, authority, and expertise are available to meet the demands of the profession. These goals will be achieved by tackling six primary areas:  recruitment, professional development, well-being and engagement, leadership in policing, pay and grading, and organisational development. Already, we have seen changes to the pay scale structure, where new recruits are starting on an uplift of 7% (Police Federation 2024). The COP (2014), within it’s ‘Five Year Strategy', has outlined similar areas for development: 1. setting standards of professional practice; 2. identifying, developing, and promoting practice based on evidence; 3. supporting the professional development of those working in policing; 4. supporting police forces and other organisations to work together to protect the public and prevent crime; and 5. identifying, developing, and promoting ethics, values, and standards of integrity. The strategic role of the COP in professional policing is clear to see across the strategies and guidelines it has issued. It has set out long-term, overall aims and interests and the means of achieving them. 

Conclusion.

In conclusion, since achieving single patrol status in June 2022, my confidence has grown enormously, which has enabled me to take the lead in difficult situations, which is something I would not have felt comfortable with during my tutorship. According to Tewksbury and Copenhaver (2016) the personality traits exhibited by exemplary police officers emphasise the significance of officer self-assurance. This aligns with Nowicki (1999) who argues that a good police officer possesses 12 essential attributes, which include courage, defined as the ability to confront physical and psychological obstacles and maintain clear thinking in high-pressure situations, and ego, characterised by the belief in one's own competence as an officer and the self-assurance necessary to solve complex crimes. This is not to say that I have become overconfident or complacent. I will seek to avoid complacency through continuing professional development, keeping on top of legislation, and increasing my knowledge in relevant areas, as well as maintaining a high level of professionalism at all times.
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	Task 2.

Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


  
	
Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?


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






Answer:















Introduction.

​​I will employ the reflective cycle proposed by Rolfe et al. (2001) to engage in a critical analysis of an occurrence in which I utilised social media to inform and engage with the community, as well as to advocate for policy initiatives. I will look at the various social media platforms utilised by police forces and examine the advantages and potential hazards associated with their use. I will also take into account the regulations on the utilisation of social media for the dissemination of professional information and fostering interaction.

What?

	I was investigating a crime of theft that a male had committed against a large DIY store in my area, which ran into thousands of pounds. The modus operandi of the male was to attend the various stores and steal high value electrical tools, leaving the store via a fire exit and making his escape through a pre-cut hole in their fences. I wanted to identify the male to progress my inquiry; however, the investigation had explored all available evidential avenues, including CCTV and facial recognition. Unfortunately, the CCTV images were not of sufficient quality to match our facial recognition software. I felt frustrated that this male could potentially go unpunished for the offences, and the victim would not receive a positive policing outcome.
A staff member at one of the stores alerted me to a number of Facebook posts in which a male was selling brand new electrical tools from his home. I asked the male to screen-shot the posts and upload them to our system. Further checks confirmed that all of the items being sold were a match for the items that had been stolen. Investigation into the male through a reverse search of his mobile telephone number confirmed the identity of the male, who was known to police with a history of committing similar crimes. Checks of CCTV in surrounding streets identified the male as using a specific car, with the vehicle registration number coming back to his vehicle. I later attended the male's address and arrested him for theft. A search of his property recovered a number of the high value electrical items. The male was subsequently interviewed under caution and made a full and frank admission to the thefts. I took a photograph of the recovered items and forwarded it to a neighborhood policing colleague, who published the photograph on the South Wales Police Facebook account. The post attracted a number of positive comments and likes from members of the public, who were keen to see a positive outcome. I was satisfied with my decisions, knowing they had had an advantageous effect on the general public's view of policing.

So what?
	
	According to Brainard & Derrick Mills (2011) in the last 10 to 20 years, several ways have been suggested to facilitate the implementation of the community policing idea, one of which is utilising social media. Bertot et al. (2012) concur with this theory and state that police forces have utilised social media platforms to actively include the community and resolve criminal cases. It is therefore necessary for cultivating community trust and encouraging community engagement that law enforcement agencies ensure the public is regularly updated about police initiatives and requirements (Bertot, Jaeger, and Grimes, 2010). I engaged with social media information without having a full understanding of the policies in place and without engaging with the appropriate teams. As per the College of Policing (CoP) (2022) the Corporate Communications Department (CCD) does not participate in all media interactions. However, they can provide guidance and assistance on communication matters, including offering background information and essential messaging to aid in the process. It is important to keep CCDs aware so that they can be prepared in case there are any demands from the media or others for more information. In this event, the result was favourable. However, had my actions not been well-received, it could have generated adverse publicity that the CCD was unaware of. The CoP (2022) emphasises the crucial need for establishing a productive partnership between the police service and the media. This collaboration plays a pivotal role in crime resolution, apprehending wrongdoers, and ensuring community safety. The Authorised Professional Practice (APP) is specifically developed to aid police personnel in effectively interacting with the media. The application integrates the guidance provided by the 2010 communications advisory groups and the 2013 relationships with the media guidance of the CoP. It is recommended to use it alongside the Code of Ethics from 2014. I was unaware of these protocols prior to this occurrence; however, I adhered to the Code of Ethics consistently. I exhibited openness, honesty, and clarity, despite having uncertainty and lacking knowledge of existing policies. 
	
The CoP (2022) discourages the use of phrases like 'off the record' due to the potential for misinterpretation and the perception of improper or confidential information being released. According to the HM Inspectorate of Constabulary HMIC (2012) all but one force developed protocols to ensure meetings and talks with the media are recorded appropriately. The CoP (2022) recommends that any officer or police staff member who engages with a media representative or offers information verbally or in writing should maintain a corresponding record as a standard practice. There was no documentation of my conversations with the male regarding his discovering the social media posts during this occurrence. Upon careful consideration, I acknowledge that I made a mistake and should have documented the discussion.

What now?

	According to Crump (2011) police forces in the UK started testing the use of social media in 2008. This began with individual officers taking the initiative and then receiving different levels of official support, including eventual sponsorship from the Association of Chief Police Officers (ACPO). Bertot et al., (2012) state that social media platforms facilitate the interchange of content created by individuals, which can be advantageous for public industries. According to the CoP (2020) good communication is crucial for tailoring service delivery to meet the public's demands, and it encompasses more than just face-to-face interactions.
The Police Foundation (2014) heralds social media as a ‘game changer’, which is an increasingly prevalent method of internet-based communication that has become relevant to all aspects of policing. The platform provides the police with a means of establishing communication and interaction with the public. Additionally, it facilitates the rapid and effortless dissemination of crucial information, and it can aid in the collection of intelligence. Bailey and York (2018) conducted a survey on the use of social media by the police, disseminated through Twitter, Facebook, and Instagram. Out of the total of 25,715 participants, 62% were active on Facebook, 33% on Twitter, and fewer than 1% on Instagram. These statistics indicate that Facebook is the predominant platform for public engagement. Research conducted by OfCom (2023) produced new figures that include newer social media platforms, finding that 92% of UK adults use the internet, with Wales coming joint top with Scotland for social media use at 64%, followed by Northern Ireland at 62% and England at 61%. The difference in popularity of social media providers varied greatly by age, with Facebook being the most popular for over 65’s, Snapchat at 29%, and TikTok at 27% for users between the ages of 16-24. CoP (2020) states that YouTube plays a crucial role for police forces in disseminating safety videos and serves as a venue for expressing critical views on policing matters.
	
Bullock (2018) discovered that research indicates social media is predominantly used for purposes such as soliciting information, disseminating criminal activities, sharing incident details, and offering crime prevention advice. The purpose of social media is to encourage openness, transparency, and public participation. However, there is limited knowledge about how law enforcement officials comprehend and integrate social media into their communication strategies. According to Nikolovska, Johnson, and Ekblom (2020) the existing directives provided to police mostly emphasise adherence to legislation and the prevention of harm to one's reputation, rather than prioritising strategies that are truly beneficial in reducing crime. 
Bullock (2018) argues that friction arises between the requirements of an organisation and the necessary circumstances for efficient communication on social media due to the cynicism and risk aversion exhibited by particular supervisors, as well as the lack of interest among certain officers. This final item encapsulates the challenges I may have faced during this episode.
	
An additional advantage of police forces utilising social media is their enhanced ability to interact with the public, enhancing public trust and confidence as well as collecting valuable intelligence and data, especially from marginalised communities (The Police Foundation 2014). 
According to Walsh (2019) social media enables the police to rapidly disseminate information, such as traffic problems, and is useful for communicating immediate threats to public safety in times of crisis. Denaf et al. (2013) conducted a study on Twitter communication during the 2011 riots, focusing on two influential factors. One force employed a formal approach, while the other adopted a customised and engaging method. The study determined that varying communication tactics can impact engagement. Consequently, it is recommended to adapt communication strategies according to the specific circumstances.  Social media possesses the capacity to detect nascent concerns and surveil online networks that exert influence over law enforcement. 
	
The Association of Chief Police Officers (ACPO) (2013) delineates five domains in which the prudent utilisation of social media necessitates a cognizance of potential hazards. The following actions are considered breaches of trust or confidence: illegal disclosure of personal data, causing discredit to the police force (whether on or off duty), and disclosing operational material or techniques. These hazards can be mitigated by the police being aware of them and acting in accordance with the police code of ethics (COP 2014). The HMIC (2012) report revealed that police authorities made minimal advancements in formulating policies and instructions regarding the utilisation of social media, but integrity concerns persisted. The HMIC (2011) conducted a comprehensive analysis of data from 44 police forces in England and Wales, which also included the British Transport Police. The analysis revealed that a total of 314 investigations had been conducted in the preceding 5 years, specifically focusing on cases involving inappropriate contacts with the media or unlawful publication of material. In an attempt to mitigate this, the National Police Chief’s Council (2023) has provided updated guidelines for officers concerning the use of social media.

	According to ACPO (2013) police officers possess a substantial level of access to personal data, which is safeguarded by the Data Protection Act (2018). Personal data refers to any information that pertains to a person who is alive and can be identified based on that information alone or in combination with other data they possess. Police personnel who disclose personal or sensitive material on social media without authorisation are likely to be engaging in a criminal act. According to the CoP (2021) it is required that police uphold the privacy rights of suspects and refrain from disclosing their identities to the media until they have been formally charged, unless there are exceptional circumstances when this can be justified, such as when there is a threat to someone's life. In this incident, there could have been a potentially different outcome if the identity of the male who committed the thefts had been circulated on social media by the store owner.

Conclusion.

	Contemplating this incident has enabled me to acquire a substantial amount of information and gain a deeper understanding of the protocols and guidelines governing the use of social media for the purpose of informing and connecting with the community. Interacting with CCDs is crucial, especially when facing uncertainty, as they may provide direction and be ready to respond to any information demands. Through my lack of understanding regarding the social media policies, I could have potentially put the investigation or suspect at risk. I failed to record my interactions with the store owner regarding the information on social media, which is something I will be sure to do in future investigations. I have discovered that it is advantageous to document all engagements related to the use of social media, regardless of their insignificance.

	After acquiring additional knowledge through introspection, I am confident in my capacity to convey impactful communication via social media. Furthermore, I possess a comprehensive understanding of my obligations, the potential hazards, and the advantages associated with engaging with the public through this medium.
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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:



















Introduction. 

In this essay, I will critically evaluate and evidence my flexibility in leadership style and critically analyse the leadership strategies that I have developed to manage a range of operational situations. I will be using the Four F’s model or reflection, developed by Greenaway (1992).

What is leadership?
	
According to Bolden (2004) the subject of leadership has captivated scholars for centuries, starting with ancient Greek philosophers like Plato and Socrates. Although the significance of leadership is acknowledged, there is still a certain enigma around its true nature and how to precisely describe it. Stodgill (1974) found in a survey of leadership research that there are about as many definitions of leadership as there are individuals who have made an effort to define the idea. Wright et al. (2008) argue that the notion of leadership lacks clarity and that there is conflicting information regarding the definition of effectiveness in leadership. The Oxford English Dictionary (2024) defines the meaning of leadership as: “The dignity, office, or position of a leader, esp. of a political party; ability to lead; the position of a group of people leading or influencing…” Leadership, as described by Eke (2024), is the skill of effectively managing and motivating a collective of individuals to work together towards a shared objective. Manfred and Kets De Vries (2001), agree with this notion, identifying leadership as a systematic undertaking involving the exertion of influence by a person in a position of authority, utilising a diverse range of abilities, in order to guide individuals within a collective towards a shared objective.

Types of leader
	
	Pitcher (1997) asserts that there exist three distinct categories of leaders: the "artist," the "craftsman," and the "technocrat.". The artist possesses a range of qualities, including emotional depth, vivid imagination, boldness, exhilaration, intuition, creativity, unpredictability, visionary thinking, and entrepreneurial spirit. The craftsman possesses a harmonious blend of qualities, including equilibrium, pragmatism, rationality, stability, accountability, predictability, assistance, integrity, and reliability. The technocrat possesses a highly intellectual and analytical mindset, displaying a resolute and unwavering attitude towards achieving goals. They exhibit a strong focus on details and have a no-nonsense approach, leaving no room for compromise. One would argue that the ideal leadership style would incorporate all of the aforementioned qualities.

Leadership models.

	Korejan and Shahbazi (2016) explain that the style of leadership known as ‘transformational’ identifies a leader as someone who inspires and motivates others to exceed their capabilities inside the organisation, while also encouraging them to generate new ideas and innovate in their respective fields. There is a prevailing belief among scholars and theorists that transformational leadership management is more efficacious in comparison to pragmatic leadership. Transformational leaders are able to effectively convey the significance of their actions to their people.

	Adams (2018) explains that the notion of transactional leadership was initially proposed by Max Weber, a German sociologist, in 1947 and then expanded upon by James McGregor Burns, a renowned American political scientist, in 1978. Transactional leadership theory posits that leaders provide their followers with rewards or social status in exchange for their compliance with the leader's desires. According to Burns (1978) transactional leadership is a method of facilitating social transformation between leaders and followers. Transactional leadership in an organisational setting entails a reciprocal interaction between leaders and followers, where both parties get something of worth.

	Khan, Nawaz and Khan (2016) argue that the present literature contains a multitude of explanations, classifications, ideas, and definitions pertaining to leadership. Considerable research has been dedicated to the categorization and elucidation of various facets of active leadership, resulting in significant scholarly investigations into leadership styles and behaviours within organisational and societal contexts. A consensus among researchers and practitioners has emerged that leadership is a malleable, evolving process where each new piece of study builds upon and rarely entirely disregards previous findings. The 20th century witnessed the emergence of several prominent theories in the field of leadership. These ideas encompassed the Great Man theory, trait theory, process leadership theory, style and behavioral theory, as well as transformational, transactional, and laissez-faire.

	The situational leadership concept proposed by Hersey and Blanchard (1969) comprises three distinct dimensions. There are two aspects that are linked to leadership manners: interpersonal behaviour and task behaviour. According to their perspective, effective leadership is contingent upon the careful selection of an appropriate leadership style that aligns with the preparedness level of the followers. Zurlinden and Bongard (1991) believe that situational leadership necessitates that the leader possess adaptability and adjust their conduct to accommodate individuality, rather than relying on a singular strategy.

	The concept of leadership within the context of policing is significant. The College of Policing (2023) offers fifteen guidelines to enhance our comprehension of its importance. At its core, it prioritises the code of ethics, with a strong emphasis on placing the public as the top priority. It also emphasises important attributes, such as the ability to operate efficiently within a team. In his 1961 book "A New Model of Management," Likert (1961) an American scholar, introduced the concept of participative leadership after conducting extensive experimental research on democratic leadership. He outlined three key principles of participative leadership theory: the mutual support principle, the group decision principle, and the high standards principle. In the 1930’s, German psychologist Kurt Lewin, developed three leadership theories: democratic, authoritarian, and laissez-faire. Laissez-faire leadership is founded on the principle of trust. STU Online (2014), explains how individuals who possess a significant level of freedom in decision-making and independent project work seem to be most at ease under laissez-faire bosses. On the other side of the spectrum, individuals who thrive in a strict setting with explicit instructions and regular objectives generally favour authoritarian leaders. Campbell and Kodz (2011) identified seven differing styles of leadership that are employed by police forces and conducted research into their effectiveness in guiding colleagues; 1, Transformational leadership: Police officers who exhibit transformational leadership qualities, such as inspiring others, establishing a clear vision, providing intellectual stimulation, appealing to followers' moral beliefs, fostering their potential, and making a good impact, may be perceived as more effective leaders compared to those who do not possess these qualities. There exists empirical data suggesting that leaders can exert a favourable influence on the organisational commitment of their subordinates, as well as their inclination to expend additional effort and adhere to directions. 2, Transactional leadership: Research indicates that police supervisors who largely rely on rewards and punishment and management-by-exception, rather than utilising transformational behaviours, may have a reduced ability to positively influence their subordinates. Although there is evidence to suggest that transactional behaviours might yield favourable outcomes in certain situations. 3, Mixed style leadership: Research indicates that police officers who integrate both transformational and transactional behaviours may exhibit more effectiveness compared to leaders who solely rely on transformational behaviours. 4, Active leadership and role-modelling: Active leaders who demonstrate exemplary behaviour and utilise role-modeling techniques may have a greater impact on subordinates' behaviour compared to transformational leaders who largely rely on inspirational motivation and interventions like mentoring. 5, Situational leadership: Leaders that adapt their behaviours to align with the specific circumstances, such as the level of expertise, position, and responsibilities of their subordinates, are likely to be the most successful. 6, Participative leadership: Leadership styles that promote active involvement in decision-making processes have the potential to enhance job satisfaction and foster organisational commitment among subordinates. However, the data supporting the effectiveness of shared-leadership initiatives in achieving similar outcomes is very limited. 7, Laissez-faire: Law enforcement officials that engage in passive leadership are widely perceived as being less successful and lacking in leadership qualities. Research suggests that there is evidence indicating that they can impose detrimental effects on subordinates' inclination to exert additional effort.

Facts:

	I attended a 999 call in which a male attacked two males with a hammer. Due to operational demand, I was the most senior member of the team to attend, along with three colleagues, two of whom were still within their tutorship period. On arrival at the incident, it was a priority to ensure that the victims were safeguarded and the suspect was arrested. There were a number of actions that needed to be carried out to ensure that no items of evidential value were lost. I formulated a working plan to separate the parties, take the victims to a safe location, and arrest the suspect. I understood the thoughts and feelings that my colleagues were having, as I have been through the same tutorship process of learning. It was evident that my three colleagues were looking at me for leadership as they were inexperienced. I ensured that everyone knew what they were doing and delegated the tasks of seizing CCTV and taking statements from the victims and witnesses. I took the decision to arrest the suspect myself, as I have had numerous dealings with violent offenders and felt that I was best placed to carry out this action. The incident culminated in the arrest of the suspect, statements obtained, evidence seized, and CCTV. I felt that we had worked well together as a team and achieved our objective.

Feelings:

	Upon reaching the scene, I had devised a course of action and was eager to implement it. The inexperience of my coworkers was impeding my actions, causing several complications. I observed that two of the least experienced and youngest officers were present, but they were not actively participating in this situation. I was exasperated by their conduct and perceived that they were burdening me with the entirety of the workload. I felt frustrated by the lack of action from colleagues. As police officers, the general public relies on us for assistance, direction, and safeguarding, and it is imperative that we fulfil our responsibilities with the highest level of professionalism. The College of Policing (2017) has developed the Competency and Values Framework to provide guidance to officers on how to behave and project themselves when interacting with the public. At first, I lacked a sense of control over the situation and had little confidence in our ability to achieve our objectives. The intensity of this emotion rapidly shifted, prompting me to rely on my police training in order to maintain composure during the incident. I successfully assumed authority and assigned responsibilities to my colleagues, resulting in a collective effort that led to an acceptable outcome. Upon resolving the situation, I experienced a heightened sense of confidence in both my own abilities and those of my coworkers. 

Findings:

Reflecting on the incident has enabled me to understand the issues that we faced as a team.
It has allowed me to understand some key aspects that could have been problematic when dealing with the situation. 
	
As the most experienced officer on scene, it was inevitable that my colleagues would look to me as a mentor for guidance.  Williams (2000) argues that mentoring facilitates a smooth and favourable adaptation to law enforcement. Mentoring operates under the premise that individuals establish stronger and more favourable connections with peer support compared to supervisory support. Morrison (2014) states that this procedure enables the senior officer to provide assistance, guidance, mentorship, information sharing, and facilitate the smooth integration of the new officer into a completely unfamiliar setting, minimising any challenges. This also cultivates a sense of bonding and generates an environment of kinship and a feeling of belonging within the organisation (Colaprete, 2009). I found that initially, I lacked confidence at the incident, and I understand that this is partly due to a phenomenon called ‘imposter syndrome’ that all police officers experience at some point in their careers. Clarence and Imes (1978) first considered the imposter syndrome in the 1970’s which is defined by Gadsby (2020) as an encompassing sense of apprehension at the possibility of being detected and revealed as an impostor, someone who lacks the qualifications for the position they hold and is undeserving of the accomplishments they attain.

	I was able to fall back on my police training, take control of my feelings and emotions, and lead by example. The concept of leadership has been a focal point in the fields of behavioural and social sciences, garnering significant attention from scholars in recent times. Debate revolves around the methods by which a leader may effectively motivate followers to engage in actions that may contradict their own interests but are advantageous to the collective. Drouvelis and Nosenzo (2013) agree that leaders may accomplish this by exemplifying leadership through their own actions: leading by example, setting a positive example, and inspiring others. Had I failed to lead by example, I would have risked putting the safety of the victims and the safety of my fellow officers in jeopardy. I was able to empathise with the feelings that my colleagues were experiencing and understand that I needed to offer guidance on what they needed to achieve. I took the decision to delegate some key tasks to my colleagues, which improved the efficiency of the team and helped us achieve our goal. Effective communication and delegation are essential aspects for leaders to achieve optimal efficiency and effectiveness. Delegation is a dynamic exchange between multiple individuals where they collectively achieve concrete objectives through shared comprehension and effort (Badjie, 2021). 
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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) 
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Introduction.

I will apply Gibbs' (1988) reflective cycle to evaluate my three-year probation and the ways in which coaching and mentoring contributed to my development. I will reflect on the ways in which mentoring and coaching have aided my learning and development and assisted me in achieving personal, professional, and organisational objectives. 

Description.

My three-month tutoring phase commenced in April 2022, following the completion of my six-month initial training period. During my tutorship period, my tutor often acted up as the shift sergeant, which necessitated me being informally tutored by other team members. I felt that this did not provide me with the consistency of tutorship that I needed. I initially worried that the considerable age gap between my tutor and I would create issues, especially when attending incidents where members of the public automatically assumed I was the more senior officer due to my age.

At the conclusion of my tutorship, approval was granted for independent patrol status. I was concerned for my ability to respond to incidents and felt that my knowledge base was lacking due to the short amount of time I had spent with my tutor. I lacked confidence that I was adequately prepared. According to my tutor, I had proven to be proficient in the critical areas of interpersonal relations and conflict resolution. Although I worked autonomously, my supervisor and team members believed that for optimal learning, I should regularly engage in patrol duties with different team members. Until a new student commenced tutorship in September 2022, I was the most recent addition to the team.

Feelings.

Although my tutor was willing to endorse my independence, I did not believe that I had acquired sufficient expertise to work autonomously with confidence. She frequently expressed that I would acquire knowledge by being compelled to assume responsibility and independently make decisions. Notwithstanding these feelings, based on how I felt about my tutorship, I believed it was more advantageous to proceed with the tasks without expressing dissatisfaction. I believed that lodging a complaint would only exacerbate the challenges I faced in gaining acceptance from the team. During the period spanning from July 2022 to December 2022, I experienced a sense of reluctance among certain team members to be assigned to work with me. Nevertheless, I found solace in the fact that my peers had a positive perception of me. Occasionally, I experienced a sense of seclusion and had restricted avenues to seek assistance. I perceived a decline in my team's tolerance towards me due to my persistent questioning about areas in which I lacked knowledge. Frequently, I would experience delays in completing tasks due to difficulties in filling out paperwork, prompting colleagues from various teams to provide assistance. I possessed a strong desire to acquire knowledge and develop proficiency as an officer, with the expectation that my team would embrace me upon attaining a higher level of competence.


Evaluation.

Upon careful reflection, it becomes evident that my initial assumption regarding the age gap between myself and my tutor was incorrect. She was conscious of my life experience and believed that I had the skills to assume leadership in challenging circumstances. I exhibited a high level of confidence in employing my interpersonal aptitude and effectively showcased my proficiency in managing conflicts at the outset of the tutoring period. Kamarudin et al. (2020) look at Bigg's (1996) Presage-Process-Product model, which was made to show how teachers and students interact with each other and what the expected results of teaching and learning activities are. The model contains three areas where factors related to learning are set. The Presage stage encompasses the individual's existing understanding, expertise, and abilities. The process stage refers to the manner in which the student reacts to the assignment, while the product denotes the cognitive outcomes that are achieved. In relation to this model, it is evident that my initial expectations for the tutoring or coaching phase were to attain a comprehensive and proficient level of competence as an officer, prior to achieving independence. However, my focus shifted towards concentrating on specific, crucial areas and establishing long-term objectives. Malling et al. (2020) define goals such as adjusting to a new work culture as coaching, rather than mentoring, which typically encompasses long-term objectives. The College of Policing (COP), (2023) defines mentoring as a reciprocal association wherein an individual possessing greater expertise or knowledge provides assistance, counsel, and direction to facilitate the growth and advancement of an individual with less experience.
I was eager to acquire knowledge and had confidence in the expertise of more experienced colleagues to enhance my understanding. Previous experiences have the potential to exert an influence on a student's approach to learning (Ramsden, 2003, as cited in Kamarudin et al., 2020). After experiencing feelings of lack of guidance during my tutorship period, a colleague extended his support and shared that he had also felt isolated in the months after passing tutorship. He assured me that I could seek his assistance. One of my colleagues was to assume the role of my mentor. As per Hussey and Campbell-Meier (2021) mentoring can be formally or informally established. According to Reczek (2018) formal mentoring programmes are typically limited in duration, whereas informal mentoring is unstructured and occurs organically, relying on shared interests and mutual support.

Brennan (2005) asserts that work-based learning lacks a singular definition, except for its focus on learning rather than teaching, and its presence within the workplace. It has the ability to serve various functions and is not exclusively focused on learning related to performance. The purpose of this initiative is to ascertain and illustrate the acquisition of knowledge and skills that occurs through work-related activities, wherein the responsibility for learning is distributed among multiple individuals within the workplace. Rodgers and Horrocks (2020) elaborate that the focus is not on instructing, but rather on individuals who possess equal status and should engage in vertical learning rather than horizontal learning. According to Hussey and Campbell-Meier (2021) students may encounter challenges when attempting to apply theoretical knowledge and concepts in practical settings. In order to close this divide, coaching and mentoring programmes are commonly employed to equip students with the necessary knowledge and skills, as well as opportunities for networking.

Analysis.

              Coaching focuses on enhancing an individual's skills and knowledge in order to enhance their job performance, contributing to the attainment of organisational goals. The objective is to enhance performance and productivity in the workplace while exerting influence on personal life. Typically, it has a brief duration and concentrates on abilities and objectives (CIPD, 2009). During the coaching phase, my objectives were to attain autonomous status by showcasing workplace skills outlined in the Police Education Qualification Framework (PEQF) criteria. Hussey and Campbell-Meier (2021) posit that coaching entails the involvement of experienced professionals who provide guidance to individuals in the development of a particular skill, thereby providing opportunities to acquire both implicit and explicit learning. 
The concepts of mentoring and coaching are interconnected, as they both centre around the enhancement of professional growth, albeit with distinct emphases and objectives (Hussey & Campbell-Meier, 2021). According to CIPD (2009) mentorship is characterised as a dynamic wherein a seasoned colleague draws upon their extensive expertise and comprehension of their field or professional environment to provide assistance and foster the growth of a less experienced or junior staff member. According to Hussey and Campbell-Meier (2021) unstructured collaborations as mentors can be established through connections, a commonality of interests, and personal affinity. Despite a perceived lack of formal tutoring, this laid the groundwork for my professional development. This proved advantageous when addressing incidents I had not previously encountered. 
	
I gained greater confidence from the mentoring relationship with my colleague, which enabled me to glean a substantial amount of knowledge, to the extent that I am now capable of providing guidance to my mentor in particular circumstances. According to Reczek (2018) an individual assumes the responsibility of actively listening and offering counsel and direction. As the situation progresses, the learner actively interacts with his mentor, assuming the role of a listener and offering feedback, leading to the emergence of reciprocal learning.

Mentoring is widely recognised as crucial to proficiency in knowledge, skills, and abilities that are relevant to the workplace (Deng and Turner, 2023). After establishing a relationship founded on honesty, transparency, and confidence with my mentor, we engaged in a conversation about our future objectives and areas of interest. My mentor provided me with guidance on the necessary steps to advance towards those objectives. Baker et al. (2021) suggest that mentors and coaches possess the capacity to offer feedback, albeit with mentors being more inclined to provide feedback pertaining to career advancement, while coaches focus on technical skills. According to Sharmer (2020) the efficacy of mentorship is evident. Learners exhibit enhanced academic performance, accelerate career advancement, and attain greater job and private life contentment when guided by mentors. The latter aspect warrants emphasis, as my perceived lack of tutoring had a profound impact on my personal life. This period prompted me to question the viability of pursuing a career within the police force and whether I would be able to advance to a level of acceptance within my team. The coaching phase facilitated the enhancement of my abilities, the acquisition of new skills, and the application of theoretical knowledge, ultimately leading to the attainment of my objective of attaining independent patrol status. According to Malling et al. (2020) the term "coaching" is used to describe goals such as the acquisition of a new skill set, as opposed to "mentoring."

I believed that the informal mentoring period was the driving force behind my personal growth. Farrell (2019) suggests mentoring can alleviate feelings of alienation or solitude experienced by a student who is new to a group and is adapting to an unfamiliar workplace. Overcoming my sense of detachment, I experienced a surge in self-assurance and a decrease in stress, enabling me to enhance my learning and performance. Consequently, as I cultivated a productive rapport with my mentor, I perceived that this had an impact on the other members of the team, leading to my acceptance. As I acquired more knowledge and improved my performance, I noticed that when a new student joined the team, other members of my team were content with working alongside me rather than being concerned about being assigned to a new student. Having personally encountered these adverse emotions and recognising that mentors can also derive advantages from mentoring connections, I would readily provide guidance and assistance to incoming students. According to Sharma (2020) mentorship is mutually beneficial and allows the mentor to engage in self-reflection. Both individuals have the chance to exchange experiences, enabling them to maintain their overall well-being.

Conclusion.

According to Farrell (2019) supervisors are responsible for the organisation rather than the student, which implies that they cannot serve as mentors, suggesting that supervisors are more appropriate to be seen as coaches.

Upon introspection, I perceive that my tutor possessed confidence in my aptitude and fundamental competencies to do my job. While the development and nurturing of these skills are necessary, they would require a longer duration and would be facilitated through mentoring. Upon consideration of the significance of mentoring, it becomes evident that the coaching phase's "closure & planning next steps" section was deficient in terms of providing specific details. I would have greatly benefited from being assigned a dedicated mentor during this period. The plan for the post-coaching phase entailed me deriving lessons from my errors. The presence of a mentor would have enhanced my learning and growth during this period, but instead it resulted in feelings of exclusion and isolation, hindering personal development. On reflection, I realise that I should have been more forthcoming and sought additional assistance from others, rather than worrying about acceptance by my team. Going forward, I will be sensitive to new recruits who are in this stage and provide my assistance or motivate them to seek assistance if they experience similar feelings. Observing the arrival of subsequent recruits has prompted me to recognise that the attitudes exhibited by my team members were not inherently personal, as I have observed a similar pattern emerging among other probationers. Receiving guidance from a single colleague significantly alters the overall mindset of the entire team. The inclusion and support offered by a mentor are crucial for overall well-being and serve as a catalyst for personal growth and achievement.


Action plan.

During my probationary period, I cultivated a network of support across different teams. In future, I will readily seek assistance in any circumstance. I am eager to provide assistance to others in order to facilitate their growth and to ensure that new recruits do not experience isolation or pressure to be integrated into a team. I have been approached by my inspector with a view to becoming a tutor in the future. I have considered this, however, I believe that it would be personally advantageous to acquire deeper knowledge of policing and gain more experience in my role before considering formally tutoring students. I feel that I would be a greater asset to the team and to new students, if I imparted my knowledge of policing and life experience in the context of informal mentoring. 
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