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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:


During this task I will be reflecting on an incident I was involved in where I played a significant role with a victim. I will critically evaluate the strategic role of the college of policing in the United Kingdom. I will evidence how I am working to fulfil the role of a modern police officer in my final year of probation. I will also critically reflect on the changes I have seen since going into my final year. 

 
Towards the end of 2022 I was moved Police station to work a new area to assist in staffing levels. When I initially began working the new area, I found quite a big difference in the type of calls I was dealing with. When I started working on my new shift, I found myself dealing with a number of incidents which I have never dealt with before. One of these incidents was involving a 12-year-old child wanting his father spoken too as he no longer wanted any contact with him. When I initially spoke with the child, they informed me that they have had a fractious relationship with their father for a number of years. He stated that he was scared of him due to his unpredictable nature but has never been physically violent towards him. The child asked me to speak to his father and inform him that he no longer wants any form of contact with him until he is clean from drugs. 
I then spoke to the mother of the child without the child being present to ascertain if there were any kind of court orders in place to protect the child from contact with his father however there was no court order in place. The mother of the child informed me that her ex-partner has had an ongoing issue with drug use for a number of years. She stated that due to this and the father being violent to the mother the relationship ended however she still allowed the child to see their father. The mother of the child informed me that as the child has become older, he now understands that his father is a regular drug user and wants nothing more to do with him until he is clean. 

The incident itself involved the child walking to catch the school bus when he was approached by his father. Fearful of his father’s behaviour he has asked him to leave him alone as he did not want to speak with him. The father is then said to have ordered his son to stay in contact with him or there would be repercussions. This has caused the child to become upset and run away from the father. Due to there being no offences committed it was decided to offer the father words of advice around the unwanted contact as any further contact could be deemed as Harassment contrary to section 1 (1) of the (Protection From Harassment act, 1997). Due to the sensitive nature around this case, I knew that it was vital to provide the best support not only to the child but also to the father too. 

When dealing with an incident like this in my initial year of being an officer I would be narrowminded as to how I would deal with it. What I mean by this is I would have initially ensured safeguarding of the child and mother from the father. Before then submitting a public protection notification to let partner agencies in the form of social services, council and schools. As highlighted with in The Strategic Policing Requirement 2023 “working with safeguarding partners and support services to provide wraparound support to victims and vulnerable witnesses throughout investigations and playing an active role in local child safeguarding as part of the local safeguarding partnership.” (Home Office, 2023) 

As I have progressed through my years of being an independent police officer I have found that in some cases, in order to police in a modern professional manner support for suspects/offenders is just as important as victims. Prior to giving the father words of advice I conducted Niche checks on him to ascertain his warning markers and vulnerabilities. In doing so I was able to identify a recent suicidal marker which was in relation to not being able to see his child. Due to this I approached the subject with the father compassionately but firm. While giving the words of advice I was mindful that this could cause the mental health of the father to deteriate. Not wanting this to be the case I told the father that the child would be happy to be in contact with him if he becomes clean of drugs. In light of this I submitted a public protection notification for the father before making a referral to a local drug charity for support in getting clean. The police service's primary objectives are lowering crime rates and safeguarding the vulnerable. In order to do this, the police must strengthen relationships with organisations and other service providers (NPCC, APCC, 2025) by taking this course of action not only did I safeguard the victim, I also provided support to the father, strengthening his relationship with police and providing support to prevent him from offending further.

I feel that my actions in dealing with this incident have shown growth and maturity in experience from initially being awarded independent patrol status. Now I am in my third year of probation I am constantly looking for new challenges in the form of incidents I have not dealt with or after reflecting on incidents looking to make changes where I found my actions not to be as successful. After reading The Policing Vision 2025 I found one note that seemed to resonate with me, although it was used in a different context, I found that it also applied to my development in becoming an established officer “Knowing which service (or services), and when to provide them, is not always immediately apparent” (NPCC, APCC, 2025). What I mean by this is having a lack of experience when starting out as an independent officer would ultimately result in a limited knowledge of service providing. In gaining experience it would only then be apparent what other options are at your disposal. 


Much of my experience has been gained from being operational and dealing with different types of incidents however over the course of three years much of the learning I have received has come from the College of Policing. The strategic role of the College of Policing is “a professional body for everyone working across policing. It is an operationally independent arm's-length body of the Home Office.” (College of Policing, 2023) The aims of the college of policing is to engage with all who are involved in law enforcement and the policing to better understand the problems they face. While incorporating evidence-based knowledge into everything that is developed. The college of policing is designed to help the public and to give professional policing a voice on standards, skills, and capacities that benefit police officers and employees as well as researchers, academics, and learning providers. (College of Policing, 2023) 


While the College of Policing has assisted many officers in professional learning over its years questions were raised in 2022 around the lack of professional development, insufficient investment in the development of leadership at all ranks an absence of coordinated strategic thinking across policing, a blurring of responsibilities at a national level and being insufficiently equipped to respond to the increasing digital aspects of crime (Herbert, 2022). In light of these findings a new vision was created for the college of policing which addressed three key priorities for the college of policing to focus on. 

Boosting professionalism - By making sure they have access to the greatest CPD and that it is given the correct priority, we can provide officers and employees with the best professional skills needed to execute their jobs. This is not meant to imply that police personnel are unprofessional, but rather that the profession has not prioritised their professional growth as a whole.

Improving leadership - Enhancing the leadership capabilities of all ranks of police officers and personnel. Leaders are everyone who works in law enforcement, whether they are probationers on the front lines or those in charge of sizable teams or whole units. The organisation must foster an inclusive, data-driven, and leadership which is an eﬀective environment. This will encourage performance and guarantee that talent is acknowledged at all levels.

Driving consistency - Overcoming the 43-force model's shortcomings to deliver uniformity where it counts most for the general public and the police force. Too much unwanted diversity among the forces makes it difficult to produce excellence in the fundamentals and prevents the exchange of best practises and innovative ideas.
When officers and staff concentrate on what we know reduces crime and keeps people safe, the correct things will be prioritised and the public will know what to expect from their police service as a result of driving more consistency in critical areas.
(Herbert, 2022)

In order to deliver these promises the college of policing has committed itself to being 

Dynamic - We will be responsive to the needs of all in policing, 
working with energy and pace.

Relevant - We will deliver what policing needs, when it is needed, 
responding to demands from the service, as well as those in 
government and oversight roles.

Connected - We will listen to, and engage with, all of our customers 
and stakeholders, understanding their needs and becoming the first 
port of call when they are facing challenges.
(Herbert, 2022)


Reflecting on my final year of probation I have found myself gaining an immense amount of knowledge. I have learned from working with many different officers that there are numerous ways in dealing with various incidents. I have found that while I was in my initially two years of probation I was always leaning on more experienced officers for help. Now I am in my final year of probation I have found the tide shifting and that many of the newer officers coming from initial training are beginning to lean on me for help. Over the last few months our team has been given three new student officers however we only have two tutor officers. This has resulted in me being paired up with a student officer and almost acting like a tutor to them. While being apprehensive about teaching a new student, as I have questioned my knowledge. I have found that it has actually helped solidify my knowledge. 

Although being a tutor officer was not something I had in mind when joining the 
Police I have actually found the experience very enjoyable, seeing a new student officer growing from incident to incident and becoming more competent. I feel that once my probation period has been completed, I may volunteer myself to be considered as a tutor officer.  

(Words 1819)
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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:

[image: ]During this task I will be speaking about my experience of the use of social media, as a means of informing and engaging with the community and promoting policy initiatives. I will also be speaking about force policy on the use of social media for professional information and engagement purposes. And I will be looking at what social media platforms are currently being used by Police and what benefits and risks are when using social media. Social media users have been defined as those who said “Yes” to “Do you ever use a social networking site like Facebook, Twitter or LinkedIn?” (Perrin, 2015) In recent years social media usage had skyrocketed with estimations of almost 2 billion active users of Facebook and Youtube. 


	









Figure 1 - Number of users of social media platforms 2004-2018


(Ortiz-Ospina, 2019)
[image: ]Social media use is closely connected with age, with people in the 18 to 29 age range consistently being the most likely to use it. Social media use among young individuals has increased by 78 percentage points from 2005, from 12% to 90% 2015. Those between the ages of 30-49 have seen a 69-point increase, rising from 8% in 2005 to 77% 2015.



















Figure 2 - Percentage of adults likely to use social media 2005 - 2015.

(Perrin, 2015)

One could argue that with such a vast population of adults using social media, and platforms having the ability to connect people from around the globe it would make sense for businesses to use social media platforms as a tool to assist with marketing. Having the ability to network with people over great distances by the click of a button would make it easy for service providers to advertise or share information. Having the ability to reach out to many people has become very helpful to Police services across the world. Having a good working relationship with social media platforms can help engage with the public to aid in crime-solving, the prosecution of offenders, and community safety. Additionally, it can provide the public with information on the Police's actions and motivations.

Most police departments are aware of the growing need to interact and communicate with the public through digital and social media. Traditional communication strategies used by the police are less effective and are reaching fewer individuals. An online presence is now a part of daily life due to easy access to technology, affordable broadband connections, and the rising popularity of mobile internet. In terms of engagement and participation, the police force is now doing things that have never been done in UK policing. Through public data sources and social media platforms, technology offers a variety of communication and participation options. Service delivery is shaped by effective communication to meet customer demands. Police should communicate in a variety of methods that are appropriate for the needs and demands of the diverse communities they serve.

Open data may be used, reused, and shared by anybody without restriction. Private information like names of specific people is excluded. When referring to public services, "open data" refers to information that is made available in accordance with the Open Government Licence. (College of Policing, Communication, 2020) While some people might assume that information shared by public services is available to the public. There are some scenarios where information would not be disclosed to the public due to security and confidentiality reasons. In some cases, this information can be made accessible to the public however public services could ask for a fee. 

Any information shared by public services is governed by the Open government license. This licence was created by the National Archives as a tool to help information providers in the public sector permit the use and re-use of their data under an open, common licence. Under this license users are free to copy, publish, distribute, and transmit the information; adapt it; and use it for both commercial and non-commercial purposes, for as by fusing it with other information or incorporating it into your own software or product. Although this allows users to adapt information to suit their own needs there are guidelines within the license which users have to adhere to. Users have to Include or link to any attribution statement provided by the Information Provider to recognise the source of the Information in their product or application. If the user has recruited information from multiple sources, then they would need to provide a web address or link to their recourse that contains the attribution statements. (National archives, 2010)

Police services use a number of different social media platforms to engage with the public in different ways. Facebook can be used to share information about successful stop searches, warrants and road closures. Twitter can be used as a way of sharing breaking news such as emergency road closures and to inform the public about any events that are ongoing. Youtube can be used in a slightly different way, Youtube is a social media platform that is used to broadcast videos and news. Police forces can use this platform as a means of providing public service announcements and updates of any ongoing public order emergencies. Instagram can be used by police forces as a platform for sharing day to day videos on what police officers do and provides a good platform for the public to get to know local officers. 

With so many people now having access to the internet and social media it has seen police forces across the United Kingdom adopt new tactics to identify any potential issues. Social media monitoring is where police forces use software to monitor posts in the hopes of identifying any potential offenders or growing public concerns. Police forces can manually enter keywords in relation to drugs offences or weapons to the software which will then seek out any posts containing these. Police forces then can build intelligence around the individuals posting before then taking action. (Borradaile, Burkhardt, LeClerc, 2020)  

While most will argue that Police usage for social media is a positive means of engaging with the public some would argue “that the uses of social media are mediated by the existing organisational and occupational concerns of the police.” (Bullock, 2017) Bullock said Police forces are under constant pressure to encourage openness, transparency, and community involvement in police decision-making. from mending rifts between the public and the police. Social media is being used to giving individuals a way to voice their opinions for how local law enforcement should combat crime. Opening constabularies has been considered as a means of safeguarding civilians, enhancing service quality, and establishing a means of keeping officers accountable. It follows that one of the main objectives of modern police communication tactics has been to create constabularies that are open, transparent, and democratic. There are several reasons why encouraging citizen involvement in public policing is important.
Although one could argue that the views of (Bullock, 2017) are relatively positive, she does state “social media use by officers indicates that the role social media should be playing within police communications is not clear and that the degree to which utilising them is seen as an organisational priority is questionable.” (Bullock, 2017) has said social media is changing how police and constabularies interact with the public. However, integrating social media into police communications is difficult, and using the technology itself won't result in the larger organisational and cultural shifts required to improve interactions between police and citizens.

(Dekker, van der Brink, & Meijer, 2020) identified some complications that may arise with constabularies using social media as a means of engaging with the public. It was stated that structural issues such as resources could be an issue when taking to social media. While creating a personal social media account on social media platforms is quite simple and inexpensive, establishing and sustaining a professional online presence involves substantial financial resources, including purchases of gear and software. As well as this, expectations of prompt replies to public inquiries and regular engagement with the community are increased by social media presence. To handle such a busy social media presence, time and staff need to be set aside. 

Throughout their work they found government barriers affect how social media communication is managed. Their studies show that there aren't any clear guidelines for using social media. They have suggested that there is a need for guidelines about the frequency of police posting, the platforms on which they should be active, and whether or not they should respond to all requests from residents, even trolls. (Dekker, van der Brink, & Meijer, 2020) also found a number of potential issues that could arise on behalf of the public. It is said that digital inequality exists in society, those who are older, from minority groups with lower levels of education, and people who live in rural areas tend to have less access to and familiarity with social media. This indicates that just a small portion of the general public is not reached by police communications on social media. Social media communication should not so take the place of other police communication methods. (Dekker, van der Brink, & Meijer, 2020) suggested that with the relative anonymity of social media networks and trained habits of speech with irony and sarcasm generate ambiguity and uncertainty, making it difficult for readers to correctly interpret certain messages or comments. This could lead inaccurate information being interpreted. And disregarding communications when a response is necessary. This could cause individuals to become frustrated and disappointed, which has a detrimental impact on future interaction and engagement.

In conclusion it is easy to see why police forces around the world are taking steps towards the future. The use of social media has grown rapidly over recent years and it is my opinion that it will continue to grow. Taking advantage of this growth seems like common sense, as it allows police forces to become more accessible to the public. Having the ability to connect with the wider community by using social media to spread public service announcements can only lead to a better service. Allowing the public to have the ability to interact with officers not only online but also in person should provide the public with more confidence in knowing their neighbourhoods are being kept safe. As well as this it allows the public to express their concerns to police forces about potential issues in their local area. This could be a benefit as it would assist forces in preventing criminality before it arises. 

Through research I have also found a number of potential risks around the use of social media. The need for clarity around the context of posts should be top of the list. Although a lot of context can be lost without interpersonal interaction, I would suggest that forces adopt the means of providing video updates to the public. This would provide facial cues and expressions to viewers allowing them to build more context and emotion around posts. It would seem that with such a vast population utilising social media as a means of engaging with police forces. It could lead to members of the public being forgotten about. What I mean by this is, as (Dekker, van der Brink, & Meijer, 2020) found a minority of the population do not have access to social media or have limited ability when it comes to technology. It is important that although policing is evolving into the technological era it is vital that old fashioned policing styles are not forgotten.     

(Words 1913)




























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:


During this task I will be analysing leadership strategies that I have developed to manage different operational situations and I will evaluate my flexibility in leadership style. 

A leader can be defined as “one or more people who selects, equips, trains, and influences one or more followers who have diverse gifts, abilities, and skills and focuses the followers to the organization’s mission and objectives causing the followers to willingly and enthusiastically expend spiritual, emotional, and physical energy in a concerted coordinated effort to achieve the organizational mission and objectives.” (Winston, Patterson, 2006) This would suggest that a leader would need to be someone who is trustworthy, has the ability to identify strengths and weaknesses within their team and have the ability to manage effectively. While Leadership and management could be considered to be the same thing, they are very different.  

It is true that management and leadership both include interacting with others and influencing them to do certain actions. While leadership skills are used to concentrate on a possible change by setting direction, aligning people, motivating and inspiring, management skills are used to plan, construct, and drive organisational structures to fulfil objectives and goals. (Algahtani, 2014) When it comes to Policing both leaders and managers are both equally needed. I would suggest that front line policing would require leaders while office-based roles would be more suited to managers. 

Leadership can be broken down into two categories transformational leadership and transactional leadership. (Bass, 1997) Transformational leadership possesses the qualities of personal influence, spiritual inspiration, and intellectual stimulation. They frequently take the person into account, set internal vision and goals, foster an open culture, have faith in the workforce to achieve their objectives, and maximise worker potential. Transactional leadership focuses on the internal and external needs of the employees, and the contract serves as the foundation for the interaction between leaders and employees. Their primary objective is to maintain a stable organisation, and they frequently do this by the design of their missions and pacific job responsibilities. (T.S. Nanjundeswaraswamy, 2014) While these are only two styles, there are many other different styles and models of leading which can be both beneficial and detrimental to a working teams effectiveness to complete tasks. 

Autocratic – allows little to no worker input in decision-making. They repeatedly demand that staff members address issues and participate in decision-making while, in reality, a path of action has received commitment. These managers schedule staff meetings so they may address concerns and make announcements. Staff may not be committed in this environment, which might lead to poor motivation, low morale, and resistance to goal-setting. Whether it is a public, private, or academic library, its goals are often well-defined to provide the best possible information delivery. (Chukwusa, 2018)

Democratic – Even though the leader has the last say in decisions, all members of a team are encouraged to express their thoughts and opinions. The process has more members that feel involved. It is praised and encouraged to be creative. An organisation that uses democratic leadership believes its leaders are sincere and knowledgeable. Before any conversation or decision is taken, they think the leader will provide them all the information. Democratic leaders foster innovation; they urge their team to think creatively and from multiple perspectives while addressing the same problem. If organisations want to develop as leaders and as a team, this is crucial. (Jan DeBell, 2019)

Laissez-faire-This style of leading is known to have negative effects such as stress, demotivation, or organisational results have been linked to leadership. The antithesis of transformational and/or transactional leadership is laissez-faire leadership, which is characterised as non-strategic or absent leadership. As a result, laissez-faire leadership has traditionally been seen to be unsuccessful. However, it has been suggested that laissez-faire leadership may be viewed as a tactic to recognise and provide room for other people's abilities in a particular circumstance. (Yang, 2015)

Delegation continuum – The growth of employees can benefit greatly from delegating. Giving someone else the responsibility for carrying out a task gives that person the chance to develop their abilities and expertise in a certain field. By doing this, the individual could boost their level of confidence, which then transfers to other circumstances. In keeping with this, a leader who assigns a crucial assignment to a team member is demonstrating their respect and appreciation for them. The leader might encourage stronger alignment and dedication to the organization's overarching goals by delegating an essential tasks. (E.L. Baker, 2022)

Situational leadership – The interaction between the task actions (i.e., providing instruction, direction, and guidance and the relationship behaviour), listening, support, and value may be characterised as situational leadership. This approach provides the advantages of combining solutions that give thought to both individual and environmental demands. Within training situations, this can increase students' learning opportunities and enjoyment. It has been established that leaders who can respond to workforce difficulties and take into account the teaching and learning requirements of their followers increase competency, productivity, and care investment. (Walls, 2019)

Action centred leadership – this is where a leader must do and develop the following eight tasks in order to successfully complete the three facets of leadership (task, team, and individual): Setting an example, defining the task, planning, briefing, regulating, assessing, inspiring, organising. This concept merits are its universality and independence from context or corporate culture. Another benefit of the leadership style is that it may assist a leader in seeing any areas where they may be losing sight of what the group or circumstance actually requires. (Adair, 1973)

When it comes to policing it is important to remember that it is very diverse in the way of situations that you may be faced with and the people you deal with from day to day. One could argue that policing is not a one size fits all and that its more of deal with what presents itself to you. Positive leadership experiences in policing is vital as leaders pave the way for new members joining the team. Having a good role model to look up to when your new to a team gives an individual confidence in knowing that they can lean on their experience when needed. As well as this having a sergeant who is a good leader would keep the moral of a team high, while getting tasks completed effectively and efficiently. 

In my experience of being a leader when operating on the front line of policing. It is important to take control of any situation which has the potential to go bad. Recently I have been working with new students who are fresh out of tutorship and are new to my team. I have found that it is important to identify strengths and weaknesses of early on. I do this as some situations have the ability to be volatile and not knowing your partners strengths and weaknesses could put you both at risk. I feel that it is also important to showcase your own abilities as it can put them at ease knowing. I would argue that being fluid in leadership style is vital to being a competent and well-rounded leader. Focusing on one particular style or model would only breed room for error and inter team issues. 

Over the last few years of being operational I have faced many situations where I have been the most senior officer at an incident and other officers are looking at me to make judgement calls on how to deal with calls. While this can be nerve racking it is important to keep composure. Being mindful of Betaris box model which is commonly used as a tool for conflict management it can also be applied in other aspects of policing. 
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Figure 3 - Betaris Box


                                                                      (College of Policing, 2020)

What I mean by this is, presenting as nervous or apprehensive to younger colleagues would in turn effect their attitude and behaviour which will in turn then be presented to the victims, witnesses and subjects involved in the incident. 

When dealing with some incidents it is important to have the ability to switch leadership style at the drop of a hat. Situations can change in seconds and having the ability to be dynamic and changing leadership styles to suit is crucial. As well as this I feel that Knowing your team and how to interact with different members is vital to operational success. What works for one member may not work for another. Some members of the team may respond better to being delegated tasks while others prefer the laissez-fiare approach, where they would have a little more freedom in thinking for themselves and identifying their own tasks. This would normally be the case when you are leading an incident and a more experienced member of the team arrives to assist. While you would still be leading the incident you would not want to insult their experience by delegating tasks to officers with more experience than you. Likewise, when a younger member of the team is slightly out of their depth and is leaning on you for guidance. Delegating tasks can be beneficial to the overall efficiency of dealing with the incident as well as learning opportunities for that member.   

I would also suggest that when a person is new to leading a team being mature enough to take criticism from team members is important to building an efficient leader and team. Outstanding leaders frequently analyse tremendous volumes of complex information to choose the best course of action. In response, if others disagree with the leader's strategy, the selected course of action may serve as a catalyst for criticism.  Leaders usually have to make difficult or unpopular decisions, which are typically met with negative criticism. (Eubank et al, 2010) in a study completed by (Eubank et al, 2010) it looked at the various types of criticism leaders face when making decisions. The study found while confrontation response strategies were positively related to others supportive reactions, collaboration between team members to help in making a final decision was the key to operational success. Although this may be the case they also found that confrontation criticism towards the leader may also be healthy for the over all success of the task. What they mean by this is “Leader attempts to remove the critic by firing, reassigning, or other means”. This may be a highly important, albeit extreme, measure if the critic was someone who was not carrying out a certain portion of the leader's objective. This response tactic was related to the Others Unsupportive reaction, which meant that the leader's followers and others around them disagreed with this form of response. A Successful Resolution of the Criticism, on the other hand, was positively correlated with the Confrontation reaction method, indicating that the leader was able to go forward with his or her agenda or aims. (Eubank et al, 2010) 

(Words 1804)





































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:


During this task I will be critically reflecting on my three-year probation. I will be looking at how different methods of coaching and mentoring has benefited me. And how it has helped me in becoming a more professional officer while helping me to achieve organisational goals. I will be looking at how coaching and mentoring has aided me in learning, and how it has helped me develop and perform to a high standard in the workplace. 

During my initial operational tutorship, I was very naïve and inexperienced. Although I had just completed initial police training and was aware of various types of legislation and offences, I was not very street smart. During my tutorship my tutor would often give me advice on how I should approach various situations and where I should position myself when it comes to dealing with potentially hostile situations when inside properties. I had completed annual officer safety training however that does not prepare you for some of the situations you face when you become operational. My tutorship lasted for around 10 weeks with my initial 5 weeks being mentored by my tutor. When we were dealing any with incident during this time they would normally take the lead. After the incident had been dealt with, we would then speak about the incident where I would ask questions around why my tutor took a certain action or why we they had decided to deal with it using a particular course of action. 

After my tutor felt that I had enough experience they would then step back into more of a coaching role whereby they would allow me to take the lead at calls. While we were on route to the incident, they would be asking me what my thoughts are from the initial text of the call, and what plan I had formed of how I would deal with it. When we were dealing with the incident my tutor would hypothetically take a step back and allow me to speak with victims and subjects before choosing a course of action that I found appropriate. Although my tutor had allowed me to lead the incident, if I found myself to be slightly stuck, I could lean on them for their opinion before choosing how to deal with it. After the incident had been dealt with, we would then speak about the outcome, the parts of the incident that went well and the parts of the incident that needed improvement. 

Mentoring is defined as "a mutually beneficial relationship in which a knowledgeable and skilled veteran officer (mentor) provides insight, guidance, and developmental opportunities to a lesser skilled and experienced colleague (protege)." (H. Sprafka, 2000) 

As described by (Hay, 1995) There are four stages of mentoring. 
Stage 1 – initiation, orientation, building relationship or courtship stage.
Stage 2 – Getting established, exchange information and set goals, adolescence, dependency nurturing or honeymoon stage.
Stage 3 – Maturing, working towards goal, developing independence or autonomy stage.
Stage 4 – Ending, termination or divorce.

During my initial two weeks of tutorship, I found myself being wrapped in bubble wrap in a sense. What I mean by this is that members of the team would protect me from certain incidents such as sudden deaths or any serious incidents. I feel that this was done as I was in stage 1 on mentoring. During phase I was being watched by senior members of the team to see how I react to certain types of incidents and for them to essentially see what I was made of. I feel that this is the most important stage of the mentoring process as from both sides a lot is expected. From the mentee side it is important to show your skill set and knowledge to help instil confidence in the team should they end up getting paired with you for a shift. on the mentoring side it is equally important to expose the mentee to certain incidents and situations to help gauge the mentee’s reactions when dealing with incidents. On of the most important tests for both sides, I found while starting tutorship was how the mentee handled conflict management. 

As I moved away from tutorship and was awarded independent patrol status. I was moved from my original team to a totally new team covering a new sector. After proving myself to my original team I knew that I would need to do it all again. Although I was now an independent officer my line manager for my new team would often try to pair me up with a more senior officer to help coach me through any incidents that I would deal with that I have not dealt with before. While this was not always the case due to staffing level issues across the force. I found myself the majority of the time to be single crewed. While this was a daunting thought, knowing that I could potentially be going into volatile situations having to make decisions based what was essentially 10 weeks of operational experience. Having the ability to contact my line manager prior to any decision gave me slightly more confidence. While spending a lot of my time single crewed I found that I gained a lot of experience very quickly. Not having what was essentially a safety net of a more experienced officer there to help me through the incident made me rely on my own initiative to decide the most appropriate course of action. In some of these cases my judgement calls were wrong however this helped me gain experience and learn from my mistakes. 

During my second year of probation, I went from being one of the least experienced officer on my team to the second most experienced. There was a large influx of new officers that were placed onto the team who were recently awarded independent patrol status, due to more experienced officers moving on to different departments and roles. At this point I had gained a lot of experience however now my position within the team changed slightly. I found myself going from the officer who was asking more experienced officers for help to being the officer giving less experienced officers advice. This change opened my eyes to the amount of experience and knowledge I had gained from being independent. I was able to call on various incidents I had dealt with and advise lesser experienced officers on how I had dealt with similar incidents. In doing this I took great pride in having the ability to help newer members and provide them with my own views on what they were dealing with. 

I have found this greatly rewarding and I have begun asking myself if the role of a tutor constable would be something I would consider. While in effect I am still young in service I would consider myself experienced in the form of dealing with a wide variety of incidents and offences. Knowing the processes for different incidents and offences I found to be the hardest to learn. Due to the majority of response officers being young in service many have not dealt with certain types of incidents. In growing my experience, I have created a small folder which has the various documents and referrals which need to be completed when dealing with various incidents. I did this in the earlier part of my probation as I could use it to refer back to when dealing with unfamiliar incidents. Now this has been shared with newer members of the team to assist them should they deal with an incident which they have not dealt with before.

Moving into my third year of probation I was moved to a new team covering a new sector. This move I was slightly apprehensive about due to policing the sector where I reside. Moving into this new team my position as one of the more experienced officers remained. At the beginning of the year a new cohort of student officers were placed onto the team however there was one issue. The team had only two tutors and the team received three students. Although I am not a qualified tutor my line manager asked if I would be happy to help in tutoring one of the students due to them being aware of my potential aspirations of becoming a tutor officer. I was more than happy to help out with this issue and began tutoring right away. Luckily for me the student I received was a former armed forces front line operator who was very knowledgeable and aware of potentially hostile situations. I found this to be a great help when it come to the incidents, I chose to attend due to knowing the fact that the student had faced far more hostile situations while serving overseas. After building a relationship and identifying the student’s strengths and weaknesses I decided to almost take a step back and to take the form of a coach more than that of a mentor. 

Being mindful of the student’s operational competency portfolio or OCP as its more commonly referred to, On the first morning of a set of shifts I would sit down with the student and ask them what they would like to achieve during the set. Being mindful of the GROW acronym where G is the goal, R – reality, O- Obstacles and options W – Will and way forward (M.Carvalho, 2018)

[image: ]   Figure 4 - GROW Model














After our chat we would have set our clear goals for the set of shifts which would be achieved in line with force policy and according to the S-M-A-R-T goals model (A. Conzemius, 2009) 

S – Strategic and specific
M – Measurable 
A – Attainable
R – Results-based
T – Time-bound

This would allow us to form an achievable plan in order to complete as many actions as possible on the OCP. Although some shifts would be busier than others in the form of answering emergency calls any time, we where we were not dealing with emergencies we would focus on our plan. After 8 weeks the student I was tutoring was then placed with a qualified tutor who was able to assess the student and sign them off to become independent.

I felt an immense sense of job satisfaction when I found out that the student, I had been paired with for the last 8 weeks had been awarded independent patrol status. This made me reflect on my three-year probation and understand how far I have come and what I have achieved over the years. I have gained a wealth of experience over this time, and I am continuing to learn every day. I feel that once my probation has been completed becoming a tutor officer is something that I aspire to be. I have found helping newer members to be greatly rewarding and I would like to continue doing this for as long as I am a response officer. At this point in time I am unsure of whether I would like to specialise in a specific role or department but continue to be open minded to the idea.

(Words 1844)    
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