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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.



2500 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

Within this task I will be referring to a policing incident whereby I have played a significant role and reflect on the outcome of the incident. I will be critically evaluating the role of the College of Police in professionalising policing within the UK, and evidence how I am fulfilling the role of a modern professional police officer during my final year of probation.
I will also critically reflect on how my role has changed during my final year of probation.
The need for professionalising policing comes from a need of consistency across UK Police Forces (College of Policing, 2020). Police forces have often recruited by different means, resulting in there not being a standard entry requirement across the UK. The College of Policing has stated that the specific roles within the police, need a set range of skills and knowledge backed by qualifications.
As the policing role has become more complex over the years, with more responsibility being placed onto officers, such as the increased amount of digital crime, the National Police Chief’s Council (NPCC) the College of Policing have drafted the Workplace Transformation 2018 in the Police Service plan, which also links in with the NPCC and Association of Police and Crime Commissioners (APCC) Policing Vision 2025, whereby a need for change in the entry routes has featured prominently. As part of the evidence to support alternate routes into the service, a review of the policing curriculum was conducted. This found that servicing police constables were working at National Qualification level 6, which is the standard level of a degree. (Strong, 2019)
The previous Initial Police Learning and Development Programme (IPLDP) route implemented by forces is said to not cover all of the knowledge and skills that newly recruited officers require. (College of Policing, 2021) IPLDP was slowly phased out in order to make way for the new Policing Education Qualifications Framework (PEQF). 
The purpose of the PEQF is to address any deficiencies is recognising levels in which police officers conduct their day-to-day roles. PEQF will also strive to standardise processes across all UK forces, specifically highlighting initially training. 
PEQF is split into two separate entry routes, with the first being the Police Constable Degree Apprenticeship (PCDA), and the second being the Degree-holder Entry Programme (DHEP)
PCDA is a three-year programme, delivered by a university in collaboration with the chosen police force, the student would then receive a degree in Professional Policing Practice.
The DHEP programme is for entrants who already hold a degree, which will be conducted over a shorter period of two years, where the entrant will receive a graduate diploma in Professional Policing Practice. 
The role of the College of Policing is to work in close partnership with police forces and any relevant stakeholders across the UK, and in turn be responsible for developing both the PCDA and DHEP entry routes. (College of Policing, 2021)
Whilst the College of Policing states that the new entry routes are designed to ‘equip officers well for what comes next’ (College of Policing, 2021). Many of those within police forces across the UK have varying opinions of the entry routes.
Craig O’Leary, Chairman of Thames Valley Police Federation calls the new entry routes ‘restrictive’. He states that the previous IPLDP allowed recruitment of more diverse intakes and questions the College of Policing’s statements in relation to officers benefiting from having degrees. He states that the new entry routes are not attractive to those people with life experience, such as ex-military, which in turn in is resulting in less diversity within police forces, the opposite of the College of Policing’s desire to create a more diverse workforce. (Thompson, 2022)
Furthermore, Marc Jones Lincolnshire’s Police and Crime Commissioner has heavily criticised the new entry route, stating:
'An officer said to me: "At 2.30am in the morning when it's kicking off outside of a nightclub, and I'm about to get out of the car, I would rather the person next to me had done four years in the Army, than had got a 2:1 in expressive dance".' (Robinson, 2021) This is in direct response to the claims in relation to the degree entry route discouraging those with life experience from joining the police via the new entry routes.
On the other hand, there are other sources claiming that academic study has in fact benefitted police officers. One officer has stated that following completion of academic studies, he has found that he now has a more structured approach to his policing work, and states that the degree process has helped improve his emotional intelligence. (College of Policing, N.D)
When I reflect on my time within the police service the last two and a half, there are a number of incidents I have attended where I believe I have demonstrated to fulfil my role as a modern-day police officer. 
The College of Policing defines a Police Constable’s role as a front-line responder, with aims of crime detection and prevention. They are required to also work in partnership with colleagues, different agencies and stakeholders. Police constables are also required to reduce fear of crime and provide reassurance in the communities they serve. (College of Policing, 2019) 
Furthermore, The College of Policing states that there are several key accountabilities of a police constable. 
The first accountability is providing an initial and ongoing frontline response, assess threats, risks, make determine a proportionate response in line with Police guidance, law and procedures. 
During one incident, I was required to provide a Grade one (emergency) response following reports of a female being attacked by her partner with a hammer. I assessed the risk prior to attendance by requesting information such as police national (PNC) checks to be conducted on both the aggrieved and the possible suspect. Given that the suspect was in possession of a weapon, it was requested by the Police Control Room that officers in possession of Taser attend, given the threat of a weapon. During my second year of probation, I completed the relevant training in order to carry taser, meaning that this made me a suitable response to the current risk towards the victim, and any other persons nearby including other officers attending the call. I have also completed my advanced driving course, meaning that I would be able to get to the call quickly and safely in order to protect the victim from coming to any further harm they may have already experienced.
The second accountability is taking a leading role to problem solve, engage and reassure organisations, individuals across the community in which they serve.
When arriving to the location of the call, I took the lead given that I was with a colleague who was younger in service, and not in possession of taser. It was important that the victim was safeguarded, and any other persons at the address. Upon attendance at the address, it was clear that the suspect had left the address, leaving the victim alone with her young daughter. The suspect had made off on foot, therefore I established a description of the male, passing this over the radio for both CCTV operators to conduct a trawl in the local area, and other officers conducting an area search for suspect.
I spoke to the victim who was visibly upset. It was important to gather an accurate account from the victim in order to establish whether any offences had been committed and what offences had been committed. I used calm and reassuring communication in order to extract details of what had happened, where she was able to confirm that the male was her ex-partner, who had attended the address in order to speak to her, which resulted in an argument and him threating to assault her with a hammer, and then causing damage to her property with the hammer. I was able to clarify that the male had left with the hammer, meaning that the suspect was a threat to potentially any persons which encountered him, including police officers and the general public.
The third accountability involves maintaining an awareness of potential and actual risks taking appropriate actions to protect and support those who need it.
After clarifying a direction of travel, I made the decision to leave my colleague with the female in order to take a statement and submit any relevant referrals, in order for me to conduct a mobile area search with a colleague who was unarmed. This would mean that the risk to the unarmed colleague was minimised, and also the victim would still be protected by my colleague who would remain with her and could take her to an alternative location in the event we would be unable to locate the male. 
After I conducted an area search, I managed to locate a male matching the description of the outstanding suspect. I had clarified that the offences in question would be Affray, which is covered under the Public Order Act 1986 is defined as:
‘A person is guilty of affray if he uses or threatens unlawful violence towards another and his conduct is such as would cause a person of reasonable firmness present at the scene to fear for his personal safety’ (Legislation.gov.uk, 1986)
A further offence of criminal damage had also been committed, which is defined under the Criminal Damage Act 1971 as:
‘A person who without lawful excuse destroys or damages any property belonging to another intending to destroy or damage any such property or being reckless as to whether any such property would be destroyed or damaged shall be guilty of an offence’ (Legislation.gov.uk, 1971)
Upon locating the male, I used tactical communication in order to gain control. Tactical communication has the aim of reducing the need to employ higher force measures and, secondly, to increase a police officer’s effectiveness when physical intervention is necessary. (The Police Charter, N.D)
By having around two and a half years of experience of using tactical communication, I was able to persuade the male to drop the hammer he was holding in his hand. I also ensured that I was prepared to use my taser, advising the suspect that I was in possession of taser, and would be using it should the male remain to be a threat. I used handcuffs to detain the male by handcuffing him to the rear and conducted a search of his person in order to find any further weapons, or illegal objects which could have been concealed.
The male was subsequently conveyed to custody whereby his detention was authorised. Following his arrest, I conducted my responsibilities of updating the incident via the police computer system, NICHE, collaborating with my colleagues who were still at the scene with the victim, in order for any Golden Hour enquiries to be completed. 
Golden Hour is the term used by investigators, for the period immediately following the commission of an incident or an offence when material is abundant and readily available. (Safecall, N.D) This would include obtaining the victim statement should she wish to provide one and conducting both CCTV and house to house enquiries. 
By liaising with my colleagues in order to complete anything outstanding, I could ensure that the prisoner was dealt with quickly and effectively. In this case, I was able to complete a hand-on package to a high standard, in order for the ‘Hub’ which is a team of prisoner handlers, primarily dealing with domestic incidents, to agree to progress the incident. By passing this on to the Hub, I would free myself and my colleagues in order to complete further grade one and two calls.
Upon reflection of my final year, in comparison to my previous years within the police, I feel that my development has continually progressed to a point whereby I feel much more confident in myself, and my decision making.
Within my first year of policing, I would allow more experienced colleagues to take the lead at calls, whilst I would primarily observe, and assist when required. Whilst doing this was imperative to my development, I am now in a position where the same colleagues are taking more of an assisting role at calls, whilst I take the lead. I am now being asked to go out with colleagues who are younger in service than me, being responsible for them as well as myself. Using the call stated above, I would not have felt confident leading in this situation, previously, however with experience and further development, such as being taser trained, has meant that I have the tools I need to feel confident in what I once would consider a very scary situation. My role within my team has altered from a student, into a mentor within the team, and one of the more experienced on my shift, whilst experienced colleagues progress and specialise into different roles, away from response. 
When comparing my life now against that of when I joined the police, I feel that I have matured massively, as I have dealt with a number of situations where I have seen both the best and worst of people. I have also become accustomed to what would be most people, trauma on a large scale. Things such as sudden death calls, meant that during my three years I have seen more dead bodies than an average person would see in a lifetime. I believe that this has impacted my person life, as I now often find myself surrounded by friends who are often colleagues, who are able to understand the job role which I have and are able to sympathise with the incidents I deal with. I find confiding in colleagues and friends within the police to be one of the best ways of managing the difficult, and sometimes traumatic events I will experience.
To conclude, I feel that my three years within the police have seen significant changes within me both professionally and personally.
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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?


 
2500 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:

Within this essay I was critically evaluate my own personal experience of using social media, as a tool to inform and engage with community in which I serve, along with promoting and advising of police policy and initiatives. I will consider what the force’s policy is when using social media for any information and engagement purposes, along with covering what platforms are utilised, and what benefits there are when using social media as a police force.

Social media is a collective term for a range of both websites and applications, which have a key focus on communication, a community-based input, different interactions and both content sharing and collaboration. (Lutkevich and Wigmore, 2021) 

Social media has an enormous amount of traction across the globe, with popular examples of social media including, Facebook, Twitter, Instagram, Tiktok and LinkedIn. 

As a response officer I have used social media on a number of occasions, particularly when I initially joined the service, at the height of the COVID-19 pandemic, when direct contact with the public was avoided unless absolutely required. The use of social media during this time was of particular use when it came to promoting the ever-changing policies, in relation to social distancing, and other important restrictions at the time, however I found that many members of the public preferred to use social media as a route to reporting crime, as occasionally there can be delays when calling 101.

A particular incident I dealt with was a report made via Facebook comment, on a post that South Wales Police had put up in regard to the then current restrictions. The report was in relation to a COVID-19 breach, whereby persons were gathering in a local area and acting within a way the reporter considered to be anti-social. The comment was picked up by the social media team within the control room, where more specific information was provided in order to deal with the incident. This then passed over to the response shift covering that area, resulting in me being allocated to the call. It was important that the call was allocated given the amount of traction it had gained on the post, where it received a number of both comments and ‘reactions’ which resulted in further members of the public to post in relation to the breach, across alternate social media platforms.

The post in question was in relation to a number of youths gathering in the local skate park, at the time whereby this was not permitted. It was also stated that the youths were also consuming alcohol when under the age of 18. I attended the call with a colleague who was on the Neighbourhood Policing Team (NPT), in order to disperse the youths, and educate accordingly in relation to the current restrictions. Upon attendance, I located a group of ten youths, who confirmed they had just wanted to use the skate park. Both myself and my colleague educated the youths in addition to taking their details in order to ascertain via system checks on NICHE whether any were repeat COVID-19 breach offenders. As all parties involved had no prior involvement with police, the were moved on with their parents being informed.

Following the incident, I consulted with my colleague on the NPT where we both deemed it to be appropriate to make a post on the local South Wales Police Facebook page in order to advise the local community of the matter being resolved. Given the amount of attention the comment had gained, I believed it to be important that the public were aware that their concerns had been listened to and dealt with promptly and effectively. Response officers within South Wales Police do not often have their own professional social media profiles, however NPT departments often have access to them, therefore we used this profile to show result of the departments coming together to resolve the issues reported.

During the incident and when making a social media post on the South Wales Police social media, I considered the force’s policy on posting. Some of the key elements of the policy, are similar to forces across England and Wales. Some of the protocols which are common among UK forces include:
· Social media posts must conform to the Code of Ethics, failure for the post to comply with this, means that the post should not be uploaded.
· Images of the public must not be posted unless permission is gained. Ideally this should be documented within an officer’s pocket notebook should it need to be referred to. 
· It is the responsibility of the poster to ensure all content is appropriate, and there not being any breaches of copyright 
· Do not post confidential information or information only you have access to via your role within the Police constabulary. 
· Always consider the Government Security Classification, and the Data Protection Act when using social media. 

(Gloucestershire Police, 2017)

Social media over the years has proven to be a very effective way in order to reach a wider audience, and a variety of different groups within a community. Information from statista.com shows that within the United Kingdom there were 57.6 million users of social media, equating to 84.3% of the population utilising social media within the month of February 2022. (Dixon, 2022) It can be argued that almost one year on from this information being published, the most up to date figure could be even higher.

This in turn means that social media is a very accessible way of reaching a wide range of persons within a community, whereby police can share and connect with the public. A number of police forces across England and Wales now effectively use social media, often in the form of Twitter and Facebook. The Police Foundation has divided the use of the Police service’s social media in to three separate areas:
1. Providing information – enabling specifically targeted information to be shared quickly, easily and cheaply.
2. Engagement – providing the police with a way of connecting and building relationships with local communities and members of the public.
3. Intelligence and investigation – allowing the police to listen to what their communities are saying and to build evidence for investigations by monitoring social media content. 

(The Police Foundation, 2014)

Each of these three areas are ways in which social media is used to the advantage of the police force. When point 1, providing information is considered, social media can mean that information is presented quickly and cheaply when compared to alternative ways information has been shared in the past. Traditionally, this information would need to be made via media outlets, such as news, radio and or leaflets. All of being of cost to the force, where this money could be used elsewhere. Prior to social media it is more than likely that forces would avoid information being shared, due to the time and cost it would entail. There is also the risk of the information also not reaching the audience it was intended for, meaning that the cost and time spent could have been made in vain. Social media solves this issue by sharing information in real time, directly to those who it was intended. 

In relation to point 2, engagement, the use of social media can ensure that a 2-way approach is adopted, meaning the community feels connected to the Police and that the force is accessible. South Wales Police have recently adopted the platform of TikTok. TikTok is a platform which is used to create, share and discover short videos. TikTok has a demographic of primarily users aged between 18-24. It is a fast-growing platform, which has currently 3.7 million active users in the United Kingdom. (Bendix, 2022) South Wales Police have shared a number of videos via this platform, including videos following current TikTok trends, such as officers adopting dances, or sharing content around specialist departments, including traffic, dog handlers, and recruitment. The overall content which is posted is seen as light hearted, fun and humanising the officers of South Wales Police. The purpose of engagement in this form is to help build strong relationships with the community and raise awareness of the work the police carry out. (The Police Foundation, 2014)


Point 3 covers the intelligence and information aspects of the police using social media. Social media assists police by providing information at speed which can assist when gathering information and intelligence. This can be in the form of appealing for witnesses or attempting to locate missing persons. Social media is also used in a way of which to appeal for persons to come forward, check dash-cam or CCTV footage following an incident. South Wales Police will often make appeals such as these, including posting images of persons which are wanted for offences. In my experience of seeing posts such as these, the public are often keen to assist, proving the power of social media when it comes to policing. By asking such a vast community for help, so many more leads are given to police, than what they would have received had they not posted or made appeals on social media.

Whilst it is clear that there are numerous reasons why social media is a powerful tool in policing, it is not without its flaws. 

Whilst the amount of both internet and social media users is ever growing, there is still a number of people within the United Kingdom, who are deemed as non-recent internet users. 8% of the UK adult population do not access the internet regularly within 2020, whilst 6.3% of adults in the UK have said they have never accessed the internet before. (Prescott, 2021)  

This in turn means that a portion of the population will not access the social media posts made by police. For this reason, it is fair to assume that the police service must not solely rely on social media alone, given that posts targeted for a specific audience may be missed. Additionally with the current use of algorithms within social media platforms, even with users following the police social media accounts, posts may still not be presented to those of who it was intended. 

When considering content posted on different platforms, tone of the post must be considered. Posts must be relevant and useful, as posts of limited practical benefit can leave the public feeling that the time taken to make the post could have been better spent. (The Police Foundation, 2014)

Additionally, when posting on social media it is important that officers are ensuring correct information as information can be shared, reposted, or accessed so quickly. Any mistake can cause a knock-on effect damaging the Force’s reputation. Examples of this could be as simple as spelling mistakes or incorrect information conveyed. The police should be a trusted organisation, the sharing of incorrect information can damage the trust of the community.

Furthermore, with social media being so accessible, with an abundance of information both inappropriate and offensive material being readily available, a number of investigations have taken place following Police officers across the United Kingdom posting such material, which in turn also damages the reputation of the police force. The sheer volume of information available on social media, also proves difficult to manage. As mentioned in my example above, people will often ‘comment’ or share information as apposed to reporting it correctly. On the South Wales Police Facebook page, when requesting for information, posts will often ask the public to call or email quoting the incident number. Some people comment what information they have, which could in turn prove vital. Occasionally the sheer number of comments made can mean this information can go missed if not reported correctly.  The Police Foundation states that missing information due to the sheer volume of comments/posts can challenge the force processing it, and investment is needed to ensure important information is not missed. (The Police Foundation, 2014)

The Independent Office for Police Conduct (IOPC) has conducted a number of investigations such as these whereby serving officers have shared inappropriate content. The IOPC’s Director General, Michael Lockwood stated ‘from racist, sexist and other discriminatory comments to photographing crime scenes and using social media to contact victims of crime for sexual activity, it is concerning that a small number of police officers appear to think this is acceptable behaviour’ (IOPC, 2021)
Following the investigations, Michael Lockwood has also contacted the National Police Chiefs Council in order to spread awareness to all forces within the UK of the importance of their obligations under both the code of Ethics and the Standards of Professional Behaviour when using social media. It is commonplace for many officers to post that they are within the Police, whether this be photos of their Passing Out Ceremony or general posts in relation to being in the police, therefore it is important that personal opinions when shared on social media are done correctly and will not have negative repercussions for the police service. 

To conclude, there are numerous occasions whereby social media has proved invaluable to policing, from helping to investigate crimes, appeals to the public which have allowed missing persons to be located, outstanding suspects to be detained and to even altering the local community of an ongoing incident which could cause inconvenience to the public (such as a road traffic collision resulting in a road closure). 
However, it is important that the police use social media in ways which are useful and informative to the public in order to ensure public perception is maintained. If used incorrectly as evidenced above, information can be lost or the reputation of the police could be impacted negatively.

Word Count - 2258

























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?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

In this essay I will critically evaluate and evidence my flexibility when it comes to leadership stye. I will also critically analyse different leadership strategies that I have developed, and manage during a range of operational situations, whilst also considering particular models comely used in policing.

Leadership can be defined as the art of motivating a group of people to act in a way which achieves a common goal. It also be defined within a business setting as directing workers and colleagues with a strategy to meet the company’s needs ( Ward, 2022)

When relating leadership to policing, every officer within the police force will take on a leadership role regularly. This can range from taking the lead at an incident, supporting a new colleague by advising or instructing or delivering a project and also managing a team. (College of Policing, 2021)

Ensuring strong management is in place within policing can ensure that investigations are conducted quickly and effectively or alternatively, can avoid conflict during an incident where strong leadership is demonstrated by the attending officer(s). This is key in order to provide the best possible service to the public, all whilst maintaining a strong foundation of trust between the operational teams within the police, in addition to the public in which it serves. 

There are numerous and expansive theories when it comes to leadership, with many holding similarities, and often overlapping. One particular method of identifying leadership was conducted by Kurt Lewin in the 1930s. He covered the ‘Three styles of Leadership Behaviour’ these were made up of:

· Authoritarian Leadership often referred to as Autocratic
· Participative Leadership also known as Democratic
· Delegative Leadership also known as Laissez-Faire

(Lee, 2021)

Within this essay I will cover off the initial types of leadership, when relating them to policing. 

Autocratic leader will make executive decisions, with very little input from the team in which it leads. Often seen as the ‘do as I say’ approach. This style of leadership can be used when important decisions are required to be made quickly and as a matter of urgency.

The benefits of this type of leadership include efficiency when relating to decision making and one sole person taking charge which ensure consistency within a team. Disadvantages of this type of leadership can include high levels of stress on the leader given that they are responsible for everything and occasionally the leader can be resented by individuals within the team due to the leader’s lack of flexibility when it comes to the plan at hand.

Authoritative leaders take time to explain their thought process to others, and do not just issue orders. This type of leadership can be described as the ‘follow me’ approach, helping others understand how a goal is met, setting out a clear vision for team members.

Advantages of this leadership style include high levels of motivation within the team and allowing more creativity and innovation within the team. Disadvantages include pressure forming on leader, who is required to lead by example in addition to this type of leadership not being suitable for organisations which adopt a more traditional hierarchical culture. 

Democratic Leadership is considered as the most participative leadership style. This style enables people within the team to things by their own means in order to reach the desired outcome. The leader is still the final decision; however, the leader will consider thoughts and suggestions of the team. 

The benefits of this leadership include there being a higher productivity within the team, with creativity and innovation being encouraged. However, on the other hand the cons of this form of leadership include there being a lack of focus and attention, and resentment within the team should a certain team member’s ideas getting more attention than others. 

The final leadership style, Laissez-faire is one of which is the complete opposite of autocratic leadership. This is an extreme hands-off approach of leadership when the leader trusts the team to know what to do and do it well. The team members are usually motivated to carry out work, with a good level of experience in order to complete the task at hand.

The pros of laissez-faire leadership include the encouragement of trust between leaders and team members, whilst also promotes the concept of self-managing teams. The negatives of laissez-faire leadership should the team not be made up of unmotivated or unskilled colleagues. Additionally, as a result of this type of leadership there can be low levels of productivity. (Lee, 2021)

Within my experience as a police officer, I can say that I have been led by all the types of leadership mentioned above, in addition to also adopting a range of these different styles when dealing with incidents, whether I was dealing with a victim, suspect, partner-agency or other colleague. 

In the field of policing, officers are forever presented with fast paced environments, where police are required to adapt in order to achieve a positive result. Flexible leaders are said to be able to modify their style of leadership in a response to unpredictable circumstances. (Sharon, 2022)

When it comes to using these forms of leadership, there are regular reviews and inspections completed by His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS). Within South Wales Police in particular, qualities of leadership were demonstrated well following an inspection in 2016.The entire workforce stated that they felt they personally managed different forms of leadership responsibility within their role. When relating to frontline response officers, its stated that they expressed ‘the view that leadership is about empowering staff to provide quality services to their community’ (HMICFRS, 2016)

When relating my own experience of leadership from the time I have been on response, I have experienced different types of leadership at the hands of different line managers. I have also felt the approach of management alter following me gaining more experience. For example, upon joining response, I was under a more authoritarian/autocratic leadership, where my opinion on how to deal with an incident was managed primarily by my sergeant, with them holding the decisions at the end. In certain circumstances I feel that this is still the case on occasions where I am unsure how to correctly deal with something, however as my time progresses within the job my sergeant has taken more of a relaxed approach, such as a delegative leadership style, allowing me the freedom to make my own decisions within reason. The benefit of this for me has meant I have grown in confidence, however I do hold more of the stress and responsibility of making the decisions myself. 

One incident whereby I was required to adopt different forms of leadership styles was on an occasion where I attended a call where an elderly female had taken ill at the wheel of her car, where she had hit another vehicle.

Upon attendance, I was accompanied with a colleague who was fresh out of his tutorship, and new to response. Due to team absence, I was the most experienced member of the shift for the student to be partnered up with. En-route to the call, I discussed with my colleague based on the limited information we had been given, discussing the types of options we had available to us. My colleague had stated that he had not been to many RTC’s and felt unsure of what his priorities should be whilst at the call.

I was considering using a relaxed/delegative approach on the basis the female had minor injuries. Given my colleagues lack of experience, he would have benefited from taking a leading role in this situation, with me being on hand for guidance if required. This was on the basis that the RTC was minor, and injuries to the female were also minor. 

However, on arrival to the scene, I could see that the female in question was extremely unwell. She had hit another parked vehicle at low speed, following some form of health episode. I immediately asked my colleague to contact ambulance, as I could see visibly that one side of her face had sunk. At this point, time was at the essence of saving the elderly lady, and getting her medical treatment, therefore I adopted the authoritarian leadership approach. I began to speak to the lady in order to get a fuller picture of her condition. She appeared to be able to speak however her memory was poor and was disorientated.

Whilst my colleague was on the phone to ambulance, it became clear that call dispatcher was unable to get an emergency response, even given the female appeared to meet all the criteria of a suspected stroke. The time frame stood at 8 hours, meaning that the female could possibly die as a result of not receiving medical treatment quickly. 

I asked to speak to the call dispatcher, where I adopted a democratic leadership approach, asking for alternative arrangements in order for the female to receive help. I conveyed all the information I held to her and asked what the best possible action would. As there was an ambulance strike ongoing during the time, the best option for the female would be for her to be conveyed to hospital by other means than ambulance. 

There were no apparent family members which could have been contacted, as at this point the female was struggling to maintain a conversation. I agreed that the best cause of action would be to contact the Fire service, in order for the female to receive a higher level of first aid that I could provide, and possibly look to transport the female to hospital in the Police van, whilst on a stretcher provided by the fire service.

Upon arrival of the fire service, I adopted once again a democratic form of leadership conveying all the information I had to the responders, and consulting with them in order to determine the best way for the female in order to get her to hospital as soon as possible.

Once a plan had been created, I assisted with the carrying out of what was agreed, helping the female onto the stretcher, then into the police van. Upon completion of this and shortly prior to leaving for the hospital, a rapid response ambulance vehicle attended, which I was not expecting. The paramedic agreed to accompany the female in the police van, whilst I followed behind in her car. During this period, I partially adopted the laissez-faire approach, allowing the paramedic to carry out her role of ensuring the health of the female was monitored during the transportation. Her training far exceeded my own, therefore it was important to allow her to take control whilst I took a step back from leading. 

Upon reflection of the incident, the best outcome was received for the female, and thankfully she managed to get to hospital in time to avoid further detriment to her health. This shows that the leadership styles I adopted got the job done with the desired outcome achieved. However, when looking back I feel there is definitely points I can take away from this incident.

When I was liaising with my colleague, who is young in service, there were some instances whereby I struggled to ‘let go’ and allow him to carry out the actions himself. For example, when I asked to speak to the ambulance, this was me acting within authoritarian boundaries. I felt that given my earlier conversation with him, he sensed his lack of confidence with his ability to manage this aspect himself. I took the phone from him, as I was conscious of time being the essence, however this could have further affected his confidence, making him feel that the job he was doing was not good enough. 

Additionally, whilst dealing with the incident in an authoritarian way, I felt high numbers of pressure and stress as in certain ways I felt solely responsibly for the female, even though I was in the company of another police officer. 

Furthermore, when I altered my leadership style on attendance of the fire service and the paramedic to more of a democratic approach, I felt that there was definitely conflict of opinions in relation to how to transport the female, causing delays with getting the job done. I feel that upon reflection, when identified that there were conflicts in opinion, it may have been reasonable to adopt my approach back to authoritarian, to ensure the health of the female did not suffer as a result. 

To conclude, I feel that my experience within my three years of policing, I have been able to call on my own personal experience when dealing with incidents, and following my mentoring/tutorship phase, I have been able to adopt different forms of policing which were demonstrated to me when I was young in service. There are occasions where I look back and feel that I could have adopted a different approach, however I am yet to face a situation where I feel that I have taken the completely wrong leadership approach which has in turn caused determent to the victim or suspect I was dealing with, or my colleagues or myself. 

As I progress further into my policing career, I am sure I will be exposed to different forms of leadership both which I feel work and do not work, however these experiences will be valuable to me as I progress and aim to better myself as a police officer. 

Word Count: 2232







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?

2500 words (+/- 10%: include your actual word count at the end of each section) 
 



ANSWER:

Within this essay, I will critically reflect on my three-year probation within South Wales Police. I will discuss how I have benefitted from both mentoring and coaching, and how it has helped me meet a variety of personal, professional, and organisational goals. I will cover how it has aided me when it comes to learning, developing and my performance within the workplace, whilst considering coaching and mentorship models and theories relating to policing. I will conclude by discussing how I both provide and receive feedback.

Mentoring is described by the University of Southampton as a protected relationship which supports learning and experimentation, helping individuals achieve their potential. Within the relationship between mentor and mentee, both must recognise the need for development, and also have a foundation based on trust. (University of Southampton, N.D)

Many different organisations will adopt a mentoring approach when it comes to developing personnel within an organisation. One advantage of adopting this approach is the ease of acclimation to the new joiner within the role. It is helpful for the mentee to have a point of contact, and aids development and acclimation to the role more quickly than it would if the person was without a mentor, and have to navigate a new role, organisation, or department alone. (Joseph, 2019)

Furthermore, a benefit of adopting mentoring would be the sense of accomplishment the mentee will gain, when being provided with feedback and the mentor conducting regular assessment of their progress. The mentor will also gain a sense of satisfaction after seeing the mentee develop and progress, which can aid the mentor’s feelings of ‘giving back’ and being a successful tutor.

On the other hand, mentoring will also have its downfalls which can negatively impact both mentor and mentee. An example of this would be when the mentor and mentee are not matched well. When there are differences of personality, this can mean that the relationship between both parties is strained and can be counterproductive. The mentee may feel that they are not welcome, after failing to form a strong relationship with the mentor who would be established within the team. 

Further to this, there could be frustration on behalf of the mentor should they feel that the mentee is not progressing quickly enough, or finds the mentee is unwilling to try or retains information which is given to them. This can also result in in the mentee feeling frustrated, as they may feel they are not receiving the guidance that they need. 

When considering the phase coaching, it is defined as the process of producing optimal performance and improvement at work. It focuses on specific skills and goals to be achieved usually within a certain timeframe, on the basis of an ongoing management style (CIPD, N.D)

Similar to mentoring, there can be downfalls when it comes to coaching, Unboxed Training and Technology states that although there isn’t disadvantages of coaching per say, there can be difficulties an organisation can face if coaching is not adopted or completed effectively. One difficulty an organisation may face is lack of coaches. This can be down to a relatively young workface, or possibly due to persons not buying in to the coaching role. If there is a low number of coaching per staff that require coaching, people will be without, and development will not take place. 
Advantages of coaching when done effectively include:
· Engaged employees
· Improved employee performance
· Achievement of goals for both staff and the organisation
(Ward, 2021)

When relating coaching and mentoring to policing, one particular model stands out for me, given experience I have had in both coaching and mentoring phases in my three-year probation. This would be the SMART mnemonic, which was created in 1981 by George Doran, Arthur Miller and James Cunningham. The word SMART is used to manage goals and objectives often set out in a coaching or mentoring setting. SMART stands for Specific, Measurable, Attainable, Realistic and Timely. (Bard Civic Centre of Engagement, N.D)

Each area relates to a chosen goal, in my case, it was in relation to improving my ability when using NICHE. My coach and I discussed ways in which my performance with the system could be improved, which ended with his suggestion that I implement a SMART goal in order to get where I wanted to be in a reasonable timeframe. I felt that by tackling the issue this way, the sheer volume of information I had to absorb was disseminated and manged in smaller chunks making it easier for me to grasp.

I set my initial goal of improving when writing my NICHE updates. Upon joining South Wales Police, I initially struggled to understand what information was required within my updates, and often ‘waffled’ sometimes confusing the person who would read my updates after me. I would also occasionally miss out key information, meaning I would have to add further updates following my initial update. we laid out my SMART objective as follows:
· S – Improve NICHE OEL updates, particularly updates involving matters where I had taken significant action, such as arrest and managing initial accounts from victims.
· M – I would measure this by comparing updates along those of my coach, in addition to receiving feedback from my supervisor. I would also gauge improvements by my level of confidence following completion of my update.
· A – I would reach the goal by ensuring that I viewed updates of experienced colleagues, in addition to making a ‘cheat sheet’ where I would list a number of headings on a word document and add my update below. This aided my memory meaning anything significant would not be missed out. 
· R – The goal was realistic in the sense that the more experience I had writing updates, the better I would become. 
· T – Upon initial coaching, the timeframe I set with my coach would be monthly reviews, for a period of 6 months during my initial tutor and mentorship.

Overall, the process worked well for me, with regular check-ins with my coach I was able to improve efficiently in this area I originally struggled with. I felt that after only a matter of months much more confident when writing updates, with the process being of a second nature to me now during my third and final year of probation. The entire process helped me achieve one of my professional goals and assisted an organisational goal of getting me to be of a standard where I could be signed off as ‘independent, progressing out of the mentorship phase.

Whilst this is a moment where I feel that I have benefitted from the coaching I received, I feel that there have been occasions whereby things have not gone as well. 

During my initial tutorship upon joining my team on response, I was partnered up with an experienced colleague who would act as my tutor. It was clear the amount of experience he had would benefit me, however upon speaking to him, it was clear that being a tutor was a responsibility forced upon him be the Senior Management Team (SMT) and not necessarily something he wanted to do of his own accord. He had a number of personal and professional goals which came first before being my tutor. He had recently become a new father and was prepping to take his sergeant’s exam. There were times where I felt that I was in the police station more than I would have liked to have been, as he would be revising instead of going out and being pro-active, picking things up which I could have ticked off my list of incidents I needed to do whilst in my tutorship (OCP). I felt at times hard done by, when colleagues of mine being tutored in different areas were being more proactive and getting through their OCP quicker than me. I feel like this hindered my development slightly during my tutorship, and as a result feel that when I progressed into my mentorship phase, I was less prepared than others. 

Upon advancing into my mentorship phase, I was able to partner up with different members of my team, meaning I saw a range of different styles of policing, and was able to adapt to the ways other people worked. I feel that this stage is where I thrived the most, as I beginning to feel more confident, and would utilise a different colleague to my tutor as more of a coach. As we would often be partnered together, he would manage my development and performance in the way in which a tutor would. As a result, I was able to gather points which I could develop on, such as where I implemented the SMART Plan for my OEL updates. 

I feel that I have developed well during my time in the police, and met a number of professional goals, such as becoming a Sexual Offence First Responder (SOFR), which provided me with the tools when dealing with victims following sexual offences, becoming Taser trained, being trained in standard response driving and also being trained to complete a station breath procedure. I feel that a number of these goals were achieved by asking my shift how to enrol on such courses, what was required of me upon attendance, and guidance on how to pass each court successfully. Without the support and guidance of my colleagues I feel this would have been a lot more difficult.

Whilst achieving a number of professional goals, I feel that the role has affected my personal goals, and general wellbeing sometimes taking a back seat in order to allow for me to progress professionally. 

Police Care states that ‘Policing is one of the toughest jobs around – organisational stress, critical incident trauma, shift work, relationship problems and alcohol abuse are five prominent risk factors commonly associated with policing – unfortunately, they are also five of the most prominent factors found in suicidal ideation.’ (Police Care UK, 2021)

I can say that the three years within this role have been some of the most stressful and testing times I have had to deal with. Adapting to shift work has been particularly tough, especially within the winter months where I have found it tough to complete everyday activities. The NHS states that shift workers, particularly women are at an increased risk of experiencing poor mental health, and depressive symptoms. NHS choices, N.D

As a result, my own personal goals of achieving a number of primarily fitness orientated goals have been put on hold, whilst I tried to navigate my first initial years of policing, I have struggled to focus on these, making them a key focus as managing my mental health has taken priority. 

Upon reflection in relation to feedback, I feel that this can often be a tricky subject to navigate within South Wales Police, as not every sees feedback as a tool, but sometimes as a personal criticism on their work. Feedback is important as it can improve the quality of the work being completed, in addition to playing a crucial role in enhancing the development of officers. (actiTIME, 2022)

I have always welcomed feedback, as within my previous work experience, it was drummed into me that feedback was not a personal attack on work I had completed, but merely a tool to aid my development. As a result, I will often provide feedback to colleagues, both good and constructive, as during my earlier stages of my career, I felt that I didn’t not receive enough positive or constructive feedback on occasion, where I found I would not always be sure if I was doing something correctly.

A way in which I give feedback is covered in the COIN formula. COIN is a mnemonic for Context, Observation, Impact and Next. (Miles, 2022) an example of this would be when I assisted a colleague following them obtaining a statement, and missing out an aspect of information crucial to the incident:
Context – Defining the situation – During the call you attended, you obtained a statement from the victim
Observation – Describing the behaviour – Whilst recorded on body worn video, you made mention of an item being damaged during a domestic altercation. This was not captured within the statement you obtained from the victim.
Impact – Clarify the impact – As a result, the statement did not contain all of the offences taken place, and if the suspect was arrested and interviewed, this point could be missed out.
Next – Make a suggestion – in future you may benefit from not rushing the statement taking process, relaying the statement back to the victim to ensure nothing is left out.

When it comes to receiving feedback, I aim to take the feedback in the best way possible and view it as an opportunity to improve. Feedback is said to be an ongoing process, with it being difficult initially, however it will get easier over time. (Burkus, 2021) 

To conclude, I feel that both coaching and mentoring have been valuable tool for me in my development as a police officer. Although things have not always been smooth sailing, people who have acted in both coaching and mentor roles during my three-year probation have taught me countless lessons which I have learnt from significantly and have aided in allowing me to become the confident police officer that I am today. Additionally, I have received a number of good and constructive feedback from colleagues and members of the public, which have aided my growth, and shown me the importance of continuing to provide all types of feedback to my colleagues moving forward.
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