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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:


In 1829, the Metropolitan Police was established in London thanks to Sir Robert Peel. Peel established a commission to look into the matter since he had been thinking about ways to lower crime since 1822.  Peel wanted a centralised policing system which was consistent in its standards across London. 
Peel created a police force that was distinct from the army in that it did not carry weapons in order to prevent the British people from feeling under government control. This was the first professional and full-time police force. (Anon., n.d.)
Policing over the last 200 years has evolved throughout the UK, as well as throughout the world. It has undergone a number of reforms and reports in order to improve the service that police forces provide communities, such as the Scarman report of 1981 (Scarman, 1986).
In the past, becoming a police officer was a low-status and poorly compensated and police recruits often lacked any qualifications. (Britannica, 2023). In 2012, the College of Policing (CofP) was established and is a professional body who has established guidelines for important policing functions, enabling organisations and individuals to serve the public more consistently and effectively. 2016 saw the introduction of the Policing Education Qualifications Framework (PEQF) which was introduced to in order to create a ‘consistent high standard of training for all police officers whichever way they choose to join the force’. (College of Policing, 2020)


The CoP created the Policing Vision 2025, for all forces, the learning provision should be standardised, especially the first training for newly hired officers. The new entry routes will provide training up to Level 6, which is a formal recognition of the knowledge and skills police officers must have and apply in order to do their jobs well. The ability to apply transferrable abilities, problem-solving techniques, and personal judgement in varied circumstances is a strength of those with education to this level. The goal of Policing Vision 2025 is that the police service "will attract and retain a workforce of confident professionals able to operate with a high degree of autonomy and accountability and will better reflect its communities." This strategy will assist us in achieving that goal. (College of Policing, 2020)
‘A newly-recruited constable must acquire and apply high levels of professional knowledge to a range of challenging situations, across increasingly complex and diverse communities’. (College of Policing, 2020)



The Policing Vision 2025 is about transformation; the "Workforce Transformation 2018" focuses on the police department setting, achieving, and upholding standards of professional education, training, and performance to help the workforce execute their jobs more effectively and receive official recognition for it. Not only is the policing vision about creating a more professional workforce, but also about organisational development. This is done with the objective to prepare the police service for present and upcoming issues. ‘By 2025 policing will be a profession with a more representative workforce that will align the right skills, powers and experience to meet challenging requirements.’ (College of Policing, 2018)

Being a police officer is a challenging role to be submerged in. According to CofP, the role of a constable entails having legal powers to maintain law and order as well as the responsibility of making independent decisions in accordance with the National Decision Mode (NDM) and Code of Ethics, while exercising professional judgement as necessary for the job and in accordance with applicable legal frameworks and policy directives. (College of Policing, 2023)


Being an officer requires a person to be accountable, honest, selflessness, open, fair and many other qualities which are mentioned within the CofP’s Code of Ethics (College of Policing, 2014). Police work is a challenging career, especially when you're also seeking a degree. Studying a three year degree and working shifts is very time consuming. It has been challenging and now that the last year is upon me, I feel like the end is in sight. The last year in probation has felt very overwhelming but I do feel that it is a process of continual professional development (CPD). 
During the last year, I have started to feel more like a police officer rather than a student and that I have a sense of belonging within my team. 
Confidence has been an important part of my development and I have been able to confidently make independent decisions when I felt it is necessary. 
As police officers, we deal with a variety of problems, including stealing, mental health problems, and more serious problems like domestic violence. The term domestic violence covers a wide range of offences, from assault, to stalking and harassment as well as criminal damage. A recent incident that I intended involved criminal damage of a female’s car. She believed that it was her ex-partner whom she had been dating for a year but had been separate from him for 6 months. After speaking with her for some time, she had informed me of several separate incidents involving her ex-partner which had all occurred in a short space of time. Due to my learning during my probation and gaining both experience and confidence, I was able to see that there was something being missed by other officers that had been engaging with the female. 
As soon as I returned to the station, I began researching the two persons involved by reviewing earlier incidents using the NDM (College of Policing, 2023) system. As a consequence of my attendance at the incident and investigation into the parties involved, I learned that there were multiple occurrences that were being handled independently rather than jointly, which was a crucial step in assisting the female victim.  I then approached my supervisor and notified her of the bigger issue at hand. I was then able to link the incidents and notify all involved supervisors, including the inspector, of my concerns for this female. Arrest enquiries were then actioned for the male, in order to safeguard the female victim.
Attending this incident demonstrated how I had developed my knowledge of investigations and confidence over the previous two years on my probation as a police officer.

According to the National Police Chiefs' Council, allowing police officers in England and Wales to enter the profession with a degree will "help modernise the service" (BBC, 2016). Previously, the generally held opinion in policing is that it is best "learnt by doing." (John McCanney, 2022) One of the reasons I joined the police force was down to my life experiences and partaking in a degree was never part of my plan. It isn’t something that I wanted to do, but when I applied, it was the only option available to me, and it was an organisation that I wanted to be part of. 
I have felt out of my depth at times and it is not a feeling that is unique to myself. Students who participated in a small study have also expressed how they have felt whilst completing the PCDA degree entry programme, ‘I’m feeling out of my depth with all we’ve had to be doing…’ with another students stating ‘A lot of what we were doing college-wise had no relevance to what we were doing. It was very distracting’.
This study was conducted with student officers. It showed that only (17%) stated they viewed higher education as beneficial, with one student commenting ‘I’m on a PCDA, basically because you didn’t have a choice.’ (Charlotte Watkinson-Miley, 2022) While only 17% of student officers found the degree beneficial, the degree programme was viewed as a perk as a result of joining the force. As a result of the degree apprenticeship, students are becoming far more critical thinkers (John McCanney, 2022).

Whilst I can see the benefits to studying a degree, and be privileged to have a full time job along side it, it has been a difficult process which consumes much of my time. During the third year, I have had to learn to manage my time better by setting goals, and personal deadlines.
As I enter my third year of service as a police officer and the final year of my probation, I notice that I am assisting the more recent recruits. From being completely lost and feeling like a "headless chicken," to being able to mentor new police officers, I have come a long way.
Although I am only in my third year of policing and the final year of my probation, I am finding myself in a position where I am becoming the more experienced officer on shift. In 2021, March 2023 was projected by the government to see the hiring of an additional 20,000 officers. (Home Office, 2021) Due to this national uplift to increase police numbers across England and Wales, the turnover of students arriving and officers leaving response has resulted in the lack of experience on shift. This is another additional pressure in the position of someone so young in the service, in addition to the degree. 
This last year in probation has felt like everything has begun to fall in to place. I know that there is still a lot to learn, and this is something that will be taught whilst on response, I know that it is important to continue with CPD throughout my career. CPD enables you to maintain, develop, and receive recognised for your existing and new professional skills, knowledge, and competence in conjunction with the organisation. Through a continuous process that "recognises and builds upon existing competence," CPD aids a person in "remaining professionally competent in their role." (College of Policing, 2020)


In the past, police officers have had rely on their life experience. The CoP’s intention is to create a professional police knowledgebase. Along with the lessons I've gained through pursuing a degree in policing, it's crucial for me to stay involved with CPD throughout my career as a police officer in order to stay current, enhance my work performance, and demonstrate my professionalism.
The incident that was mentioned previously in this piece of writing demonstrated to me how my education benefits not only me but also the people we encounter while performing our duties as police officers. Because of my familiarity with the NDM and my ability to independently look into any more offences, these were eventually linked, leading to the proper course of action and the establishment of assistance for the victim.
The public, the criminal justice system, and other employers can recognise, compare, and comprehend the level of professional competence and knowledge of police constables thanks to a graduate degree earned through study of the PCDA. Integrating fundamental abilities like accountability, problem-solving, decision-making, and evidence-based research will be more crucial than ever in the modern policing context. (Ian Pepper, 2021)
The fact that police currently function in a varied and complex society is the primary driver behind professionalising the police and developing a professional police knowledgebase. To replace the peculiar experiential and "authority" knowledge that currently serves as the foundation for policing practise, the police require a body of information that is validated and defendable (John McCanney, 2022).
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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:



Social media is a term used to refer to online interactions where individuals exchange videos, personal messages, and other types of content.  While social networking and social media are similar terms, social networking is more commonly regarded as users creating communities within themselves, whilst social media is primarily concerned with leveraging social networking sites and associated platforms to create an audience. (Britannica, 2023)
In early 2023, 94.8% of people visited websites and apps for chat and messaging, closely followed by 94.6% for social platforms, according to an article by reporter MAYA DOLLARHIDE. With 81.8% of users visiting them, search engine websites came in second. (Dollarhide, 2023)

SWP have their own social media policy document which discusses the force’s strategy for using digital and social media platforms to engage the public and/or disseminate information. The purpose of the policy is to give officers and employees a clear understanding of the conduct that is expected of them when using social media for professional purposes, the governance of all force-owned social media accounts and material, and the relevant legal framework that they have to abide by.
The force's social media accounts are actively promoted among officers and employees. Officers and staff are encouraged to submit ideas and content, and the SWP team will post on their behalf if it is deemed appropriate. (South Wales Police, 2022)
Within SWP’s social media policy, it discusses the personal use of social media for its employees and officers. Staff members are encouraged not to post any comments or pictures of themselves acting in a way that contradicts the standards of professional behaviour or that could be seen to do so. Officers are reminded that the Code of Ethics applies to their personal life as well, and that everyone who works for South Wales Police is required to act in the most professional way possible at all times. Staff members are also provided guidance on subscription sites, such as only fan – this is prohibited, as well as messenger applications (apps) and dating sites.
Staff are encouraged not to post any personal information, as well as pictures of themselves in uniform. Additionally, staff members are instructed to avoid political content and states that ‘Careers can be put at risk by individuals associating with inappropriate people, groups and organisations, whether in person or online.’ (South Wales Police, 2022)


Police forces can swiftly reach a huge number of people by using social media, which has various benefits; fostering connections with internet communities and boosting trust in the services they offer; be inexpensive, enabling for the dissemination of campaign messaging with little or no money; aid in the apprehension and identification of criminals;  the promotion of policing activities and services; offer other channels for the public to reach them; and address public concerns and offer assurances.

Social media enables organisations to have an online presence and communicate with their followers directly. Social media systems enable real-time information access, connections, and the discovery of specialised groups. South Wales Police(SWP) has appeared to embrace the use of social media to help advertise their presence within local communities, as well as appeal for help for missing persons and wanted persons. SWP also use social media to inform their followers (the public) of successful convictions of criminals in the South Wales region.
Out of the top ten social media sites as of January 2023, SWP use 5 of these sites to help promote the force and the work that they do. (Dollarhide, 2023)
SWP use Facebook, which is the number 1 platform with 12.96 billion users, SWP have currently 189,000 followers (South Wales Police, 2023), 2nd is YouTube of which SWP have nearly 4000 subscribers (@swptv, 2023). Instagram has just over 42, 000 followers (@swpolice, 2023). One of the most new social media sites, which was established in 2016, is Tik Tok. It has SWP’s largest following of 235,000 followers (@swpolice, 2023), which allows SWP to create short videos to help promote the work they do.  SWP also have accounts on twitter and LinkedIn. Social media is a good way for the police to show their ‘human’ side.


An example of how social media helped the public to engage with the police was a post that Greater Manchester Police produced in the aftermath of the riots in August of 2011. The post stated, ‘It won’t be long before Jack is helping out, he is training hard’. The public misinterpreted this post and this led to criticism of the police. ‘Jack’ was a police dog who was currently being trained and when the public realised this, the engagement that followed was a positive analysis of the followers, ‘replies shows that the police dog could ease the dialogue’. (Sebastian Denef, 2012)

In my experience, social media has been a helpful resource when we've needed the public's assistance to learn more about the whereabouts of a wanted person. A recent incident that I attended involved an attack on a small dog by three larger dogs who were without an owner. After an extensive unsuccessful area search, and news of the small dog having been put to sleep, we were able to make an appeal via social media (Facebook and Instagram) asking the public for any information they may have on the owner. As a result of this appeal, a number of people came forward stating that they had also experienced something similar I the same area. The majority of the comments on this post showed a great deal of empathy towards the owner and appeared to bring the ‘dog’ community together.

As an officer, it is important to have an understanding of the benefits and risks of using social media. I have found that it can be a useful tool whilst working as a response officer. During my service, I have used my knowledge of the subject to help engage with the public, and knowledge of  certain apps such as Snapchat is especially helpful when interacting with young people. The age demographic for this app is mainly used by people aged between 13 and 34yrs , with 69% of those being 13-17yrs old (Singh, 2023), so understanding how certain apps work can help officers engage with that age range. I have attended many incidents where having knowledge of social media has helped me to engage with a young person. For example, I attended an incident that involved the use of Snapchat, where the young person was being bullied. Knowing how the app works, I asked the young person questions which helped me to gather specific information, which could help me to identify the person contacting them via the app. I was then able to go and speak with the other party involved and deal with the issue at hand.
In my experience, it is very relevant to remain relevant when it comes to social media. It is important to know how certain applications work when engaging with victims, especially the younger generation. When looking at reported occurrences, it's critical to understand what app has what features because each app has its own distinctive style of operating and is frequently different from one another, e.g. Snapchat messages disappear when opened, whereas WhatsApp messages remain on screen when opened.

Social media is also a useful resource when signposting our ‘customers’ and other stakeholders. Many of SWP social media sites have the option to report a crime via the app and this can often be an easier, and less time consuming action for the informant/victim.


Whilst social media has many positive uses, we must also be aware of the risks that are posed through engaging via the internet. Social media can be prone to polarisation, the propagation of false information, and even negative psychological impacts. (Dollarhide, 2023)
According to the Association of Chief Police Officers, a document which sets out guidelines discussing the risks posed by using social media, which include the following:
Breach of trust or confidence – revealing information that the police department has collected about the department or its co-workers.
Unauthorised disclosure of personal data – breach of the Data Protection Act 1998.
Bringing discredit on the police service – on- or off-duty behaviour that undermines public confidence.
Revealing personal information – higher susceptibility to extortion, corruption, and harassment. As well as revealing operational material or tactics – prejudicial to investigations.  (Lawson, 2013)
On social media, it's possible for police officers to be criticised for their credibility or to become the object of "cop baiting." For example, when a member of the public tries to get a reaction from a police officer, or a video is edited and posted to show ‘police brutality’. Cop baiting jeopardises the professional and personal safety of police officers and it ‘…could become so common that officers may not know whether they are facing a situation that is legitimate, staged, or exaggerated for someone else’s benefit.’ (Waters, 2012) I once attended an incident in which myself and my colleague had to detain an 11yr old girl due to her animated and aggressive behaviour towards us. If this had been filmed by members of the public, it could easily have been edited to show us in a bad light, through cutting out her behaviour and prior to her being handcuffed. Using the College of Policing’s NDM to make the decision, our actions were justified, to protect ourselves, as well as the young girl but I can see how editing could have misinformed others of that situation.

While the police do their best to engage constructively, encourage the development of a relationship between officers and the public, as well as ask for their assistance, I have seen that comments made on posts can often be quite negative and unhelpful. One example is a post which was issued on 20th April 2023, which offered advice regarding having your vehicle being broken into. It received  40 comments. Whilst some were supportive, many of them were negative and a criticism of the police. Talking about SWP, one user stated, ‘…useless police force it’s true what they say south Wales Police are the worst and so corrupt.’ (South Wales Police, 2023)



Given that police forces receive public funding, they must consider the effectiveness and advantages of using social media. Some law enforcement agencies made explicit mention of the problem and stressed the value of social media as a communication tool for policing. (Sebastian Denef, 2012)
As previously noted, social media has a sizable user base, and SWP appears to have developed their own profile and cemented their position within the online community. 
While there are many different and unique ways to use social media for policing beyond being a source of information for investigations, they can all be framed under the general idea of using social media as a communication tool with the public and establishing a police presence and voice on social media, according to a report that examined 15 police forces throughout Europe. (Sebastian Denef, 2012)
"Social media use is likely to continue to grow and, on balance, the advantages of social media use by the police outweigh the disadvantages." (BBC, 2012)
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Task 3

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


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:



Being a good leader in the police force requires ongoing, individual learning. Leadership is a lifelong journey of self-discovery and social development. Through self-giving, mentoring, developing, and promoting those who work for us, it entails putting others' needs ahead of one's own. 

In 2017, The College of Policing produced a document, Guiding Principles for Organisational Leadership, which argues for a change in how they provide people working in the police force with leadership training and education. Within this document, it lays out 3 themes for the guiding principles. 
The first theme is Understanding Leadership and to do this they look at current leadership capabilities; future leadership capabilities and setting direction.
Consequently, preparing for future requirements is necessary for the force. A thorough and current understanding of organisational leadership capacity should be possessed by the force. Forces should provide a goal-oriented, aspirational, and practical course for the future that is supported by a distinct vision and grounded in the College of Policing’s Code of Ethics.  ( College of Policing Limited , 2017).
The second theme is Developing leadership. The principles under this theme include  performance,  learning and development  and talent. Forces should have a strong commitment to personal development, with members taking ownership of their ongoing professional growth and senior leaders serving as role models. The police service as a whole is responsible for leadership development, which should contribute significantly to meeting future capability requirements. Forces should have effective talent development programmes, and enrolment in these programmes should be fair and available to all.
The third theme is Displaying Leadership. This covers morale and wellbeing, innovation and diverse leadership teams. All ranks of the workforce should be highly valued by the force, who should also be firmly committed to them. The police service and other organisations should be willing to share innovative concepts and methods with forces. Leadership teams should be diverse, consisting of people with a range of backgrounds, experiences, and complementary skill sets.
I've seen that I'm improving constantly in my role, through developing self awareness, learning about my role and discovering the resources available to me. As a student and new police constable who is young in service, you don’t often think of yourself as a leader, but I've observed how my leadership development has progressed within the context of my work. We respond to a wide variety of calls as police officers, and it is during these times that I can demonstrate my leadership qualities.
When learning to be a leader, you acquire a crucial set of qualities which align with the Code of Ethics. This includes decisiveness, honesty, integrity, humility, purpose, mentoring, having a positive attitude and trust. If these are constantly developed and enhanced, any manager can increase the impact they have. (Willis, 2011)
You can improve your leadership abilities by reading and researching, taking part in leadership development programmes, taking the reins as group leader in an already-existing group or founding a new one, and researching leadership models you respect and how you might apply them to your professional life. Finding a mentor who can assist you in setting goals for improving as a leader is one that I consider to be very significant. (Indeed, 2023)


According to Davis and Silvestri, a highly examined and constantly changing environment governs how modern police leadership functions (Silvestri, 2020) and so individual or organisational success cannot be attained by a single leadership style. When exercising leadership, there are a number of styles to consider (Indeed, 2023), and these all bring their own qualities, as well as benefits and challenges.

One style is that of an authoritarian style of leadership.  This kind of leader is mainly concerned with the productivity of their team and the outcomes. Opposite to this style, is the laissez-faire approach, which emphasises giving team members a lot of responsibility and little to no over-sight. There is also a bureaucratic style where the team members of bureaucratic leaders are expected to adhere strictly to the specified norms and procedures. A coaching leader is someone who can immediately identify the motivations, areas for improvement, and strengths of each team member. When making decisions, a democratic leadership style is used, in which the team members are consulted and their opinions are taken into account.
By motivating staff members and building confidence in fresh ideas, visionary leaders have the capacity to accelerate development and usher in times of transition. The servant leadership style puts their team members' needs first and thinks that fulfilled employees are more productive and likely to consistently create high-quality work. And finally, there is the pacesetter leadership style, which is one of the best approaches for attaining rapid outcomes is pacesetting. The primary focus of pacesetter leaders is performance. They frequently establish high expectations and hold their team members accountable for reaching their objectives.
Benefits from many of these styles can include promoting productivity, positivity, empowering employees and achieving goals, as well as making officers accountable for their decisions, a key principle in the College of Policing’s Code of Ethics. 
Some of the challenges of these styles can involve creating stress for the leader (authoritarian), can be time consuming (coaching), it can be expensive since it requires time to plan group discussions (democratic), some are not suitable for new employees (laissez-faire) as well as causing stressful situations, miscommunication (pacesetter) and add pressure to team members. (Indeed, 2023)

You can develop successfully as a manager by utilising a variety of leadership styles at any given time. During my time as a police officer, I can see that I have used some of these styles whilst working with my colleagues. An example of when I used a coaching style approach was when a new officer joined our response team. I noticed at calls that he was very quiet and would often stand back, and when at the station, he wouldn’t get involved in group discussions. I could see that this was a pressing issue for team members and causing some negativity. When I first joined the team, I felt quite isolated and so I could empathise with him. I would take it upon myself to pair up with him, and when we were together, I would encourage him to take the lead at calls and  then I would provide him feedback, so that I can help to encourage him to grow. I feel that as a person and as an officer, I am self-aware, and am able to provide direction rather than giving orders. I also value the feedback from the team and if there is an issue, I feel that it is important to discuss this as a team, this way we can all contribute and everyone is motivated and united. These qualities belong to the democratic leadership style. 


When developing your leadership style, It is important to choose a which style, even though you may fluctuate depending on the circumstance. I believe the style developing within me is the coaching leadership style. I think it's critical to create a pleasant, encouraging environment because coaching leaders are supportive and respect learning as a means of development.  Giving individuals the chance to feel empowered while seeing them develop and evolve is something I enjoy doing.
Whilst I am aware that this may be my more dominant style, different leaders employ various types of leadership, and no single style can be applied consistently. ‘While a certain leadership style may be impactful in a specific job…the best leadership is using a blend of styles.’ (Indeed, 2023)
I attended an incident with a colleague where a male was threatening to hurt his child and had allegedly been seen holding a knife. We arrived at the scene and managed to detain the male. When other officers arrived, I took on a bureaucratic style where I gave strict instructions to the arriving officers on what needed to be done, this then changed to the authoritarian style where I needed officers to get quick results and needed the team to be efficient, the ‘golden hour’ principle (College of Policing, 2023) was of utmost importance at this time.  
I have previously mentioned that I appear to adapt well to the coaching leadership style, but in this instance, that style would not have been appropriate. To be effective in my role, and depending on the circumstances that I find myself in, I may need to adopt a variety of leadership styles at any one time.

Although there are many benefits to developing as a leader, managing conflict within a team can be challenging. ‘Conflict... is an inevitable part of any workplace, and none of us can escape it’. (McPheat, 2022) In 1974, two researchers, Thomas and Kilmann discovered a pattern in the manner in which individuals settled conflicts and developed the ‘Conflict Management Model’. The five main components of this model include avoiding, accommodating, competing, collaborating and compromising. This conflict model is simply a tool to help organise ideas and develop a strategy for climbing through the complex scenarios that arise at work. It's just intended to help with the challenging task of managing other human beings and settling disputes. There are many variables involved in helping to resolve conflict, some of these include the personality traits of everyone involved e.g. not everyone will agree with one another; Your hierarchical position can affect decisions, greater influence and sensitivity to assertive inclinations result from increased power; the actual problem itself and how important that issue may be;
interpersonal relationships - a  more cooperative solution might be preferable if you have a good working connection with the other side. You might want to be less cooperative if they are a rival who is very unpleasant. I previously mentioned a colleague that I have supported within my team who is quiet and not forth coming. I can see from this situation, and from feedback I have received off other co-workers, that if this issue isn’t addressed and resolved, then conflict may arise. By advising him and trying to guide him, I am hoping that this conflict can be avoided, which will benefit both him and the rest of the team. Whilst conflict is often inevitable, it is always worthwhile to attempt to resolve it.


The Policing Vision 2025 outlines in one of it’s challenges, the need for effective leadership and management and believes this is critical. The service needs to create a culture that values difference and diversity and which empowers individuals to maximise their contribution through continuous professional development and the encouragement of reflection and innovation (NPCC, n.d.).
Depending on their personal style, different leaders approach circumstances differently. Effective managers constantly seek out opportunities to learn from others and actively mentor and develop them to become future organisational leaders. (Willis, 2011). By taking the time to become familiar with each of these leadership styles, I might find areas in which I may develop or expand my own leadership style. I could also determine alternative leadership styles that could better achieve existing objectives. 
From what I now understand is a leader, I can see that I am already developing the qualities and styles required for leadership. I know that becoming a leader is an ongoing learning process, but this is something that will be developed throughout my role as a response officer, and in the future, even help to progress to promotion. From what I now understand is a leader, I can see that I am already developing the qualities and styles required for leadership.
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

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



ANSWER:



In order to ensure that the police service hires a diverse group of people with the required abilities, knowledge, and potential as well as the behaviours and values to carry out the policing vision, it is important to take into account the fact that so many people today have different wants and objectives for their jobs and careers. This must be done when developing the workforce model and the supporting frameworks for police education and professional development. (NPCC, n.d.)
According to the Association of Police and Crime Commissioners, the skill set of its workforce has a significant impact on the service offered. Part of the Policing Vision 2025 states that this service must be provided by a qualified personnel that possesses the competencies and skills required for police in the twenty-first century. Part of this vision was the introduction of the PCDA degree programme. This consists of 6 months initial classroom training, 12 weeks of tutorship and then the remaining 27 months of being independent before being confirmed into rank at the end of the degree/3 year probation. 


I started my training with South Wales Police at the beginning of 2020 and felt very vulnerable. I first had to take part in 6 months of classroom based training which involved a lot of academic learning. During this time, I had a lot of support from both supervisors, and their guidance and advice helped me to feel more confident when I left the training school. The trainers would discuss their experiences on response and often offer encouragement. The experience of other leaders they have observed in action, both good and bad, as well as their own, is a great source of learning for successful leaders. They pick up knowledge from their associates, subordinates, rivals, business partners, allies, and even opponents.  (Seijts, 2014)
The next stage involved a 12 week tutorship with an experienced officer where I was based at a police station where I thought I would spend the next three months. I had a very good tutor who taught me a lot in the first month, he was encouraging, informative and positive. My tutor helped me to feel like part of the team and comfortable. This was important to me because I often felt out of my depth and felt like I was learning at a comfortable and manageable pace.
When the first month ended, I was moved to a different station because my tutor could not commit to tutoring me for the final two months.
This next two months made me question whether I wanted to be in the police force. I felt very much alone, very isolated and my tutor did not appear to have any interest in tutoring me. I was often left in the station whilst my tutor did his own work and we rarely went out together. I felt like I was not learning anything and the only time I did any form of police work was when a different member of the team paired up with me.
People around me could see what was happening and eventually, I spoke with my supervisor about these issues, which were then addressed.

South Wales Police has it’s own guide for mentoring and coaching which can be found on the force’s intranet. (South Wales Police, n.d.) This document lays out the differences and similarities between the two and discusses the benefits of becoming a mentor/coach. The purpose of the scheme is to ‘… accelerate professional development and enhance performance.’

If you're fortunate enough to meet a mentor, it can help you seek opportunities, access resources, and establish a feedback loop, all of which are crucial for anyone's career journey and advancement. (Bhattacharya, 2020) According to the College of Policing, ‘Mentoring is a relationship where a more experienced or knowledgeable person offers support, advice and guidance to help a less experienced person develop and progress’. (College of Policing, 2023)
Mentoring involves sharing in-depth expertise of a position or topic area with others (Association, 2023). I had a great mentor during my first month on the job as a response officer. The tutor that I was allocated discussed how he had changed through his role as a response officer, matured, and developed during his seven years in the force at the time. Even though we only had a brief period of time together, the lessons he taught me proved to be useful in the weeks and months that followed. Within the force, there appears to be a ‘let them get on with it’ attitude. I haven’t benefited from specific mentors as such, but I have been able to ask fellow officers for additional support when I have required it. I have developed a friendship with a team member who I often use for support and they have helped to educate me and support my wellbeing needs. I have felt that I have been neglected of having a good mentor or coach.
Coaching involves providing help and direction to maximise one's requirements for personal growth (Association, 2023) .Coaching can be used to assist in many areas, including enhancing emotional intelligence, reaching other types of goals, and professional growth and development.
There are many coaching styles, similar to the leadership styles discussed in the previous essay, such as authoritarian coaching, Laissez-faire coaching, bureaucratic coaching, with similar ethos, but there are additional styles such as holistic coaching and developmental coaching. The goal of holistic coaching is to balance every aspect of decision-making. Coaching that is holistic looks at the whole person, including their relationships, finances, spirituality, and mental health. The goal of developmental coaching is to develop a person's viewpoint and awareness. In essence, this coaching approach strives to assist individuals in improving their ability to interact with others and their environment. (Berzman, 2023)
According to an article written by Dr. Obed Magny, who has over 16 years of experience in policing, too many front-line supervisors are unable to provide their officers with the chance for development because they lack the proper training, expertise, or time to do so. (Magny, 2021)
[image: Philosophies & Beliefs – Can they be blind us as coaches? | Sam Holmshaw]The who-what-how coaching approach is the only one that has been specifically developed for use in police training.
Educators (coaches) are needed who "not only understand the subject and its application in the operational environment; but also the student, and how to reach those police students through various approaches," rather than instructors. (Staller, 2021)
(Staller, 2021)

I have been motivated to seek advancing my career and considering promotion as a result of what I have already experienced and how I have watched superiors and other officers. I would like to be able to offer officers what I have not received myself. Personally, I have learned a lot about myself, about my strengths and my weaknesses and how difficult it can be to adjust to new changes (moving to a number of new environments over the last 2 and a half years). I intend to continue learning and have had the opportunity to think about which direction I would like to follow professionally. Attending specific occurrences has made me recognise my strengths and that I want to work in the field of domestic violence. As a result, I would like to continue learning about the topic and effective methods for supporting and protecting people, ‘to learn in the first place, they must be motivated and have the capacity to learn’ (Seijts, 2014).


Knowing your professional strengths and shortcomings can help you advance in your job. You can pinpoint areas that could use improvement with the use of feedback. You might discover strengths you hadn't previously thought of. (Indeed, 2023) It's critical for staff/officers to understand what they are doing incorrectly so they can correct their behaviour, but it's equally crucial for them to understand what they are doing correctly so they can maintain that behaviour. A productive workplace is built upon feedback. 
I do not get regular feedback within my role. There is a yearly review with the training sergeant which is conducted with my supervisor present. This usually just lasts for ten minutes, and in my opinion, it's not the ideal approach for someone to provide input on my behalf. Over the last 2 and a half years, I would like to have had the opportunity to speak with my training sergeant on a one to one basis, so that I was able to give honest feedback about how I was feeling as a student officer in probation, and how I was feeling within my team. According to the Policing Vision 2025, the present employment model must deliver the proper outcomes for police officers and personnel in terms of rewards and recognition. (NPCC, n.d.) In my experience, I can not see how this is possible if the correct procedures for conducting reviews with student officers are not taking place frequently enough although I do believe that I need to have tried more to approach my supervisor whenever I needed feedback. According to the College of Policing, a variety of positive outcomes, including job satisfaction, perceived workplace autonomy, and enhanced trust in the organisation, appear to be connected with relationships between supervisors and their team members that are based on effective two-way communication.

It has been an interesting and challenging 30 months within South Wales Police. I have learned a lot about my role and I have often struggled, first in the training school, then during tutorship and as an independent officer. Having very little coaching and support off those above me has made me a stronger person, more confident police officer and taught me that I am able to fulfil my role with the support of my co-workers. Despite the fact that I lacked a mentor, I did have a limited network that I could turn to for different perspectives.
Because of the experience I have gone through during my probation, it has helped me to aware of how the new recruits coming through may be feeling. Whilst some appear to be very confident and fit into the team like a glove, others aren’t so confident. I have made a conscious effort to ensure any new team members are included in group dynamics. In a way, I have taken on my own mentoring role.

Over the last 30 months or so, I have often felt isolated and have had very little support off supervising officers. After leaving training school, I feel as though the people above me have not shown me good mentoring or coaching once, although this has been something I was lucky enough to receive through peers on my level. My team have been able to support me when I have sought for assistance, and that they have provided me with constructive criticism when they have felt that I have needed it. I have had a very good team around me. I also feel that I have had very little mentoring from those who should have provided it and that my experience in tutorship was largely disappointing. In an article about mentoring, former Forbes council member, Paramita Bhattycharya, writes  ‘It’s also worth keeping in mind that a mentor does not always have to be older and experienced. Peer mentoring can be equally powerful.’ (Bhattacharya, 2020).
I have had to do a lot of self-learning which has helped me to feel more independent and gain confidence and assurance in how I am as a police officer.
I have struggled in my probationary period as a response officer as outlined in the essay, but I do believe that it has made me a better person and a better police officer.
Moving forward, I believe that I need to continue to grow as a person, make the most of my professional development, find the proper supporters, and show my abilities to the people who matter.  ‘The accountability always lies with mentees—you have to own that—however, a good mentor helps you get to a better framework especially if you are plagued by doubt and uncertainty.’ (Bhattacharya, 2020)
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