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Task 1

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

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


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

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

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


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



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



ANSWER:


The College of Policing is instrumental in the implementation of the Policing Education Qualification Framework (PEQF), which provides Police officers in their probation with degree level qualifications, thus professionalising the Police force in the UK (College of Policing, 2022). It does this through requiring all new officers to complete university level assignments, projects and workbooks within a two or three year programme, dependent on whether the probationer is a degree-holder or not. This also aligns with the Workforce Transformation 2018 (Police Federation, 2019), which are priorities set by the National Police Chief’s Council (NPCC) and College of Policing relating to new recruitment processes and new entry routes. The PEQF is the main way in which the Workforce Transformation is being put in place. One journal suggests that this ‘shift’ to education will benefit officers by “creating formal links between initial training, career progress and academic qualifications to meet Police professionalisation agenda” (Paterson 2011). Given this, it appears that the College of Policing, to an extent, is productive in looking forward throughout a student’s entire career, rather than just their beginnings as an officer. 

The College of Policing have explained the requirement for the process of professionalising the Police service, stating that Police officers are increasingly required to think critically, reflect, challenge norms, communicate effectively etc. The Professional Policing degree should encourage its students to do this not just throughout the degree, but also throughout the career that follows it. 

There are massively mixed views regarding the PEQF held by officers completing the programme, those teaching it, and those who have joined the Police on the previous probation system (Initial Police Learning and Development Programme). 

The clear benefits of the PEQF are that probationers are able to earn a qualification whilst training, which was purposefully meant not to increase the amount of work completed by officers, but merely provide a certificate for the work already being completed. The qualification is also paid and provided for by the employing Police service, therefore the students are not incurring any student debt. It allows means that students are guaranteed a job at the conclusion of their training, which is not certain when completing most self-funded degres

Several studies have also been completed in the past which provide an insight into the most effective way adults learn. The studies suggest that learning through looking at case studies, group discussions and stories of actual experiences are more effective than in-class studies or lectures (Belur et al, 2020). Therefore, the PEQF is likely effective in training students, as it relates to learning ‘on-the-job’ with little to no in-person lectures. 

However, within a journal of Organizational Ethnography, the authors (Rowe, Turner and Pearson, 2016) suggest that the university curriculum is divorced from the realities of practical Policing’ (McDowall and Brown, 2019), and may become increasingly so if the Police training process is led too strongly by the higher education establishment. 

The work involved in completing the qualification is also to such an extent that officers are using their annual leave to complete the written work, as I am consequently doing right now. During each year, students are required to complete approximately 10,000 to 30,000 words in assignments, workbooks and research projects. This coincides with a Operational Competency Portfolio, where students must evidence how they have fulfilled 14 competencies relating to practical Policing. Alongside this, students are having to learn how to be a Police officer, and must keep on top of a workload of multiple investigations, and deal with a high volume of calls whilst working full time. 

During my first year as a Police Officer, approximately five of the fifteen officers whom I joined with left the Police Service. It may be suggested that the above responsibilities played a large part in this. Perhaps the College of Policing have failed to take into account the sheer amount of work required by each individual officer for a Police service to be professionalised. The work may be a little more manageable for young officers who have just finished their education, therefore are used to the world of academia and all that it includes. However, for those who are perhaps joining the Police a little later, or those that have young children to care for, the written requirements alongside the endeavours included in learning a new job may be too much to take on. 

According to the Code of Ethics 2014, the Policing role revolves around a duty to protect the public and prevent crime (Code of Ethics, 2014). The Code of Ethics also sets out ten Standards of Professional Behaviour which should be adhered to by officers whilst in and out of work. These include ‘Honesty and Integrity’, ‘Authority, Respect and Courtesy’, and ‘Orders and Instructions’. Each of these three standards affect my behaviour when dealing with the public, especially where a victim may be particularly vulnerable and in need of support. 

The incident I have chosen to reflect upon is a rape incident I dealt with alongside another officer. My actions involved first attendance and obtaining first disclosures from the victim, checking if medical attention was required, liaising with the detective sergeant over the radio, seizing the victim’s clothing and completing an early evidence kit with her (obtaining non-intimate forensic samples), completing an Onyx Booklet (written first account), arranging for the suspect to be arrested by other assisting officers, and following up with safeguarding actions and arrangements for the following day. After this, I completed a statement exhibiting the Onyx Booklet and forensic samples, and documented the victim’s demeanour within this statement. 

The actions completed above were in line with the College of Policing guidelines on how to respond to a rape of sexual assault (College of Policing, 2009). This information is recorded on a briefing document, which is easily accessible on a mobile phone or any other internet-connected device. This is useful when dealing with complex incidents such as these, that are not dealt with on a daily basis by response officers, as it allows officers to confirm their next steps whilst at the scene.  The use of technology here is part and parcel of the role of a modern police officer. 

During the incident, I used my radio to liaise with the Detective Sergeant and other officers involved in the initial response (for example, the arresting officers). This was an effective means of contact where I could quickly confirm actions or ask for advice in certain areas. I also used my work computer to write a statement and document my actions at the scene. The use of technology here makes conferring with other officers far easier, and is also convenient in that information can be shared online more conveniently between officers. For example, when I updated the occurrence log on the Police system, the other involved officers all had access to this and could quickly see what I had done, in order to direct their next steps. 

Each of the steps noted above required me to be empathetic and patient with the victim, whom, as a result of the incident which she was reporting, was distressed and unable to discuss the incident with ease. The victim also appeared to blame herself for elements of the incident, as is often common in victims of rape incidents (Binder, 1981). As a result of this, respect/courtesy (one of the ten standards of behaviour) was particularly important; as the victim would not feel judged and would be better able to open up about the incident. 

This is a far more complex incident than I would have been capable of dealing with in my first year as a Police officer, and I felt more confident in the decision-making process at each stage. 

The National Decision-Making Model (NDM), which is also outlined in the Code of Ethics (Code of Ethics, 2014), refers to the process we as Police officers go through with every decision that we make. The steps include considering the following: 

1. The Code of Ethics 
1. Information and Intelligence 
1. Assess threat and risk/develop a working strategy 
1. Powers and Policies 
1. Options and Contingencies 
1. Action and Review 

When I first began in my role as a Police officer, I was continually thinking through this model in order to ensure that I was making the correct decision. However, as I have become more experienced, the thought process has come far more naturally. 

Chris Argyris and Donald Schön (2019) argue the ‘Theory in Use’, where they suggest that we hold ‘mental maps’ that guide us through planning, implementing and reviewing our actions, as opposed to any consciously-held beliefs that might guide our decisions (Truskie, 2008). Given this, with the constant use of the NDM from my initial training over three years ago until now, it seems that it has become instilled within me similar to a ‘mental map’, and I am no longer as conscious of its’ use. I am often aware following incidents, however, that the NDM process has been followed, even if not purposefully. 

I have also noted that having returned to work after a period of maternity leave, the lack of confidence that I may have once felt has dissipated, and I feel far more able to make decisions efficiently whilst working. I feel able to deal with a wider variety of calls, which is a natural effect of working in a certain role for a longer period of time. I am also far more confident in attending types of incidents where I may not be as knowledgeable, but am able to learn as I go, yet still deliver a good service to that victim/offender/witness etc. 

Perhaps the experience of giving birth and raising a child has increased my general confidence levels, or perhaps reduced my concern for the judgement that I may receive from others. To put it bluntly – I no longer worry so much that I might do the wrong thing, or that people may judge me for my decisions when dealing with a call. Despite there being no online research supporting this idea, from my personal experience, this feels extremely relevant to my development now I am in my final year of probation. 

The officers that I initially worked with on shift have since left to other roles, and newer officers have joined, leaving me as one of the most experienced officers on the shift. This has meant further responsibility in guiding the newer officers through their first year of training, whilst also meaning that the more complex calls or high risk incidents tend to be passed to myself to respond to and investigate. I have enjoyed this responsibility as I feel that it has pushed me to develop further and expand my knowledge beyond what it might have been. I felt extremely protected when I first joined response due to having so much experience and knowledge around me, whereas I now feel that I must push myself to share that same knowledge with some of the more recent additions to the shift. 

In conclusion, I feel that I have progressed reasonably well in the last few months since returning to work. I feel that I am making my name a little better known amongst other units, such as CID, the Rape Investigation Team, PPU, the DV team etc. which should assist when I eventually look to progress off of response into other areas. Once I have finished my probation, I will look to continue on response for another two years in order to increase my confidence and knowledge further, and perhaps impart that on others through tutoring. I believe that completing around 5 years on response as ‘groundwork’ is a benefit as it allows officers to experience a range of incident types to know what areas they may thrive in, and also ensures a good level of knowledge in general. 

~ 1968 words 
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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 has a range of uses within the Policing world, which largely relate to engaging with the community and notifying the public of what the Police are doing. However, it also has a number of other uses, such as taking non-emergency reports and completing enquiries into wanted or missing persons. Social media has been defined in a number of different ways over the approximate 25 years of its existence (Aichner et al, 2021), however in more recent years, it has been defined as: “any online resource that is designed to facilitate engagement between individuals” (Bishop, 2019).  

When it comes to community engagement, Police services often use social media to inform the public of road traffic collisions or environmental issues such as road closures due to floods. Police can also notify the public of arrests or convictions, particularly where longer sentences were given, or making media appeals for witnesses of incidents or sightings of missing persons. The Peelian Principles, which found the Police relation to the public, state that the Police are the public and the public are the Police (Jones, 2017), thus social media benefits all parties involved by allowing the public to assist in the reduction of crime or the bringing of offenders to justice. This promotes confidence in the Police service as the public know what the Police are doing and feel that they are able to add to the work being done. The feeling of transparency from the Police may also make them seem more approachable, and encourage the public to contact Police when they become victim or witness of a crime. 

Other uses for social media within the Policing world include notifying the public of incidents such as vehicle seizures, off-road vehicle operations, other operations such as trading standards or un-roadworthy vehicle operations. By showing the work being done by Police within the community, the public may feel encouraged that improvements are being made, and that they are being listened to. Through the use of PACT meetings with neighbourhood policing teams, the public often raise issues such as off-road vehicles causing sound pollution and damage to rural areas. When the public then see that the Police are trying to action this, even if the situation is not immediately resolved, the public may have more faith when raising issues in the future. Through promoting work like this, the Police are also able to warn members of public who are involved in this type of crime to refrain from doing so, thus further reducing the crime in the chosen area. 

One further use for social media in the Policing world is to notify the public of changes in policy or procedure. For example, when the law changed in relation to pedestrians having priority when crossing roads (GOV.UK, 2022), this was largely unknown by the public until government sites such as the Police and DVLA began to post the updates on social media pages. 

One clear benefit to the use of social media in Policing is that the technology is so easily accessible that most members of public are likely to have some kind of social media. Social media is also something that has formed a large part of people’s daily lives, with social media users being online for an average of 1.48 hours every day in the UK (Buchholz & Richter, 2022). This means that the Police are able to reach a large group of people extremely quickly with important information or appeals such as the above. This may be a more efficient way of engaging with the community as it does not take long to create a post and share it. Many social media platforms also allow you to share content from one platform to multiple others through linking them, therefore the creator does not have to create it twice. This again makes the process quick and easy. When it comes to staff members being able to post on social media, however, not every officer is allowed to do this. Certain members of the neighbourhood policing team and other teams have access to this, therefore officers on response like myself would have to request that posts be created. 

When it comes to some appeals, the media team can be contacted to create these and post them, then notify the public once the person has been located or the appeal has been actioned. 

One incident during which I have found social media extremely helpful was when dealing with a missing person. The missing person was a 20-year-old female who had been reported missing by her mother after an argument, where the girl had made comments to the effect that she would harm herself. The female had previous mental health issues and a history of attempting to take overdoses and hang herself, therefore the missing person grading was considered high risk. 

As soon as the incident was deemed high risk, a social media appeal was posted across platforms such as Facebook, Twitter and Instagram, requesting information from the public regarding the female’s whereabouts. The normal enquiries were also completed, such as witness, CCTV, custody and hospital checks, and also contacting friends to see if they had heard from the female or knew where she might be. I was also, however, able to request long arm enquiries be completed (Long Arm, 2021), which is where Police can search on social media accounts to see when the accounts were last active and any recent activity on their accounts. This process requires specific training that I did not have, however I was able to request another officer on shift to do this for me. From these enquiries, I was able to learn that the female had been active on her Facebook account within the last hour, however she had no recent activity on her page. 

Social media did, however, further assist me in this investigation. I used our Police systems to see who the female was associated with, then reached out to them via telephone to see if they had seen her or heard from her. One friend offered to contact the female via Facebook Messenger to find out where she was, then passed this information to myself to be able to check on the female’s welfare. As a conclusion to this incident, I detained the female under S.136 of the Mental Health Act, and she was later sectioned by mental health staff following her assessment for several months. 

Although response officers do not often have much to do with social media in our role, on this occasion it became very useful, even if it wasn’t actually being used by Police when locating the female. Despite this, I was extremely encouraged to see responses via the media appeal on Facebook where members of the public made comments such as “I hope she’s found safe and well”, and “Poor girl, let us know when she’s been found”. In these cases, I believe that the Police have a responsibility to respond with a further post stating that the female had been located. The College of Policing publicises policy relating to communication and community engagement, and when discussing social media, states that Police should be responsive and transparent (College of Policing, 2023) as it promotes confidence in the Police and helps to reassure the public that we are preventing crime/saving life and limb. 

Further to this, the public can contact the Police in an easier and faster way through the Social Media desk, which allows the public to message a Police service via Facebook or Instagram with reports of crimes or queries. The public are then able to “express their preferences for crime control” (Bullock, 2018) and feel more involved in the crime prevention process, thus the relationship between the Police and the public becoming more of a conversation, rather than the Police as dictators or enforcers. The benefit of this is that the public do not have to wait on the phone via 101 for an extensive period of time (often well over an hour), and instead can write their report or query in their own words. Some members of public might struggle whilst speaking on 101 due to nerves, or disabilities such as being deaf or dumb, therefore the social media desk is more inclusive and allows for reports to be made where perhaps it wasn’t an option before. 

Despite these many benefits, there are also many issues with the use of social media within Policing, which I have witnessed whilst on response and in my own social media use. A disadvantage that affects response and neighbourhood policing relates to the social media posts regarding paedophiles. Police services often publish details of arrested, charged or convicted paedophiles on social media in order to promote the work being done, and inspire confidence in the public. The posts often include the subject’s name and perhaps town where the investigation took place, however, due to Welsh towns often being quite small and close-knit, that person might be quite well-known in the area. This caused massive community tensions where members of public no longer feel safe due to living nearby to a convicted paedophile, and often make complaints against Police regarding this. I attended an incident not long ago whereby a convicted subject’s home had been spray-painted with the word “PAEDO” following his name being passed around on social media, which had been begun by Police. In this instance, several members of public had commented on the post with details of the person’s address and family members. This incident caused a tremendous amount of issues which had a detrimental effect on the subject and their family. 

The Police do, of course, have a responsibility to post public information only, rather than any confidential details or personal data belonging to any person. However, even if this is the case, the public can still comment personal details which may not be noticed or reported by Police. Perhaps it would be helpful for Police to add warnings on the end of appeal posts requesting that they be messaged directly rather than members of public commenting private details regarding the subject. 

When posting on social media, an unfortunate truth is that we cannot please everyone. Despite Police achieving positive outcomes when it comes to operations, community works, cultivations detected, arrests made, the public continue to complain that the Police focus on the wrong things. For example, I have often seen on my social media news feeds that Police services will post reported of cannabis cultivations that have been disassembled, where members of public will comment that cannabis is not an issue, and that Police should focus more on other areas such as drink/drivers. When Police then post arrests made in relation to drink/drivers, the public will complain that the Police are not acting on rapists and paedophiles. Unfortunately, it seems that the few who disagree with Police actions are often the most vocal, and place a shadow over the good work being done by Police. 

Perhaps a further issue may be that the posts from Police are often orientated towards only a few types of crime, for example, vehicles, drugs, and sexual offences. Not often is the daily work of response officers recognised through arrests made in relation to domestic incidents, the assistance provided to people struggling with their mental health, or the many high risk incidents involving weapons that response officers attend. Perhaps it would be beneficial for Police to create posts including statistics of the amount of calls a certain area may deal with within the space of a day, the amount of arrests made, or the amount of officers assaulted each month. 

Despite this, I do believe that social media is an extremely influential took that should be utilised by Police, although perhaps a review is needed of the kind of content available to the public in order to show a more balanced reality of what Police officers face on a day-to-day basis. 

~ 1986 words 











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:


The purpose of leadership is to “influence followers in a desired manner to achieve desired goals” (Nanjundeswaraswamy & Swamy, 2014). Within a Policing environment, much of the research available points towards leadership styles in Police management. However, from a response policing perspective, an officer will lead people every day, whether that be in leading other officers at calls, or leading by dictating what happens with an offender or victim. Perhaps the difference in the above quote, is that we as Police officers will often lead people who do not consider themselves ‘followers”, therefore a more authoritarian approach is required to achieve the desired goal, for example, the arrest of an offender. 

There are multiple leadership styles and theories, some more relatable than others, and I often switch between styles on a regular basis, depending on who I am speaking to and the circumstances that require leadership. 

The four main leadership styles are the human relations leader, the democratic leader, the laissez faire leader, and the autocratic leader. D.D.Warrick (1981) explains these leadership styles as follows: 

The human relations leader puts emphasis on the people, rather than on performance, and relies heavily on teamwork and ‘participative decision-making’ to achieve a goal. A leadership style such as this might be helpful at a call, where one officer is generally ‘leading’, however other officers are participating in the decision-making and volunteering their assistance where possible. I regularly try to reflect this leadership style, as will be outlined in my incident example. 

The democratic leader puts emphasis on both people and performance, and relies upon a well-organized workplace with clear-set goals. Goals are reached by “motivating and managing individuals to use their full potential”. Police supervisors such as shift sergeants may be more likely to take to this leadership style, as it gives a shift a certain amount of initiative and discretion, whilst also working to achieve the most from each given officer. 

The laissez faire leader, which might be considered the opposite of the democratic leader, does not put emphasis on performance or people, but relies on doing the minimal amount to get by, and for the most motivated person to step up and do the majority of the work. This style might be seen fairly regularly in many officers, especially those who are unmotivated, and perhaps have many years of service behind them, however does not seem to be an effective way of Policing or leading others to a common goal. It often leaves more motivated officers to carry out 90% of the work, whilst the least motivated officers then carry out the other 10%. 

The autocratic leader then puts emphasis heavily on performance and less so on people. The autocratic leader will make the majority of the decisions and dictate to others what must be done. Power and authority are required characteristics for this leader (D.D. Warrick, 1981). This style of leadership is highly important when dealing with members of public, specifically offenders. When I have decided to arrest an offender, I have not asked for their opinion or allowed them to be part of the decision-making process the majority of the time. The autocratic leader would alone decide that the arrest is necessary, and would then act on it with the assistance of their team. An exception to this might be where an officer provides an option to an offender; for example; “Allow us to take you to a friend or family’s house, or you will be arrested if you refuse to leave this place…” This method if often effective as it avoids an unnecessary arrest of a member of public, and if that member of public continues to refuse to leave, the arrest necessity will be further fulfilled. 

Two further leadership styles exist which may reflect some of the above styles. These are the transformational leader, and the transactional leader. 

The transformational leader is inspirational and considerate, and is “invested in the success of every single member involved in the process” (Ugochukwu, 2021). They are encouraging, and raise a team’s moral and self-confidence to “align itself to an overall vision or common goal” (Ugochukwu, 2021). This leadership style is similar to the democratic or human relations leader, as it focuses on people, and developing that person to achieve the most. When mentoring some of the newer members of the shift during their tutorship, I attempted to take on characteristics of this leader, as the goal seems to be to develop and encourage team members to become more effective and inspired. 

However, this was quite difficult at times, as inspiring newer officers is not always easy to do. Several issues within the response policing job ensure that it is not a particularly enjoyable role, and most officers’ workloads are far too big to be able to properly give time to new officers for their own development, hence a dedicated tutor existing instead. The response officer’s outlook on the policing job is often quite negative, therefore encouraging other officer’s to enjoy the job can be equally difficult. 

The transactional leader works through offering punishment and reward. If a team member does what is asked, they will achieve reward, thus encouraging them to continue doing what is asked of them. Bad behaviour (for example laziness or regularly repeating mistakes) is then punished, thus discouraging further bad behaviour. A team member will understand exactly what is expected of them, and this ensures an effective and efficient team (Betz, 2021). The transactional leader may relate to the autocratic/authoritarian leader, who dictates exactly what must be done, and expects nothing less from their team that to carry this out. I would likely only reflect this style of leadership when dealing with members of public who require arresting. The phrase “If you’ll be sound with me, I’ll be sound with you” is often heard amongst Police officers when dealing with the public, and despite being simple and perhaps a little colloquialised, is very clear, and reflects the transactional leader quite well. If the prisoner is calm and does not resist, they may be placed in a car with just only hand-cuffs, however, if they are aggressive and attempting to harm officers, they may end up in fast-straps and handcuffs in the rear of a Police van. Thus, if they behave well, they receive reward, and if they do not do what is asked, they receive punishment. However, it must be noted that hand-cuffs and fast-straps are not punishment, but rather are restraints used for the safety of those involved, even if to the prisoner they may seem to be punishments. 

When considering my own leadership style, I would think that it varies depending on the situation. Within my own shift, I am currently the senior officer, as I have been policing for almost four years now due to a period of maternity leave. My shift is also split across two stations, and the sergeant works largely from the opposite station. This means that I am often the person whom other team members come to for advice or assistance with calls/investigations. When my sergeant is on annual leave, I also lead by taking the handover from the previous sergeants, briefing my own shift, then briefing the other sergeants and Inspector in the ‘bronze’ briefing. As part of this role, I also allocate handovers, diary car appointments, custody two-to-ones,  hospital watches and scene guards. When allocating jobs, I must often take on the autocratic leadership style, however I often explain that if there is any issue with my decision, people can come to me and suggest another option if they feel it is more suitable. For that reason, my leadership style when amongst the shift might be considered the human relations leader. I must understand when taking on this role that I am not the shift’s supervisor or leader, but can still guide and lead the officers who are younger in service to better our service to the public. 

As well as leading the shift, I also implement leadership styles when dealing with calls. Throughout this essay I will discuss a call to a family residence, where the victim’s brother who lived elsewhere was reported to be outside the property with a knife making threats to harm the victim and her family, and to damage her property. An officer was allocated to this call prior to the knife being mentioned, and myself and a number of other units placed ourselves in this call due to the level of threat, risk and harm. The male had left the area prior to officers’ arrival, and upon the first officer’s arrival, the victim made known to us that the male had a knife and was in the local area. My sergeant was on leave during this shift, therefore the decision-making and leading was left to those of us who attended the call. I completed the following actions at the time and immediately following the call: 

· Requested tazer officers/firearms be deployed due to the knife threat  
· Requested offender’s Niche photograph be passed to all officers via email 
· Obtained full circumstances and physical description from victim 
· Liaised with FIM (Inspector in the control room) over the radio to provide circumstances for the Inspector to begin operational planning 
· Liaised with other officers to ensure effective area search with several address checks 
· Completed DASH (Domestic Abuse, Stalking, and Harassment risk assessment) with victim and graded the incident Medium Risk. This risk grading was agreed with by the reviewing sergeant later than night. 
· The area search was negative after extensive attempts therefore the log was closed following a detailed victim safety plan. 
· Relevant Niche updates and Public Protection Notice, MARAC referral and target hardening referral submitted. 

During this incident, several officers were involved and were all looking to myself to know what to do, as not all officers were required at the victim’s address. I was therefore able to remain at the victim’s address with one other officer, and request that all other officers complete an area search. I also obtained several addresses from the victim for where her brother may have been, and requested officers attend them. Due to not being a supervisor, I did not want to dictate what each officer did, as an autocratic leader may do, but make decisions as a group, as a democratic or human relations leader may do. 

The participative theory also considers shared decision making to be of the upmost importance and does not just mean the leader allows other’s input, but genuinely allows it to influence their own decision-making (Anit, 2006). Similar to democratic leadership, this style of leadership is important, as it motivates the team, and allows them to feel that they are being listened to. At this incident, this approach was helpful as it allowed the involvement of all officers, and they appeared motivated towards the common goal of finding the offender. 

Broverman and a number of other authors (1972) suggested in a journal article that there are gender-based leadership styles. This may seem somewhat unfairly stereotyped, especially given that the article was written 50 years ago, however it likely does reflect some leaders. It suggests that women are more likely to be people-orientated when it comes to leadership as the stereotypical feminine style promotes warmth and inter-personal relationships, whilst men may be more task/performance-orientated, as the stereotypical masculine style may be more “instrumental, rational, and assertive” (Broverman et al, 1972). 

This is, of course, massively generalised, and there are many female leaders whom are assertive and instrumental, especially within the Police, as there are many male leaders whom are people-orientated. However, it is interesting to reflect on, as I feel that my leadership style is far more likely to be people-orientated, especially when working within my shift, rather than dealing with members of the public where it may be a little more ‘instrumental’. 

It is also important to note, that at many calls different leadership styles may be required. For example, when dealing with a particularly difficult domestic incident, I have had to begin with quite an authoritarian style by dictating that we separate the victim and offender before obtaining further details, and have continued this style when dealing with the offender and arresting the offender. However, when speaking with the victim, I must take a far more sympathetic approach in order for that victim to feel supported and encouraged. The victim also has a lot of decision-making to do with regards to making a complaint, providing consent for referrals to be made on their behalf, and accepting support from others. We as officers cannot make the victim’s decision for them for the majority of the time. In situations like these, adapting the style of the human relations leader would be far more beneficial to reach the best outcome. 

Throughout my years within the Police, I have slowly developed these leadership styes and been given more and more opportunity to use them as I have gained more responsibilities on shift and have become more confident when dealing with calls. I intend to continue to develop these in the future, looking to utilise a transformation/democratic approach amongst the shift, and perhaps a more authoritarian/autocratic approach amongst offenders.  
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

Throughout my probation, I have benefited from the mentoring and coaching of several individuals and teams. The Oxford Dictionary (2023) defines mentoring as: “the practice of helping and advising a less experienced person over a period of time, especially as part of a formal programme in a company, university etc.” (Oxford Dictionary, 2023). During the initial year of my career in tutorship and immediately following, my tutor and members of the shift acted as mentors to me, and I felt that I was able to learn a lot from them. My tutor acted as a formal mentor, where I was able to gain a general understanding of the role and each type of call I would likely face, whether that be a domestic incident, a traffic incident, or a mental health incident etcetera. 

Following this, other members of my shift acted as informal mentors to me, and I was able to learn in more depth how to communicate with the public, and how to deal with more specific calls that we would likely deal with daily. Through this informal period, I noticed qualities in some officers that I wanted to imitate, and qualities in others that I wanted to avoid. 

The Oxford Dictionary (2023) defines coaching as “The process of training somebody to do a sport, to do a better job or to improve a skill” or “the process of giving a student extra teaching in a particular subject” (Oxford Dictionary, 2023). This definition is rather similar to the mentoring definition, and the College of Policing (2023) further defines the joint role of mentor/coach as: “working with an individual or a small group to help them define and achieve their career and personal objectives, improve performance or resolve work-based performance issues.” (College of Policing, 2023). 

This definition is relevant as it refers directly to a worker’s development and performance. Throughout my probation, many colleagues have taken on versions of this role for my benefit, whether meaning to or not, and I would like to suggest that I have begun to take on this role in relation to others now. 

Available research suggests the benefits of mentoring be “greater career opportunity, enhanced personal and professional identity… and the opportunity to address concerns about self, career and family” (Koch and Johnson, 2000). In my case, the mentoring available to me through colleagues and my assessor have benefited me as above, by assisting the development of my professional identity; specifically how I would like to act and present myself to the public as a Police officer and grow in my abilities, and also in assisting me to address those concerns regarding my return to work, and the usual personal and professional issues that coincide with that. 

The most well-known coaching theory, named the GROW theory evidences how coaches can achieve the best from their students. The acronym GROW discusses the steps of improving in a particular area by considering the student’s goals, reality, options and will (The World of Work Project, 2023). Although this has not been officially considered by any of my mentors or coaches throughout my probation, these steps are still quite applicable. For example, when I first began my tutorship I required more confidence when dealing with conflict management. When discussing this with my tutor, we considered that my goal, which was to be more confident in these situations, my reality, which was that I was perhaps standing back and allowing other officers to take the lead when dealing with conflict situations. We then considered my options to achieve my goal, which was to attend more calls where I would be required to deal with conflict and for other officers to step back to allow me to take the lead a little. The ’will’ part of the theory refers to then choosing a specific option and actioning it, thus achieving the goal. Although this is just one area of my tutorship where the theory would be applicable, this theory has been prevalent during my entire probation. There are several areas I have wanted to develop over the last four years, such as dealing with vulnerable victims of sexual offences, or improving my knowledge of public protection issues such as child safeguarding. These developments have largely occurred through the realisation of said goals compared to the current reality, the consideration of available options, and the will to follow through with these and make the improvement. 

I have benefited from my PC assessor during my probation, as the continual meetings with him have assured that I am developing in every required area across the policing curriculum, as opposed to focusing on area of interest to myself only. The required Evidence Matrix completed with my assessor also ensures that I am competent across several portfolios and competencies, rather than specialising in my chosen area too soon. Another benefit of completing this matrix over multiple years is that it evidences how the incidents I have dealt with have developed in complexity, thus showing the progression in my knowledge and capability. My probation as a whole has assisted my performance, as I feel that I have developed my knowledge, confidence, conflict management, discretion and problem solving skills when dealing with incidents. When I think back to the early stages of my independent patrol status, I begin to understand the progress I have made over the years and how I have developed.  This is not to say of course that I cannot further develop myself and improve my knowledge and problem solving skills, amongst many other areas. 

The coaching from my assessor has been effective as he works daytime hours, therefore is often available for meetings if I request them. He is also quite flexible, and allows me to work according to my own deadlines within reason. This has made him extremely approachable, which encourages the coach/student relationship, allows me to be more open when discussing my development. 

In more recent months, part of my role has been mentoring some of the student constables whilst their tutors have been absent. This has allowed me to see mentoring/coaching from a different perspective. However, throughout this rather unorthodox process, I believe I have learnt from those that I have been mentoring. For example, I have noticed the students’ patience when dealing with difficult members of public, and realised that perhaps I have lost that initial temperament due to the impact of the stressful nature of the job. I have also noticed that I have been able to answer most of the students’ questions, which has reminded me of how much I have learnt during my four years since I joined the Police. 

Further to this, I feel that I have benefited from my sergeant’s coaching, even if only on an informal basis. I have witnessed my sergeant’s inspiring and motivating nature, and am aware of the pressures and responsibilities she is faced with. When my sergeant is not working, I then take on the responsibility of briefing the shift, briefing the other sergeants and inspector, then allocating certain jobs to members of the shift. My sergeant has been extremely supportive throughout this, and has provided instruction and explanations regarding decisions she has made in the past, in order to better inform my decision making in the future. For example, when deciding which officers to place in the same call-sign on night shifts, my sergeant has explained why she would or wouldn’t put certain officers together, and I have been able to take this on when making the same decisions on other occasions. 

Another area where I have received mentoring is whilst on attachments with units such as the Neighbourhood Policing Team, Criminal Investigations Department, Public Protection Unit, and the Traffic Unit. I discovered that through working alongside these units temporarily, I was able to better understand their roles and how they might assist my response role in the future, form working relationships that would benefit me whilst on response or when looking for future attachments/work experience, gain further knowledge in specific policies and procedures, and through these things perhaps gain an idea of how I might want my career to progress in the future. 

When considering how my probation has assisted me in developing personal goals, I feel that I have not necessarily set myself formal goals. On the other hand, I have noticed how I have changed for the better in personal life due to my training. For example, I feel more confident in and out of work when dealing with difficult situations or people. I have also noticed that when approached by friends or family with questions regarding the law or personal issues, I am able to answer them and feel knowledgeable in doing so. 

Despite this benefit, however, my family have also noted that I have become more cynical and judgemental, perhaps less patient. This may be part and parcel of the job as opposed to the training, although I do not believe it is the effects of dealing with particularly upsetting calls, but rather the day-to-day bureaucracy and the consistently unmanageable workload that depresses officers and prevents them from seeing the world with a positive view.  

When it comes to professional goals, I feel that I am beginning to understand where my skills lie, and in which direction I would like my career to go. I feel that I am ‘in my element’ when dealing with sexual offences, child safeguarding concerns, or generally ‘griefy’ public protection based calls. Due to an interest in these areas, I have been able to develop my knowledge in more depth and make connections with the Public Protection Unit when dealing with these types of calls. I also feel that my conflict management skills have developed through continually attending incidents where this is required, especially where there are only a few officers going. Being able to discuss these calls with colleagues and mentors following them has helped me analyse what went well, what perhaps went badly, and what could be changed in the future. The use of body-worn cameras in the situation ash helped in reviewing my actions and evaluating my skills. 

In terms of organizational goals, I am able to meet these my receiving further training in specific areas, thus making me more useful to the shift. For example, I will be receiving taser training in a month’s time, and will be one of three taser trained officers at that point. This training will assist in meeting organization goals by filling quotas, and allowing officers to be safeguarded when dealing with conflict situations. My training in general, which has developed me to a perhaps semi-competent officer will also benefit other officers as a become a mentor to the student officers when their tutors are not present. This will also meet organisation goals, as they are required to exist on each shift. 

The Gwent Police goal is to ‘Protect and Reassure’ (Gwent Police, 2023), and as a result of my probationary period and the assistance provided to me as documented above, I feel more able to protect and reassure the public, by dealing with calls more efficiently, therefore picking more up in one shift, and by improving my problem solving skills and taking positive action when required. 

Roebuck and Harms (2010) defines feedback as “the process of evaluating and discussing the performance of both employees and managers”, stating that it involves discussing a person’s strengths and weaknesses (Roebuck and Harms, 2010). There is ample opportunity for this during the three year probation period. It was most prevalent during the tutorship period, where each call would be evaluated in order to improve upon during the next. I believe there has been far more opportunity to receive feedback through the Evidence Matrix, workload review with my sergeant, and receiving feedback on university assignments and workbooks, than to give feedback in relation to the probation process. 

I would like to believe that when receiving feedback, I consider it to be constructive and attempt to take any developmental points forward, rather than taking the feedback personally or becoming disheartened by my mistakes. It is also important when returning feedback, such as in meetings with my sergeant, that I am able to do so respectfully and without malice. 

Another area where I have received feedback is when writing my research project, and I feel that this has been extremely beneficial. My supervisor has shown a keen interest in my subject, and this has further inspired my own interest. Her feedback has also been very detailed and honest. Through multiple meetings with my supervisor, I have been able to explain my perspective of the work being done and my goals in completing it, and through this we have been able to work together very well. 

Going forward, I hope to complete further training to better my personal development and assist the shift. I wish to develop myself in areas such as traffic and complex crimes such as burglaries and drug related crimes, as these are areas that so far I have taken less of an interest in. Despite my probation period being over soon, I know that I will receive continued support from those around me and will continue to improve my knowledge and skills. 
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