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Workbook Guidance

Please read these notes carefully; they provide essential information.

What is the workbook for?

The purpose of this workbook is to enable learners to demonstrate and provide evidence of how they meet the learning outcomes set by the College of Policing, for the BSc programme. Essentially, you are being asked to outline your experiential learning based upon your theoretical understanding in a range of operational situations.

· Understanding the Police Officer role
· Modern Professional Police Officer
· Strategic Role of the College of Policing
· Communication Skills
· Social Media
· Leadership and Team Working
· Leadership style
· Flexibility and Leadership Strategy
· Coaching
· Mentoring
· Professional and Organisational goals
· Assessment

You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 
 
How should the workbook be presented?
 
Blank electronic copies can be found on Moodle of this workbook. You must submit this document electronically therefore it is important that you save your work regularly and upload the final typed version through Turnitin on Moodle. 
 
Word count policy can be found in chapter 7 of the Academic Quality under section 7.7 (this applies to presenting work above and under the specified word count). 
 
(https://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/documents/academic-office/aqh-chapters/chapters---en/Chapter_07_Assessment_Taught_Programmes_Pages_72-79-UPDATED-05-11-2019.pdf) 
 
Reflective practice is a core aspect for your workbooks and although there is a variety of useful resources on Moodle, there is one particular book, that is specifically based on reflective practice in policing, here is a link to one chapter from Selina Copley’s Reflective Practice for Policing Students: 

https://moodle.uwtsd.ac.uk/pluginfile.php/298870/mod_resource/content/1/Reflective%20Practice%20for%20Policing%20Students%20-%20Selina%20Copley%20Chapter5.pdf

 
How is the workbook assessed?
 
Advice and support about the completion of this workbook was provided by university staff as part of your initial training day and further help and advice is available on Moodle.  

Your tutor constable and in-force training staff will not be involved in assessing or marking your workbook after it has been submitted. 
 
Dates of workbook submission will be made available and posted on Moodle.
 
Once submitted your workbook will be assessed and marked independently.






Confidentiality

It is important that no individual can be identified either directly or indirectly from the information in the workbook. Therefore, you must:

· adhere to guidance in the Student Handbook about unfair practice and plagiarism.
· not identify individuals including witnesses, victims or offenders by name.
· not write information that enables any individual to be identified indirectly through the description you provide. This includes references to names, colleagues, places (including hospitals, schools, town, villages, streets) specific incidents which were high profile and could be identified due to past publicity, other professionals or any other personal information including medical or other conditions;
· take personal responsibility for adhering to confidentiality rules. 
· not include any dates of any incidents or anything that specifically identifies an actual incident.


Please be aware that any content that is deemed to be inappropriate, disrespectful, or abusive will not be tolerated. Following review of any content of this nature the information will be shared with the employer of the student responsible.  

Should any health and wellbeing concerns be raised because of disclosures made by the student within this workbook, the employer of the student will be informed.  



NOTE

Your workbook will be submitted electronically via Turnitin on Moodle. Guidance on this is in the Student Handbook. 

Remember that the workbook is YOUR responsibility you must not rely on the assessor or anyone else to pick up any confidentiality breaches as this is your work and you must accept full responsibility for confidentiality. Meeting all the confidentiality requirements is very important. 


Dyslexia and other special circumstances

If you have any condition that you feel may affect your ability to deal with any part of the programme, please see the Student Handbook for further guidance. The University has a Student Services Unit that may be able to help but it is the learner’s individual responsibility to contact them. 
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· You should use this document (electronically on Moodle) - insert your text / answer within each section of this workbook.
· You should upload your completed document as a saved pdf file of this workbook; if this is not possible then a Word Doc file is acceptable. Do not send a scanned file from a photocopier, an apple.dot file, or a Microsoft publisher file as Turnitin will not be able to assess them despite you being able to upload them.
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Task 1

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

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


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

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

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


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



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



ANSWER:

This essay will evaluate the strategic role of the College of Police in professionalising policing, focussing heavily on modern day policing and the ways in which policing has adapted to become a profession within modern times. The author will outline the role of modern police officers within the profession and how the author is working towards fulfilling that role. Finally, the author will reflect upon their final year of probation within the police service and how their role has changed throughout their experience. This reflection will include the use of academic reflection models.


The United Kingdom Government established the College of Policing in 2012 and appointed Alex Marshall as Chief Executive Officer of the college. In a written ministerial statement by Theresa May on October 24th 2012, she outlined her plan to establish the College of Policing, which became operational in December 2012 (The United Kingdom Government, 2012).  


The role of the College of Policing is to act as the professional body for those working in policing within the United Kingdom. The core purpose of the College of Policing is to “provide the skills and knowledge necessary to prevent crime, protect the public and secure public trust” (College of Policing, 2022, p. 1). The College aims to do this by connecting everyone working in policing to understand their challenges and help police officers fulfil their roles within modern policing. Thus, increasing public confidence and trust within the police service (College of Policing, 2022). 

The College of Policing works collectively with organisations such as Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Service (HMICFRS) and the Independent Office for Police Conduct (IOPC) to promote and monitor best practice and continuous improvement in policing. The College of Policing is the statutory body responsible for setting the standards for policing; meanwhile HMICFRS and the IOPC carry out oversight duties of the police in the UK. The three organisations agreed a concordat in 2014 setting out common understanding and approaches of each organisation and their roles (Her Majesty's Inspectorate of Constabulaty and Fire & Rescue Services, 2018). 

The requirement for policing within the UK to be professionalised was identified following the Strategic Policing Requirement which was published in 2012 in accordance with Section 77 of the Police Reform and Social Responsibility Act 2011 (The United Kingdom Government, 2012). The report focussed on in the capability of the police service to respond to serious and cross-border threats. The Strategic Policing Requirement established that more efficient sharing of resources and specialist skills was required to strengthen police response to such threats (The United Kingdom Government, 2012). Therefore, a more professional police service across the UK was required. 

Further to the Strategic Policing Requirement, the Workforce Transformation 2018 also identified the need to change to adapt and respond to new and emerging types of crime (College of Policing & National Police Chiefs Council, 2018). In recent years, new more complex and sophisticated challenges are required to be solved in order to deliver a more effective police service. Therefore, those in policing need the relevant skills, education and knowledge to perform their roles. Thus creating a requirement for a more professional police service (College of Policing & National Police Chiefs Council, 2018).


Strategic role of the College of Police in professionalising policing 


The College of Policing plays a vital role in creating a more professional police service within the UK. Arguably, the establishment of the College in 2012 was the biggest step in creating a highly professional police service. The College of Policing support professional development of all police officers by setting requirements and assure quality police officers are recruited and developed over time (College of Policing, 2022). 


In 2014, the College of Policing published their five year strategy in which the organisation set out its vision to be “a world-class professional body, equipping our members with the skills and knowledge” (College of Policing, 2014, p. 8).  The college also established its purpose to set standards of professional practice, to support the professional development of those working in policing and to develop and promote ethics within the police service (College of Policing, 2014).


The Code of Ethics was produced the College of Policing in 2014 as part of the Colleges role as the professional body for policing. The Code of Ethics is a standardised code which all police officers must abide by, the Code of Ethics “sets and defines the exemplary standards of behaviour for everyone who works in policing” (College of Policing, 2014, p. 1). The Code of Ethics can be used by all those working within policing as a supportive tool and positive framework when making decisions within a policing context. The Code of Ethics acts as a constant reinforcement of the values and standards that policing represents and as the code is a national standard, it greatly professionalises the police service within the UK (College of Policing, 2014). The College of Policing has a crucial role in ensuring the Code of Ethics is adhered to by all within the policing profession and strives to ensure that the Code of Ethics is at the heart of every policy, procedure, decision and action within policing (College of Policing, 2014). 

The Code of Ethics aims to “support each member of the policing profession to deliver the highest professional standards in their service to the public” (Pearce, 2014, p. 4). In publishing the Code of Ethics, the College of Policing made clear the expectations of those working within policing when making decisions which are ethically problematic. In doing so, the College of Policing created a professional decision making system and ethical standards across the whole of policing within the UK. The publication of the Code of Ethics also made clear what happens if those high expectations and ethical standards are not followed (Pearce, 2014). The nine policing principles published alongside the Code of Ethics developed high standards within the police service and underpinned existing procedures, ensuring professional behaviour within the police service (Pearce, 2014). 


It is very clear that the publication of the Code of Ethics by the College of Policing greatly professionalised policing within the UK. However, that is not to say that the Code of Ethics is perfect or that it eradicates unprofessional behaviour within policing (College of Policing, 2014). Evidence and research suggests that simply having a Code of Ethics is not enough and that it needs to be talked about as an everyday business consideration (College of Policing, 2014). Ultimately, in order for the Code of Ethics to create a truly professional police service with all adhering to the high standards upon which the Code of Ethics aims to uphold, the Code of Ethics must be at the forefront of every officers mind irrespective of their rank, role or position (College of Policing, 2014).  


The College of Policing also professionalises policing by publishing guidelines and authorised professional practice. This evidence-based guidance is the official source of professional practice for policing (College of Policing, 2022). The College of Policing publishes authorised professional practice on almost all topics within policing and this guidance is continually reviewed and updated based upon research and evidence. The authorised professional practice gives officers of all rank guidance in dealing with a variety of incidents, ensuring high standards and positive results. However, there may be circumstances whereby it is perfectly legitimate to deviate from authorised professional practice provided there is clear rationale for doing so (West Yorkshire Police, 2022). With that being said, authorised professional practice overall greatly professionalises policing within the UK. 


In recent years, the College of Policing has published further framework to professional policing especially in regards to new recruits and the training of newly recruited police officers. The policing education qualifications framework (PEQF) was first published by the College of Policing in 2022 and aimed to create a “consistent high standard of training for all police officers” (College of Policing, 2022, p. 1). 


The College of Policing defines the PEQF as a “professional training framework for police officers and staff” (College of Policing, 2022, p. 1). The PEQF is based on a modern curriculum of dynamic operational training, underpinned by advanced theoretical education. The PEQF is focussed on new recruits to the police service and has been developed to cover a range of professional training at all levels (College of Policing, 2022). The PEQF aimed to address the deficiency in recognising the level at which police officers operate and standardised the learning provision across the police service within the UK, in particular the initial learning for newly recruited officers (College of Policing, 2022). 


The PEQF was published in light of recommendations which arouse from the Policing Vision 2025 as written and agreed by the Association of Police and Crime Commissioners (APCC) and the National Police Chiefs’ Council (NPCC). The Policing Vision 2025 which was published in 2016 set out the plan for policing over the following decade (APCC & NPCC, 2016). The Policing Vision 2025 identified the need for consistency and accreditation within defined roles of policing and that roles required specific skills and knowledge, backed by relevant qualifications (APCC & NPCC, 2016). 

The Policing Vision 2025 evidenced the requirement for the new PEQF and the College of Policing implemented the plan which meant that new recruits would need a degree prior to joining the police or agree to study for one in their first three years within the role in 2020. However, Chief Constable Bill Skelly of Lincolnshire Police was in disapproval of the PEQF joining programme and put forward a length argument on the lack of merit of PEQF. Skelly wished for a judicial review into the PEQF to take place and for its implementation to be delayed until 2023. However, this bid was dismissed despite the impact the PEQF joining programme would have on Lincolnshire Police (Police Professional, 2019).


To conclude, the College of Policing has a significant role in professionalising policing within the UK. Since its establishment in 2012, the College has made real and sustained progress in professionalising policing by standardising police practice across the UK to the same high standard. Arguably, the biggest step taken by the College to professionalise policing was in 2014 with the publication of the Code of Ethics. The impact of the Code of Ethics cannot be understated and it greatly improve policing in the UK, creating a more professional service whereby all within the service know what is expected of them. In recent years, the College has taken steps to ensure new recruits are equipped with the skills they require and are adequately qualified with the PEQF programme. The PEQF programme has further professionalised policing with new recruits now completing a degree or qualification within their first three years in the service. Overall, the College of Policing has played a major role in creating a more professional police service within the UK.  


Reflection on final year of probation within South Wales Police

During this reflection, I will firstly evidence how I am working to fulfil my role with South Wales Police of becoming a modern professional police officer. I will then use the Gibbs reflection model to reflect upon my final year of my probation and how my role has changed based upon my experience. In doing this, I will describe a policing incident in which I played a significant role and reflect upon what happened. 

During my final year of probation, I am working towards completing the three year PEQF programme. I am in my final year of study with university where I am completing a degree in professional policing practice. The PEQF programme aims to ensure that the police service across the UK meets the expectations within the Policing Vision 2025 and standardises the learning provision for newly recruited officers across the UK (College of Policing, 2022). As the PEQF standardises the learning provision for newly recruited officers, this will create and more professional police service and therefore in completing the PEQF I am fulfilling the role of becoming a modern professional police officer. 


Within the final year of the PEQF, I am required to complete an evidence-based research project. This research project focuses on a key priority area for South Wales Police and whilst conducting this research project, I have established the key theories within the topic I have researched. This knowledge can be implemented directly into my day to day role as a police officer to ensure better outcomes for all based on evidence-based policing. Therefore, by completing the PEQF and especially the research project in my final year of probation, I am providing a better police service to the public I serve and I am becoming a professional police officer. 


Within my day to day role as a police officer, I use evidence-based policing to problem solve and to achieve positive outcomes for victims and vulnerable people. As I am now in my final year, I am expected to be able to deal with more complex crime and ongoing problems within the area I work. When dealing with more complex issues, I refer to the College of Policing authorised professional practice and use the guidance published to solve problems and take the correct action to achieve the best outcome. The authorised professional practice is the official source of police guidance which is standardised across the UK. The guidance is evidence-based and is supported by research, in utilising the guidance from the College of Policing and applying it within my role I am becoming a professional police officer.  


Within my final year of probation, I am expected to be able to take control of critical incidents and be able to lead other less experienced officers to achieve the best outcome. I am going to reflect upon an incident I attended whereby a young male had been threatened with a knife by a group of young males. The incident happened at a bus stop whereby there have been major ongoing issues between groups of youths who frequent at the bus stop, often being involved in large scale disturbance and conflict. This was a massive problem for the area and not only harmed the youths involved but also caused great harm to the local residents, especially those who were vulnerable. 


As I arrived at the scene, the male who had been threatened was extremely shock up and I could instantly see the mental harm the incident had caused him. The male explained the group of youths had used a large kitchen knife to threaten him and that they were likely to still be in the area.   


My initial thoughts were surrounding the safeguarding of the victim and preventing him from coming to any further harm. I arranged for the victim to be taken back to his home address with other officers whilst officers equipped with taser and firearms made an area search for the group of youths. In doing so, I adequately protected the victim which was my first priority whilst also allowing for a successful investigation into the incident to take place. 


As I am now in my final year of probation, I took the lead at this incident and I managed the situation. I gave briefings to other officers, instructing them of the actions which needed to be taken whilst also providing updates of the ongoing incident to my Sergeant and Inspector. I was able to manage to incident professionally and coordinate the response to the initial incident and the urgent actions required. This was the first critical incident that I had taken the lead role in since I have joined South Wales Police and I feel I performed very well, providing a professional service to the victim and facilitating a positive outcome. 


I have learnt immensely from leading at this incident and I am now more confident to take the lead role at other critical incidents. However, reflecting on the incident I could have requested for further officers to attend at the incident to search for the group of youths involved as unfortunately the group of youths were never located. This is definitely something I would do differently next time an incident arouses which is critical and I would also communicate more with my Sergeant for advice and support.


In conclusion, my role as a police officer has changed drastically now that I am in my final year of probation. Using the Gibbs Reflection Model to reflect on the critical incident I attended, it is evident that I now take a lead role over other less experienced officers and I am now expected to be able to manage incidents. I am becoming an experienced officer within my response shift and I am working in a professional manner and utilising evidence-based policing to achieve the best outcome. Whilst my role as a police officer in essence has not changed, I now take a more involved role in incidents and I take on more responsibility in doing so. Although I am still learning everyday, my experience in the past few years is allowing me to become a modern professional police officer.
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

This essay will firstly evaluate the current research and literature surrounding police use of social media and the use of social media for engagement purpose. The essay will focus on the use of social media as a means of community engagement for the police service, considering the benefits and risks of using social media in this way. The author will then critically evaluate their experience of the use of social media, reflecting on a critical incident whereby the use of social media was a crucial part of the police response.

Social media is “a method of communicating using websites that allow people to ‘post’ public information, chat with others, send messages, and share photographs or videos” (The Police Foundation, 2014, p. 1). Social media is a key tool in modern society used by organisations and individuals to communication and establish connections with millions of other users. Social media is a unique communication channel as it provides two-way dialogue with audiences, allowing people to engage in conversation with organisations rather than simply being provided with information (The Police Foundation, 2014). 

The use of social media is extremely widespread and social media platforms are often the primary source of communication and information for many of the public.  82% of adults within the UK who go online have a social media profile with Facebook and Instagram being the most widely used. In general, older adults tend to use Facebook whereas younger adults prefer to use Instagram, Snapchat and Tiktok (Ofcom, 2021). Notably, social media is an integral part of teenager’s lives with 95% of them using social media by the age of 15. There is a social pressure for children to use social media, 9 out of 10 children who used social media stated they felt pressure to be popular on social media sites (Ofcom, 2021).

Police use of social media

The police use of social media is a relatively new practice as the use of social media itself by the general public has arisen over the past 20 years. Since 2008, there has been a growing interest of police services within the UK in the use of social media for engagement purposes. This interest has coincided with a general political agenda over recent years for increasing public confidence and trust in the police (Crump, 2012).  

All police services within the UK including the British Transport Police now have Twitter accounts and all but two have Facebook accounts. Police services pages in the UK currently have a total of over 1.5 million followers on Twitter and over 800,000 likes on Facebook (The Police Foundation, 2014). Despite the widespread use of social media by the police, there is no national strategy within the UK that sets out how the service should use social media (Sommers, 2013). 

The police service’s current use of social media can be broadly divided into related main areas; providing information which enables quick and easy information sharing, engagement which helps form relationships between local communities and the police and finally intelligence and information which allows for police to listen to their communities and build evidence for ongoing investigations (The Police Foundation, 2014).


The use of social media by police can work towards and facilitate a more open police service with increased transparency. A major benefit of this is that the officers and the police service in general can become more accountable to the public (Bullock, 2018). In modern day policing police are expected to police by consent, essentially this means that unlike many police services across the world, the police in the UK do not utilise fear as a way of policing but instead work with the public to police through their own co-operation and consent (The United Kingdom Government, 2012). The effective use of social media by police will assist the police in policing by consent as the public see the police as more accountable for their actions, increasing confidence and approval from the public (Bullock, 2018). 

The police use of social media promotes citizen participation in public policing, social media is a new form of facilitating citizen participation and public involvement in policing. Social media is also a way of reaching a new and often younger segment within society. Traditional methods of involving the community in policing such as police-community meeting often suffer from low participation and those who do participate are generally white, elderly and middle-class (Bullock, 2018). Therefore, a huge advantage of social media is that it gives all within society the opportunity to engage with local police services and be involved in local policing. This greatly increases community confidence in policing and aids the theory of policing by consent. 


Another benefit of social media use is that it can lead to the increase of crimes reported. The National Police Chief’s Council outlined their vision for social-media enabled policing as giving the public the choice and confidence to “engage, report and interact with their local police using the digital channels that most suit their needs” (National Police Chief's Council, 2019, p. 3). The police service can effectively engage with communities over social media, building trust and confidence. Police services must prioritise social media contact and ensure it gets the same attention as other channels of communication to the police such as 999 and 101. This will ensure that all members of the community feel that the police are contactable and easily accessible to report crime (National Police Chief's Council, 2019). 

The importance of social media use by police cannot be understated, the opportunity it afford police services to engage with communities and gather information and intelligence are vital to effective modern day policing (The Police Foundation, 2014). Digital Engagement Adviser for the College of Policing highlighted the importance of police use of social media by stating “An online presence in a modern world
is as important as traditional policing methods such as walking the beat” (College of Policing , 2014, p. 1). 

The benefits of social media use are clear, however there are risks to social media use by police which need to be carefully considered in police communication strategy. Information posted on social media needs to be relevant and useful, police should consider how that post could be interrupted by a member of the public. For example, posts which are regarding less important issues and which are of limited importance to the public can create the impression that the police could be spending their time and resources more wisely (Policy Studies Insititute, 2012). 

The tone of social media posts needs to be appropriate, subtle and seeming unimportant things such as the choice of words can have a major negative impact on the perception of a social media. A more informal approach to social media posts can lead to more negative feedback as members of the public feel more relaxed when engaging with the police service over social media, whereas a more formal approach can lead to reduced effective engagement and building a weaker connection with the community (The Police Foundation, 2014).

Police use of social media is a complex issues and balancing act, the importance of the correct engagement with the public is vital to the success of social media posts. The simple use of social media to provide the public with information is not enough, a survey by Accenture in 2012 found that 58% of UK respondents would like to engage with the police on social media instead of simply being provided with information (The Police Foundation, 2014). In reality however, police service often use social media to simply provide information or ask for intelligence rather than engage in dialogue with members of the community (Crump, 2012). Although it is clear that engagement on social media is more beneficial than simply providing information, social media engagements carries risk. Due to the fast moving nature of social media, any mistake in engagement or misinformation provided will be immediately exposed to the wider public and used to show the police in a negative light (The Police Foundation, 2014)


Another risk of police social media use is the issue of inappropriate behaviour or content being posted on social media. A 2012 HMIC report identified 357 instances of potentially inappropriate behaviour on social media by police over a 9 month period, 71% of which were on twitter (HMIC, 2012). The report also found that 9 police services across the UK did not monitor staff use of social media at all. In recent years, there has been a rise in ‘cross-over accounts’ on twitter. These accounts are social media accounts controlled by police officers where they post about work matters as well as personal life. Occasionally, an extreme opinion or inappropriate viewpoint can be posted on these accounts and if they are not proportionately monitored then these accounts can create negativity around the police service and put barriers between the police and the community (The Police Foundation, 2014).

In conclusion, there are clear benefits in modern policing associated with the police use of social media. Social media is a great tool for engagement with the public and allows the police to connect with the wider community easily. Arguably in modern society, a police presence on social media is vital for greater police engagement, especially with younger adults. However, there are risks to social media use and the police use of social media needs to be balanced. Ultimately, the use of social media does not guarantee positive outcomes and in fact the incorrect use of social media may lead to more negative outcomes than no police presence online. With that being said, the benefits of social media use definitely outweigh the risks and police services within the UK should be using social media as a pillar of their communication strategy.

My experience of social media for community engagement and communication

Reflecting upon my time within South Wales Police, I have had little experience in using social media, certainly when it comes to posting on South Wales Police accounts myself. However, I did use social media following a critical incident which took place in Gorseinon bus station whereby a 14 year old was stabbed and seriously wounded, resulting in the victim being hospitalised. The community tensions and the impact on community cohesion as a result of this incident was severe, as such South Wales Police utilised social media in their response and communication strategy. 

Shortly after the incident, South Wales Police Swansea and Neath Port Talbot posted an appeal for witnesses and information regarding the incident. The post was very formal and simply informed the public of the incident. The post reached a large audience with over 1,000 Facebook reactions to the post (South Wales Police Swansea and Neath Port Talbot, 2022). The post was very informative and advised the public of the incident, it used social media to the benefit of South Wales Police by reaching a far wider audience than other forms of communication. In doing so, the possibility of reaching any potential witnesses to the incident was increased therefore increasing the probability of a positive outcome with regards to criminal proceedings towards the suspects. There were also positive comments to the post, supporting the police in their action and sending their best wishes to the victim.

However, the post was also met with a lot of negativity towards South Wales Police within the comment section. A lot of comments place blame on South Wales Police for allowing an incident like this to happen, one comments accuses South Wales Police of failing to act on previous incidents involving teenagers and knifes (South Wales Police Swansea and Neath Port Talbot, 2022). Owing to the vast amount of comments on South Wales Police posts, comments are not regulated or replied to. This lack of communication and engagement to comments often means that negative comments go unanswered. This silence portrays the idea that the negativity within the comment is correct and totally justifiable, whereas this is often not the case. This issues can build barriers between South Wales Police and the communities they serve, breeding discontent and negativity. 

Following this post, another information post was also published on Facebook. This post advised the community of a Section 60 Notice which was taking effect in the area where the stabbing happened. Section 60 of the Criminal Justice and Public Order Act 1994 gives officers the power to stop and search any person without any good reason (The United Kingdom Government, 1994). This comment section of this post was again filled with negative comments, however a lot of these were to do with the stop search power. The community felt that the stop search power was over-bearing and unnecessary. Within the comment section, there are a lot of comments voicing differing opinions. Unfortunately, there is a lot of arguing and abuse within the comment section, some of this abuse is aimed towards the police while some of it is aimed towards other members of the community. This is a major issues as it has a negative impact on community cohesion and thus the ability of South Wales Police to police by consent effectively. Furthermore, the abuse and argument below the post can attribute to a criminal offence under Section 1 Malicious Communications Act 1988 (The United Kingdom Government, 1988). This looks highly unprofessional on a police service page and has an adverse impact on the reputation of the police. 

The comment section is a contentious issue within South Wales Police and this is addressed directly within the description of South Wales Police’s Facebook page stating “we do have the ability to disable comment we prefer to do this as a last resort” (South Wales Police Swansea and Neath Port Talbot, 2022). The issues is a complex one and a balance is required, leave the comments unregulated and the issues already outlined may arise. However, in turning the comments off there is a risk that the community feel undervalued, unheard and silenced. 


Following the incident, I was tasked to conduct re-assurance patrols within the area and upload evidence of this onto Twitter. This was as part of a Twitter specific response to the incident whereby regular posts were uploaded to re-assure the community. In my experience, this had a much more positive impact on the community and there was less negativity towards the posts. It appears that as the posts were less informative and less formal, the public perception was improved. The posts included pictures of officers out within the community, showing high visibility and looking happy. I believe that the response to these posts was better as the posts provided more re-assurance than information and bridged the gap between South Wales Police and the community. The informal nature of the posts build a stronger connection with the community and allowed for the community to work with South Wales Police. This is supported by research into police used of social media whereby informal posts allow the public to feel more connected to the police (The Police Foundation, 2014). 

South Wales Police states that social media allows the police service to reach a large number of people quickly, promote policing operations and provide re-assurance (South Wales Police, 2022). It is clear that by following force policy in the response to the stabbing, these benefits were realised and the community as a whole benefited from the use of social media. South Wales Police policy states that the expansion of social media has allowed the service to change how it communicates to allow the service to reach a diverse audience. Force policy states that the presence of South Wales Police online is to educate members of the community and inform those who are affected by local policing. Following the incident, I used social media in a way which was in compliance with South Wales Police policy and I worked collectively with the local policing team to result in a positive outcome through our use of social media. South Wales Police policy encourages officers to make use of Twitter in specific to engage with local communities (South Wales Police, 2022).

Whilst I have had limited experience in use of social media as I do not have access as is force policy. I was still able to use social media to effectively engage with the community, offering them re-assurance and promoting the high visibility patrols. In conclusion, my little experience of the use of social media is generally a positive one. Social media use by South Wales Police is a great way of informing members of the community as to what is happening in their area. South Wales Police can engage effectively somewhat with members of the community on social media, however the sheer number of respondents can limit how many engagements take place and this can cause members of the public to be silenced. Likewise, the vast amount of comments and interactions on posts can leave South Wales Police vulnerable to abuse and this can breed negativity and unrest in the community. With that said, from my experience social media is a useful tool and it should be within the community strategy of South Wales Police. The vast amount of research which I have conducted for this essay supports my limited experience in this topic area.
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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?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

This essay will first define leadership before looking in depth at leadership styles and leadership theory. The author will then focus on leadership models within policing and the impact they can have on a organisation. Finally, the author will evaluate and analyse their own leadership styles, evidencing their flexibility in leadership styles when dealing with incident which require different leadership styles within his role as a police officer.

Leadership and leadership styles 

The literal meaning of leadership is “the person or people in charge of an organisation” (Cambridge Dictionary, 2022, p. 1). Alternatively, it can be defined as “the act or an instance of leading” (Merriam-Webster, 2022, p. 1). However, within an academic setting, the word leadership has a much more complex definition and in reality it cannot be defined in a single sentence. Leadership is a process in which the leader seeks to the participation of subordinates voluntarily in order to reach organisation goals (Omolaya, 2007). Effective leadership requires the leader to influence their “followers in a desired manner to achieve desired goals” (Nanjundeswaras & Swamy, 2014, p. 1). In modern times, organisation’s require effective leadership for its leader who acknowledge and act upon the complexities of a rapidly changing and evolving global environment (Nanjundeswaras & Swamy, 2014).

Leadership style is the “relatively consistent pattern of behaviour that characterizes a leader” (DuBrin, 2001, p. 95). Organisational culture and structure will often impact on the style of leadership which is needed to return the best outcomes for the organisation’s specific goals and objectives (Nanjundeswaras & Swamy, 2014). Research identifies that leadership style has a major impact on the performance of an organisation. When the correct leadership style is utilised, it can increase work satisfaction and organisational commitment, in turn this will effect work performance positively as workers will higher job satisfaction tend to work harder for the organisation and ‘buy into’ the leader’s vision (Fang, et al., 2009). 

The impact on the organisation of leadership and in particular leadership style is a very considerable one, leadership within an organisation is a key factor in it’s and performance and output. The behaviour of leaders can affect trust and overall satisfaction of those within an organisation. The theory of organisational citizenship further the idea that effective leadership and organisational commitment and performance are positively linked. Organisational citizenship is the willingness of employees to carry out actions within the organisation which are not required but are critical to the job and benefit the team. A strong organisational citizenship allows for great organisational functioning and efficiency, furthering the ability of the organisation to meet its goals (Podsakoff, et al., 1990). 


Within policing, the College of Policing has recently completed a leadership review. The principles of the leadership review were to be future focussed, evidence-based and give due consideration to culture (College of Policing, 2015). In a policing context, leadership does not simply refer to the direction ordered by Chief Constables but rather refers to leadership at all levels within the police service from senior chief officers down to police constables who regularly interact with members of the public and work within a team rather than as individuals. Effective leadership within policing involves the use of moral courage and strategic competence to achieve the best outcomes organisationally (Gavin Hales, The Police Foundation, 2015). 

Traditionally within policing, the predominant leadership style used by officers of rank has been an authoritarian style. This style of leadership excluded lower ranking officers in the decision making process (Beito, 1999). However, in recent years there has been a transition of leadership styles within the police service. Leadership within the police is beginning to transition towards a more democratic style whereby lower ranking officers are now encouraged to increase their involvement in leadership, making their own decisions and setting their own goals. These changes have also coincided with the widespread adoption of community policing whereby lower ranking officers are no longer responding to orders from chief officers but are instead using their own leadership and problem-solving skills to solve problems collaboratively (Sarver & Miller, 2014). 

Relevant literature on leadership within policing has identified four overall leadership styles. These are authoritative, passive, transformational and transactional (Sarver & Miller, 2014). Authoritative leadership excludes subordinates from the decision making process and there is very little interaction between the leaders and the workers with the threat of punishment the chief motivator (Beito, 1999).  Passive leadership takes an opposing approach whereby leaders do not want to be involved in the decision and avoiding using their authority. Passive leaders also do not take responsibility and do not take action on a problem until it has already become a serious issue. Transformational leaders are proactive and innovative to make beneficiary changes within an organisation, they also influence subordinate to make changes themselves. Transformational leadership helps workers develop and accomplish higher goals, maximising their potential and guiding them to perform above the standards expected (Bass & Avolio, 2004). Transactional leadership focuses on contractual obligations and is an exchange process whereby objectives are set and outcome are monitored (Antonakis, et al., 2003). Transactional leaders use a system of rewards and punishments as motivation and generally do not seek to implement change into the organisation, not motivating their subordinates to go beyond performances standards but to merely achieve goals that have been established (Bass & Avolio, 2004). 

Police leadership styles of situational, leadership style often changes as conditions change. Effective and targeted policing training gives supervisors and chief officers the skills to identify the appropriate leadership style to adopt in various situations (Williams, 1992). Often within policing, there is no dominant style of leadership present as is the ever-changing and complex nature of the job. Leadership styles can vary among leaders in different departments and there is often a combination of leadership style present (Caless, 2011). However, studies have found that in particular authoritative leadership style is most often used within policing (Bruns & Shuman, 1988). A study by Rasor identified that transactional leadership style is often used by leaders within policing (Rasor, 1995). Further studies have concluded that the one constant within police leadership is the lack of passive leaders due to the organisational pressure within the police. Furthermore, even though leaders within the police favour the transformational leadership style, it is often replaced by the transactional style of leadership due to the organisational structure which places so much emphasis on rank structure (Silverstri, 2007).

In conclusion, police leadership is a complex topic and leadership style can vary drastically across the police service due to its size and the unpredictable, ever-changing landscape of policing. Traditionally, a more authoritative and almost militaristic approach to leadership has been taken, however in recent times a more open-minded approach is taken by leaders within the police. Ultimately, the leadership style of chief officers will can also be influenced by their attributes and characteristics. Therefore, a clear and distinct leadership style may not be prevalent in policing. Furthermore, interviews of chief officers have shown that they often do not seek to find a specific leadership style but rather to adapt their leadership based on changing circumstance (Reiner, 1991). It is clear that within policing there isn’t a particular leadership style which works the best and that officers have to adapt their leadership in response to ever changing circumstances. 

Evaluation of my leadership style and strategy in a changing and dynamic role

Within my role as a police officer, I often deal with dynamic and fast-evolving incidents. I also deal with a wide range of incidents which require different skill sets from me and different responses to achieve the best outcomes. Despite my rank of police constable, I am still required to lead people in my day to day role and my leadership skills are important to ensure I am policing effectively. 

The biggest influences on which leadership style I develop is the circumstances of the call, the outcome I wish to achieve and the risk of harm should I fail to lead in the appropriate manner. Typically, I would say that I do not favour a certain leadership style over another and the circumstances at that time are the determining factor on which leadership style I opt to adapt. The following reflection and analysis on circumstances where I have deployed differing leadership styles will demonstrate how adaptable my leadership style has to be within my role to achieve the results expected. 

During fast-evolving and high risk incidents, where the threat of harm is high if the appropriate action is not taken, I develop a more authoritative leadership style. The type of leadership in theory is based upon the threat of punishment or action should the subordinate not follow instructions. Authoritative leadership yields excellent results and the subordinates often follow the instructions of the leader out of fear of repercussions (Beito, 1999). Upon evaluating this leadership style, I would say that the leadership style works very well when instructions need to be followed by subordinates. For example, I recently attended at an ongoing domestic incident where a weapon had been mentioned in the call. Upon my arrival, I deployed an authoritative leadership style to instruct the subject of the call to result in the safe and secure search of him. During this call, my instructions were clear and precise and in line with the theory of authoritative leadership, I did not include the male in my decision making or inform him of the reasons I was instructing him the wall I was. Instead, I warned the male with the repercussion of being sprayed with CS gas should he not follow my instruction. This leadership style worked very well and I was able to secure the male into handcuffs, preventing any further harm. However, the male was confused and resentful at the commands and the authoritative leadership style I used. Having said that, the authoritative style was the most effective leadership style to use and it achieved the best outcome. In a situation as dangerous as this one, ultimately the feelings of the subordinates are not important due the level of risk involved and the my only priority was to come to a safe conclusion for all involved. 

I have used a transactional leadership style to deal with a member of the public during an incident of major ongoing anti-social behaviour issues. During the ongoing issues of ASB within the area, a male was identified to be the main culprit. Due to the extensive issues, I persuaded the male involved to agree to a Acceptable Behaviour Contract. An Acceptable Behaviour Contract is a “a voluntary written agreement which is signed by an individual committing anti-social behaviour.  In signing the contract, the individual is agreeing to abide by the terms specified and to work with the relevant support agencies” (ASB Help, 2022, p. 1). Due to the nature of the contract, I deployed a transactional leadership whereby I set objectives for the male and monitored his progress over the period of the contract. This leadership strategy worked very well and I was able to achieved the desired outcome, the male’s anti-social behaviour issues stopped. 

When analysing the transactional leadership style, it is evidence as to why I achieved such desirable outcomes in this situation. Transactional leadership is an effective way of achieving the best outcomes and transactional leaders are honest and fair, with high moral standards (Burns, 1978).  By utilising this leadership style, I was able to lead the male by example, acting as a role model by displaying a high moral standard for him to follow as set out in the contract. An advantage of using transactional leadership is that is provides motivation to those below the leader to achieve set goals as the nature of the short term goal setting means that achieving the goals is highly rewarding and valuable (Gaille, 2018). It is clear from the research that transactional leadership was the correct strategy to use to deal with this incident. However, I believe that in the long term I will need to keep measuring outcomes and I may need to use the authoritative leadership style in the future to ensure the male does not go back to causing anti-social behaviour and that he is still motivated to achieve the objectives set out in the contract by the fear of repercussions if he fails to abide by them.

Within my role as a police officer, I do not only lead members of the public but also other less experienced officers. This has become more prevalent especially in the last year of my probation when I have been expected to lead officers of very low experience. When a student officer first joined my shift, I was one of the more experienced officers on the shift and as such I was giving the responsibility to lead the student officer and guide them to become an effective police officer.  

When the student officer first joined the shift and was very inexperienced, I decided to use the transformational leadership style as I wanted to be proactive in my approach to teach the student officer the role and implement changes into how they were operating as a police officer. Transformational leadership involves the leader working with team members to recognise the changes that are needed and create a vision to guide the change needed through influence and encouragement (CFI Team, 2022). In using this leadership style, I was able to work with the student officer and guide them to becoming an effective police officer by leading by example. In doing so, I was able to identify any areas of weaknesses and address them through the use of mentoring and coaching them to achieve better reasons.

However, as the student officer progressed and gained experience, the circumstances changed greatly and the leadership style which I adopted have to adapt to suit. As the student officer gained experience, I shifted my approach towards a transactional style of leadership. I took a step back within my leadership and set them specific goals to achieve on their own with their own motivation. This worked well and the student officer became more competent and became a more well-rounded officer who could deal with a range of different situations. Finally, as time went on and the student officer gained more and more experience, I took a passive leadership approach. I allowed the student officer to make decisions themselves and delegated a lot of important decisions to them as I believed they were capable of making the correct decisions. I still offered my leadership and support where it was necessary but I supported the student officer to become more independent with their decision making. All in all, I would say that my management and leadership of the student officer was a success and I was able to utilise a range of different leadership styles in the changing circumstances to achieve the best outcome. 

In conclusion, I have used a wide range of leadership style within my role and this demonstrates my flexibility in leadership style. I am not set within one particular leadership style and as I can adapt my leadership style to suit the circumstances, I achieve the best outcomes. Going forward, I would say that the leadership style I will use more often is transformational as I work in a team with less experienced officers, identifying areas of weakness and leading them to improve these. However, the importance of flexibility cannot be understated and I will still continue to use a range of leadership style based upon the circumstances presented to me in order to achieve the best results.
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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?

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



ANSWER:

During this essay, the author will define coaching and mentoring, looking in depth at the current literature surrounding the topic. The author will also consider current coaching and mentoring theories within policing and their importance within the police service in modern times. The author will finally reflect on their three year probation period within South Wales Police, assessing the benefits of coaching and mentoring on his own performance within the police service. 

Coaching and mentoring are concepts which are closely linked, both are very effective tools for development within organisations. The definition and meaning of coaching and mentoring is a social construct, the concept of coaching and mentoring has grown massively in recent times and it is now used within a wide range of organisations. Coaching is a very useful way of developing effective leaders and allowing high potential employees to achieve their goals. Coaching is generally task focused with an agenda to develop an employees skills within a certain field. Mentoring is heavily linked to this process and it is the relationship between the employee and the coach. Within this relationship, both parties benefit and learn from the professional relationship. A person who is being mentored is known as a mentee and the person who is mentoring them is know as a mentor (Garvey, et al., 2008). 

Coaching and mentoring is a continuous two-way process in which the person in the role of coach/mentor utilises questions, discussion and guided activity to enable the person being coached/mentored to solve problems, address issues and complete tasks to a higher standard. The ultimate aim of coaching and mentoring is to improve performance and increase the persons’ ability to learn and develop, enabling them to complete their job to a high standard. Coaching and mentoring are very similar concepts and should both include reflection and sharing, agreed outcomes and support for both parties within the relationship (The General Teaching Council for Scotland, 2022).  


The literature surrounding coaching and mentoring is vast, the main theme found within the current body of literature is that coaching and mentoring is a theory of professional support from non-directive (coaching) to directive (mentoring). Coaching is non-directive as coaching is about helping the person to find their own solutions to problems. Whereas, mentoring is directive as it involves offering guidance and giving advice to help solve problems when appropriate. Coaching and mentoring develops the skills and knowledge of new employees and often involves the employee working with a more experience colleague to learn from them (The General Teaching Council for Scotland, 2022). 


The concept of coaching and mentoring relies heavily on a professional relationship between the two parties for the process to be a success and for both parties to benefit. This relationship needs to build trust between the parties, enabling them to engage open and honest conversations. These conversations should be challenging, and the aim of deep reflection should be at the forefront of conversations. This in turn will allow the person being coached/mentored to stretch themselves by set future gaols, taking action and growing in the process. When used correctly, there is abundant evidence that coaching and mentoring empowers not only individuals but also their teams, improving overall performance and morale across the team (The General Teaching Council for Scotland, 2022).

Coaching and mentoring within policing 

Within a policing context, coaching and mentoring is an importance concept and is growing in its use within modern times. In 2018, The Police Superintendents Association launched a Coaching and Mentoring Programme, The ground-breaking programme was launched in collaboration with the College of Policing within the aim of providing training in becoming a coach or mentor, enabling officers access to flexible support to help their professional development. Upon reviewing the success of the programme, it is clear to see that the programme rollout has been a resounding success as more than 700 middle management police leaders are now trained in coaching and mentoring, enabling leaders to provide one on one support in a way which has previously not been available (Police Superintendents' Association, 2022). 

Within the career of policing, there are numerous benefits associated with the effective use of coaching and mentoring frameworks. The coaching and mentoring programme launched by the Police Superintendents’ Association is endorsed by the College of Policing and is therefore flexible and informal, allowing coaches and mentors to be contacted independently. This enables those officers receiving the coaching/mentoring to have a great say in the support they receive and personalise it to their specific needs, furthering the benefits of the programme to all involved. The benefits to those being coached/mentored include guidance in their careers aspirations including promotion, increasing their confidence and work and gaining useful skills and experience (Police Superintendents' Association, 2022). 

In further support of mentoring within the police service, the College of Policing theorize that mentoring should be used by all within policing. The College state that mentoring is “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, 2022, p. 1). During mentoring, the focus is on both career and personal development. The mentee identifies when guidance and support is needed and mentors posses a wide range of knowledge and skills which can be utilised in the specific area upon which the mentee has identified they wish to develop (College of Policing, 2022). 


The concept and theory of coaching and mentoring within policing is very business-like with the return on investment a major supporting point within policing. Although policing is not a business of making money and return on investment is never used in monetary value, the return on the time invested into coaching and mentoring is very good. In having coaches and mentors within the profession, the policing service can hold better job satisfaction leading to better retention. Coaching and Mentoring also provides communities with better performing officers which will increased public confidence within policing (Magny, 2021). 

The benefits of coaching and mentoring are extremely useful to the police service in modern times, however coaching and mentoring within the police service must be utilised correctly in order to achieve the best outcomes. Coaching and mentoring theories should take a research-based approach enabling positive relationships and trust to be build. Current theories within policing surrounding coaching and mentoring focus of the weaknesses and areas of improvement which have been identified within an officer, either by themselves or others. Coaching and mentoring is then used in an evidence-based way to improve the officer and offer them support in doing so. This process with improve the quality of service within policing, increasing public confidence and trust within policing (Magny, 2021). 

In summary, coaching and mentoring is an important tool within policing. In recent years, the theory of coaching and mentoring has grown massively within policing as the benefits to all involved are now clearer to see. Typically, coaching and mentoring theory within policing is evidence-based which utilises already proven theories to enable the best results to be achieve and the benefits of this can be seen both within the police service and the wider community as improved policing contributes to better community cohesion.  

Reflection of three-year probation

During my three-year probation, I have developed massively as I have encountered many challenges which I have had to overcome in order to complete my probation and progress as a police officer. The role of a police officer in modern times is a difficult and diverse role with many challenges and pressures. When reflecting upon my three-year probation, it is clear to see the role coaching and mentoring has played in my development and the successful passing out of my probationary period. 

From the very start of my probationary period, coaching and mentoring has been an important part of my development. Within my initial training, I received a classroom input on mentoring and it was made clear that the theory of coaching and mentoring to enable development is supported greatly by South Wales. South Wales Police guidance states that a mentoring session should last between one to two hours typically and should focus on developing an individual with their career goals in mind (South Wales Police, 2022).

Throughout my three-year probation, I have accessed coaching and mentoring in many ways. I will reflect on my experience with coaching and mentoring throughout my probation through the use of the Gibbs Reflective Cycle (Gibbs, 1988). The reflection model has six stages of reflection; description, feelings, evaluation, analysis, conclusion and action plan which are utilised in turn to complete an effective and in depth reflection (Gibbs, 1988). 

As soon as I had finished my initial training, I was coached and mentored by my tutor whilst working on response shifts. My tutor officer would set guide me and offer support throughout my initial learning phase which allowed me to overcome the major challenges of commencing within a completely new role. My inexperience and weaknesses were identified by my tutor officer and through the use of mentoring theories, I was able to address these weaknesses and improve my overall performance. My tutor was a senior police constable with a wide range of knowledge and skills. Through the use of coaching and mentoring, I was able to made use of his knowledge and skills to develop as a police officer. Throughout my tutorship, I often felt low in confidence as my inexperience put me in situations where I wasn’t sure what action to take. However, I was very motivated and eager to learn and develop. The mentoring I received from my tutor helped me to overcome my personal issue with self confidence by providing me with the knowledge and skills to make the correct decisions and rationale them accordingly. The mentoring from my tutor helped me drastically to achieve personal goals surrounding my confidence issues and also meet organisational goals in the process as I was learning to make decisions in line with South Wales Police policy. My overall experience of tutorship was a positive one, I was able to learn and develop excellently as a police officer. As I was only allocated one tutor officer, I was able to develop an effectively working relationship with him which enabled the mentorship to work so successfully. Looking back at my tutorship, I would say it was the most important time within my probation and it was the time when I learnt the most and developed greatly. Reflection on my performance throughout my tutorship, my performance was vastly improved throughout the ten week tutorship and I was able to become an effective police officer by the end of the process. 

Following my tutorship, I would say the level of coaching and mentoring I received drastically dropped as I was no longer spending each and every shift with a specific tutor officer. Instead, I was allocated an area training officer who would oversee my development for the remaining years of my probation. However, the area training officer had many officers to oversee and the one on one support declined significantly from this point. During this period, I would only receive mentoring and coaching from my area training officer quarterly in the form of meetings whereby my performance was reviewed. I would receive guidance from my area training officer and support to enable me to achieve goals which I had set myself within my line of work. At the start of this process, I would often feel a bit lost and unsupported as I had lost the one to one support which my tutor officer offered me. However, over time I was able to adapt and make better use of the limited mentoring I received from my area training officer. The overall mentoring experience from my area training officer was a positive one as I continued to develop my knowledge and skills, performing to a high level within my work. I was also able to become more independent and further my personal goals surrounding my self confidence. However, I would say there were times within my probation period whereby the mentoring I received from my area training officer was insufficient and I made mistakes within my role as a result. I was able to feedback this concern to my area training manager in our review meetings and this enabled South Wales Police to address this issue in the future.

During my probationary period whereby I felt that the mentoring from my area training officer was insufficient, I would rely on other more experienced officers for support instead. On a more personal level, I was able to utilise my father who has been a South Wales Police officer for over 17 years. His extensive knowledge and skillset was able to guide me in making the correct decisions in the situations where I needed further support and enabled me to develop to hit both personal and organisational goals. This was a much more personal mentorship experience and this enabled me to benefit greatly from the mentoring provided and improve my performance as a police officer. 

Reflecting on my experience with coaching and mentoring overall, I have had a very positive experience with it. It has provided me with many benefits across my probation and has helped me massively. I have benefited from improved confidence both in my personal and professional life, as well as improved performance in professional and workplace settings. As coaching and mentoring is a goal driven concept, I benefited massively as I was motivated to achieve goals and with the guidance from my mentor I was able to successfully achieve very high standards within my professional role as a police officer. It also benefited my personal life massively as I had increased motivation to achieve goals within my personal life. As policing is a highly professional role with high standards of behaviour, I was far more driven within my personal life to meet goals and I would say the past three years whereby I was in my probationary period, I have achieved the most personal goals I ever have and I have become a much better person within all aspects of my life. Within the workplace, coaching and mentoring has provided me the support and guidance which I needed to develop into an effective police officer and perform at the high standards expected by enabling me to learn from more experienced officers and benefit directly from their skills and knowledge.

In conclusion, I have benefited greatly from coaching and mentoring within my three-year probation and it has played a major part in allowing me to become a competent police officer. I would go as far to say that without coaching and mentoring, I would not have been able to complete my three-year probation period and be confirmed in my rank following the period. Coaching and mentoring has benefited me in both my personal and professional, enabling me to hit goals and targets which I would not have been able to achieve without the support and guidance of my mentors. I have developed greatly within my three-year probation and I now consistently perform at the high standard which is expected as a police officer which greatly benefits me as well a South Wales Police and the wider community as I am now able to achieve the best outcome for all parties involved. Despite my three-year probation period coming to an end, I will continue to use coaching and mentoring to further develop and meet my goals as my career within policing progresses. I have aspirations of promotion within South Wales Police and I will utilise coaching and mentoring to aid me in my promotion aspirations.
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