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Task 1

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

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


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

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

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


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



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



ANSWER:



During this task I aim to critically evaluate the strategic role of the College of Police in professionalising policing in the UK. I will then evidence how experiences throughout my final year in probation is helping me achieve and fulfil the role of a modern professional police officer in line with the College of Police Policing Vision 2025 and the College of Police 5-year strategy. To do this I will choose an incident where I have played a significant role with a victim and critically reflect on what happened and how this has seen my role as a police officer change from previous years. 

Throughout my reflection on my final year of probation as well as incidents I have attended, I will be using Gibbs model of reflection. This is a model that allows people to learn from experiences in order to improve response to future similar scenarios by examining experiences. This way of reflecting is particularly effective when incidents do not go well in order to learn from mistakes (The University of Edinburgh, 2020).

The Policing Vision 2025 was launched in 2016. This is essentially a ten-year plan from the National Police Chiefs Council (NPCC) which will help the police transform into an effective modern policing environment in order to improve policing for the public. The plan shows how it is important for policing to continue to adapt to increasingly diverse and complex communities by making transformative changes to the way in which policing deals with a modern policing environment. The vision was created with assistance from other policing organisations such as the National Crime Agency and the College of Policing (NPCC, 2016). 

The college of policing is an organisation that helps connect everyone that works in policing in the UK. The college helps police forces across the UK by setting standards for key areas of policing by developing authorised professional practice (APP) and by continually delivering learning and professional development which helps shape current and future leaders throughout policing. The college also delivers knowledge and shares good practice which helps forces take an evidence-based policing approach (College of Policing). Since the College of Policing was formed by the government, it has been recognised as the professional body for policing. The college was given responsibility for forging a force fit for 21st century policing that maintained and set new standards that will help build on the professionalism of police officers (NPCC, 2013). 

Before the introduction of The College of Policing, police work has traditionally been seen as a learned ‘craft’ (Tong and Bowling, 2006). Being a craft, meant that policing did not maintain a body of professional knowledge that shares best practice, instead it is based on ‘on the job’ learning whereby officers would gain knowledge and skills from learning under more experienced officers. The introduction of a graduate level of entry requirement for new recruits changed the way policing is viewed a s a profession in line with other established professions such as law or medicine (McCanney et al, 2022). Since the conception of the College of Policing in 2012 it was given a mandate to set the standards in professional development which ensures consistency across all of the police forces in the United Kingdom (Lumsden, 2016). 

Part of the College of Policing transformation of the police into a profession was the introduction of a higher level of education. The Police Qualifications Education Framework (PQEF) recognises the key essentials of becoming a profession which includes national learning standards through a policing curriculum. There are a variety of entry routes which are all delivered through collaboration with higher education institutions (Brown et al, 2018).

Before the introduction of the PQEF, new recruits did not receive higher education level qualifications. It was decided by the College of Policing that the education level of a Police Constable should be level 6 which is degree level. Since 2006 the main entry route for new recruits was the Initial Police Learning and Development Programme (IPLDP) this has since been phased out as it was deemed to have not kept pace with the demands of front line of policing (College of Policing, 2020). 

Following this the introduction of two new entry routes into policing. These being the Police Constable Degree Apprenticeship (PCDA) and the Degree Holder Entry Programme (DHEP). The Police Constable Degree Apprenticeship is a three-year programme. This is delivered through collaboration between the recruiting police force and higher education providers. A successful officer that completes the three years will be awarded with a degree in Professional Policing Practice. An incentive of this route is that the recruiting police force covers the entire cost of the higher education preventing the student from having to repay any finance that went towards the programme. The Degree Holder Entry Programme is a 2-year entry programme for new recruits that already hold a degree in any subject prior to joining the force. Like the PCDA course, this is delivered in collaboration with university partners. A successful completion will result in the student obtaining a level 6 Graduate Diploma in Professional Policing Practice. (College of Policing, 2023)

The College of Policing and Home Office conducted a survey between March and May 2022 in order to support evaluation and improvement for the PEQF scheme. The survey was sent to new recruits in order to compare experiences between those on the new PEQF scheme compared to the old IPLDP route. The results showed that recruits on DHEP and PCDA entry routes were more satisfied with force delivered education and training than those who joined via the IPLDP route. Based on the survey results, students who have joined via the new entry routes have felt better prepared for the job, feel more confident, and have higher wellbeing scores. (College of Policing, 2022) These survey results were based off responses from 5580 officers. This was only a response rate of 26%. Due to the low level of response rate, this may not show an accurate representation of new recruits’ thoughts on the new entry routes. 

The college of policing reported that despite showing higher results from students saying their experience has been positive, students often struggled with parts of the programme that were less relevant to day-to-day response policing. There were also other challenges that forces, and student officers faced whilst implementing the new entry routes. Officers completing the PEQF programme are required to complete their university work alongside their full-time job as a police constable. For this to be manageable, officers completing the programme were allocated protected learning time. This would be time which is allocated to the officer during their normal tour of duty which allows them to complete university work when they are supposed to be on shift. Protected learning time is essential for officers undertaking the PEQF courses to be able to meet the demands of the learning programmes. Despite this, it also has and effect on frontline services. The College of Policing say that for most forces that have gone live with the PCDA programme, student officer abstraction is between 21% and 31% across the three years. For the DHEP route, student officer abstraction is currently between 28% and 34% across the two years of the programme (College of Policing, 2022). 

Comparable to the previous IPLDP route, it was found that the abstraction rate for the first 2 years was roughly the same, however, given that the PCDA route requires a further year of study, the PLT time given to officers undertaking this route will impact frontline services further, thus driving higher demand on other serving officers. (College of Policing, 2022). 

Overall, according to the College of Policing, the officers undertaking the PEQF programme have been positive about their role and how the course functions alongside the role of police constable. There has been feedback regarding the relevance of some of the aspects of the course and how it is linked to the job role of policing (College of Policing, 2022). 

Throughout my time as a police officer, I have often referred to guidance set by the college of policing in order to fulfil the job role of a modern professional police officer. During my final year of probation, I have begun to face challenges that I have not experienced in my previous 2 years. Throughout my final year in probation, I have found that the colleagues around me have continued to change, there are multiple reasons for this such as progression and movement to specialist departments. In the last year I have found myself to be the most experienced officer in my station and one of the most experienced officers covering a large geographical area. As I am stationed in a rural area, I have had a more unique experience throughout my probation where I have found myself in a more isolated position when it comes to attending calls and dealing with incidents. I have also found that less experienced colleagues will look to me for help with decision making and advice. 

Part of the college of policing’s guidance for police forces which promotes modern professionalism is a decision-making method called the National Decision Model (NDM). This model is designed for all decision making whether that be a spontaneous incident, a pre-planned operation or even day to day decision making throughout policing. This model allows effective decision making, with the opportunity to review and learn from decisions (College of Policing, 2013). 

Throughout my final year of probation, I have continued to make decisions using the NDM framework. An example of where I have done this during an incident during the final year of probation is at a call which I attended with a colleague who was new in service and was still in need of guidance at more complex/dynamic incidents. 
 
The incident in question is that where a male had been found deceased unexpectedly by a member of the public who had been walking her dog. The information I had received was that the male had been located in an alley way and was unknown to the person who had located him. I attended the incident with my colleague and the male had already been declared deceased by paramedics. 

Immediately I have spoken to my colleague and requested that he started preserving the scene and preventing other members of the public from entering the area. As further time passed by more of my colleagues arrived to assist and I still found myself with the highest level of experience there. I have continued managing a distressing situation, whilst waiting for a sergeant to arrive in order to take over. This is something I did not consider that I would be doing whilst still in my probationary period however accepted that as the most senior officer present at the time, it was my responsibility to take charge of the situation and ensure that we provide an effective service to the public. During the incident I could tell that the colleague I was with was struggling with how to manage the incident as well as it being a stressful scene. I think that between us the situation was managed well between us and there was clear delegation of roles and responsibilities. 

I think the fact I was able to take charge of the scene effectively from the outset helps us keep the situation under control. When on a scene and there is no one of rank present, it is easy for disagreements to happen. I think part of being more experienced within my role has allowed me to understand how to effectively give instruction as well as knowing when to follow instructions. I think this was shown by everyone present which helped make the situation run smoothly. 

I think during this incident I learned a valuable lesson in taking responsibility. This is the first time throughout my role in policing that I have felt like I have needed to take charge of a situation. Although in this scenario it went well, there could also be situations where I am attending calls with officers who have similar levels of experience if not more. I am aware that often it will not be my place to start managing scenes and delegating tasks and in order to continue to build tasking responsibility I have to know when to accept and follow instruction from someone who is senior to me. 

(2057 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:




For this task I will aim to critically evaluate my experiences of using social media as a means of informing and engaging with the community and promoting policy initiatives. Throughout the task I will be basing my evaluation on the Gibbs reflective cycle. This is a model that allows people to learn from experiences in order to improve response to future similar scenarios by examining experiences. This way of reflecting is particularly effective when incidents do not go well in order to learn from mistakes (The University of Edinburgh, 2020).

The development of technology plays a significant part of modern-day policing. Policing must adapt to new technologies in order to keep an effective service to its communities. Part of the way technology is advancing is the way in which the public use it to engage with policing and their expectations of police services. (NPCC, 2016) One of the ways in which the public can engage with the police and vice versa is through the use of social media. 

Social media has changed the way that individuals, organisations, and communities share and receive information. Social media can have a larger reach than traditional media sources and has become the preferred way in which many people receive their news. The effects of social media have also allowed organisations to have a better connection with the younger generation (Baccarella et al, 2018).  Social media allows organisations to engage with users across the world and allows users to share information back and forth. As of April 2024, there were 5.44 billion internet users worldwide, which amounted to 67.1 percent of the global population. Of this total, 5.07 billion, or 62.6 percent of the world's population, were social media users. (Petrosyan, 2024). These statistics show the reach that organisations can have with their use of social media. 

When it comes to policing, the main social media sites used are traditional sites such as Facebook, Twitter, Instagram and now with the rise of TikTok multiple police forces are starting to use this to engage further with communities. One of the main benefits from the use of social media especially sites such as TikTok, is the engagement this has with younger generations. TikTok’s main growth is driven by younger age groups according to Ofcom statistics, 75% of people under the age of 24 are reportedly using TikTok with an overall of 23.3 million across the UK. (Slee, 2023)

There are lots of different ways police forces can use social media. The police service’s use of social media can be divided into three areas:

 1. Providing information – This can be updating communities of urgent ongoing issues such as road closures, providing information on missing people or assisting with crime enquiries.
2. Engagement – allowing police forces to engage and build trust, for example sharing outcomes of investigations or good work which has benefited community safety. As well as allowing the public to contact them via social media to report non urgent crimes. 
 3. Intelligence and investigation – monitoring social media content and information being shared to help build intelligence and lead lines of enquiry. (Police foundation, 2014)

When taking a look into how police forces provide information, it is clear that social media can be a good tool to provide time sensitive information during critical incidents. An example of this is in 2011 following the death of Mark Duggan whereby police forces across the county were subjected riots and widespread mass disorder. Police forces used twitter to refute rumours of public disorder and to calm the public (Crump, 2011). This also shows how social media can negatively impact ongoing issues where misinformation can spread quite easily causing panic or alarm to concern members of the public. When looking specifically at these disturbances across the country, it was found that the use of social media specifically Twitter, Facebook and the now outdated messaging service blackberry messenger were used to coordinate and incite criminality and encourage disorder. The use of social media in this instance helped the rioters stay one step ahead of the police. (House of Commons Home Affairs Committee, 2011) Following the home affairs committee review, it commended the police forces that used social media in order to provide factual up to date information and the recommendation was made that all forces across the country should continue to make use of social media platforms both for incidents such as this and on a day-to-day basis. 

Police use of social media for engagement purposes can benefit the community in a number of ways.  Building relationships with communities in fundamental to maintaining a good relationship between the police and public. Ways in which police forces can achieve this can be through posting interactive content such as polls or videos which create discussions and initiate dialogs into policing (Police Foundation, 2014). Throughout Gwent police, the policy on social media is to allow Gwent Police users of social media and to empower them to use social media safely, effectively, and appropriately. To ensure that social media works for us and not against and is used in a way that best represents the force, its values and commitment to public service. Now most forces across the country will also offer social media as a way to report non urgent crime. This would be the preferred way for a member of the public to report, if they did not want to wait in 101 call queues. This could also reduce strain on call handlers who would in turn be able to prioritise more urgent calls such as 999s. 

Using the social media networks to engage with viewers, not just providing information can benefit public relations also. Whereas police forces will often provide informative information such as where there have been traffic collisions or road closures, a more interactive experience on social media can create a better connection with the content creator and their viewers (Briones et al, 2011). A survey by Accenture in 2012 showed that 58 % of the responses would like to see the police using social media to engage with the community instead of just only providing informative information (Crump, 2011). Issues that may arise from using social media as more interactive, could be negative responses from the public potentially causing embarrassment to the force. Social media can be unpredictable, a notable example of this is NYPD creating a hashtag for members of the public to post photos of themselves with police officers. This backfired when the hashtag got overrun with people posting images of police aggression and negative interactions with police (BBC News, 2014) 

A further benefit to the use of social media is the uses it can have when assisting with investigations and day to day policing. Intelligence led policing is the cornerstone of a modern-day police force. If used effectively social media can be a good source of data that can be turned into actionable intelligence. (Akhgar et al, 2019) Good intelligence gathering can assist in on going investigations and also preventing crime. When assessing intelligence, it is important that the information received is reliable. The use of social media to gather intelligence could also have its flaws. Like when looking at the mass disorder in 2011 following the death of Mark Duggan, it is easy for misinformation to spread over social media and for information that is false to be believed to be true. Given that a lot of the intelligence gathering by police is from information sourced from members of the public, it could be difficult to assess the reliability of the sources on social media. 

 An incident which I attended where I started to see how social media can impact policing was a high-risk missing person. I had been dispatched to a call where a 21-year-old male had left his address without telling his family and leaving all of his possessions behind. When his mother had checked his computer, there had been recent internet searches that made her believe he was planning on committing suicide. I have attended the call like any other missing person call and immediately identified it should be graded as high risk due to concerns over the missing person causing harm to himself. Part of dealing with a missing person, is getting a social media post authorised by the family. This was completed and an appeal went out on the Gwent Police social media channels. 

This was a stressful situation as the longer the male was missing, the more concerning it got that he may have harmed himself. Before this incident, I had not really thought about how impactful social media can be for communities when incidents like this happen. On this occasion, where the male had gone missing from, was a close-knit community. Shortly after the social media post went live requesting people to look out for the male, lots of members of the public started attending the area to assist with the search. 

Looking at how the use of social media can be so impactful for situations like this, I am glad that one of the first things I did when I arrived was obtain an image of the male and get authorisation for publicity of his photo. Without this, we would not have been able to get a large search party to assist in searching for the male. Unfortunately, in this instance, the male was found by a member of the public deceased. When looking back on this incident, it is difficult not to find negatives in the outcome, however without the social media post being live, the member of the public would never have been looking where she was, and the male would likely not have been found for a considerable amount of time. 

In conclusion, I still learnt the importance of how social media can be utilised by police for providing information effectively and using social media to gain assistance from the public. 

Throughout this task I have critically evaluated the use of social media throughout policing and how it is used as a means of informing and engaging with communities. I have demonstrated some of the positive and negative factors of its use. I have also outlined an incident where I have played a significant role with a service user and how this has affected my experience with social media. Overall, I believe the benefit of social media, far outweighs the negatives when it comes to policing. Social media can be used for a variety of things and can be informative as well as engaging. When used effectively, social media can be a great tool fit for 21st century policing. 



(1763 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:




During this task I aim to analyse various leadership styles in a policing environment. To do this I will critically analyse leadership strategies that I have developed throughout my career as a police constable in order to manage a range of different operational situations. I will evidence this through an example where I have played a significant role at a policing incident and reflect on what happened. To do this I will be using Gibbs model of reflection. This is a model that allows people to learn from experiences in order to improve response to future similar scenarios by examining experiences. This way of reflecting is particularly effective when incidents do not go well in order to learn from mistakes (The University of Edinburgh, 2020).

Leadership is important for motivating employees and assigning resources towards the fulfilling the goal for that organisation. Leadership is an essential part for organisational innovation, adaptation, and performance (Antonakis, 2014). When we look at the policing vision for 2025, it is clear that part of that vision is for organisational transformation in order to provide an effective service. Part of that transformation is inspiring employees to be part of that change. This shows how important leadership is into reaching that goal (NPCC, 2016). 

The college of policing set leadership standards which include knowledge and understanding, skills, attitudes, behaviours and performance expected of police officers, staff and volunteers operating at each stage. 

The stages set are:
Stage one – leadership foundations.
Stage two – first-line leaders.
Stage three – mid-level leaders.
Stage four – senior leaders.
Stage five – executive leaders.

The leadership standards are informed by the Code of Ethics, the competency and values framework (CVF), policing professional profiles, leadership research and national policing priorities. (College of Policing, 2023)

All of the leadership standards for all levels include the competency and values framework. This is a framework that essentially allows leaders to build on their experience and continue to develop themselves. When progressing, through each stage of the leadership standard the leader should have built on their behaviours from the previous levels. The Competency and Values Framework sets the standard of people who work in policing. The behaviours are targeted at policing roles, however, can also be used for people who demonstrate different strengths and preferences. (College of Policing, 2024) 


The Competency and values framework is made up of the core ethical values of policing:

· Courage – this includes making decisions as well as communicating and standing up to decisions that could jeopardise the reputation of the police.

· Respect and empathy – listening and communicating with others and having an understanding of others.


· Public service – making decisions that are in the best interests of the public and ensuring a effective service for the public. 

These values are at the heart of all policing decisions and actions. (College of Policing, 2024)
The Competency and Values Framework is then broken down into 6 competencies that can be used flexibly for frontline policing roles, to behind the scenes police staff roles. 

The 6 competencies are:
· We are emotionally aware
· We take ownership
· We collaborate
· We support and inspire
· We analyse critically
· We are innovative and open-minded 

(College of Policing, 2024) 

Understanding each of the 6 competencies can help individuals develop as leaders. The first competency is being emotionally aware. This is making sure that effort is made to understand our own emotions as well as emotions of people around us. It is ensuring that everyone strives to be more understanding of each other and different social/cultural differences. Being emotionally aware is especially important in the role of a police officer as this can often be a touch job with challenging situations. Being emotionally aware allows individuals and teams to build resilience which will allow them to perform better at their job which ultimately allows the police service to run effectively (College of Policing, 2024). Being emotionally aware important for leadership especially for leaders in supervisory roles that need to be able to understand needs of staff. 

The second competency is taking ownership. This is ensuring that we take responsibility for out actions and decisions. This is hugely important in policing and allows the public to hold the police to account. This competency is important to allow us to make decisions and learn from feedback without making excuses (College of Policing, 2024). Again, this competency is important for leaders in order to promote the best attitude and culture in an organisation. This ensures people are making decisions and have the confidence to back those decisions. 

The third competency is about collaboration. This can be within the police service or through partner agencies. Being able to collaborate means that teams can build strong relationships with different people and organisations from diverse backgrounds (College of Policing, 2024). Collaboration is another important role for effective leadership. Police officers will collaborate on a daily basis whether that’s through partner services or within their own teams. Leaders who collaborate effectively can build on their communication skills and gain and share knowledge. 
The next competency is to support and inspire. This is especially important within policing as it promotes a workforce that is understanding of the direction in which the organisation needs to go in order to maintain an effective service which is fit for purpose (College of Policing, 2024). Supporting and inspiring isn’t just for leaders. This is for everyone at all levels that can contribute to the vision of the organisation. Inspiration can come from anywhere and can be supported by employees at all levels. 
To analyse critically is important so the police service remains effective when faced with a variety of complex and different situations. To think critically, allows the police to analyse diverse information and allows the best decisions to gain a greater understanding of what is going on below the surface (College of Policing, 2024). 
The final competency is to be innovative and open minded. This is to essentially adopt new ways of thinking to be able to deal with constantly changing threats and situations. To do this is to remain open to change and to new practices in order to develop the correct responses (College of Policing, 2024). This is a mindset that can be adopted by leaders to embrace change and to not only give direction but also listen to ideas which promote new ways of working which can achieve a greater goal. 
I am now going to reflect on a policing incident where I played a significant role whilst demonstrating leadership qualities outlined in the College of Policing leadership steps and competency and values framework. Leadership can be defined as the process of influencing others to understand and agree about what needs to be done and how to do it (McCauley, 2024). Throughout my career as a police constable so far, I have found myself in situations where I have had to demonstrate leadership qualities to influence both members of the public as well as other officers within my team. 

The incident I will reflect on is that of an unexpected death of an elderly female. When attending this incident, I made sure I used the National decision model. This model is designed for all decision making whether that be a spontaneous incident, a pre-planned operation or even day to day decision making throughout policing. This model allows effective decision making, with the opportunity to review and learn from decisions it is important to use this model in order to be able to reflect on incidents (College Of Policing, 2013).

I attended this call with a colleague during a nightshift. Ordinarily we would attend incidents like this one single crewed however as it was a nightshift, we were double crewed. The female in question had died of natural causes and there was nothing suspicious, this is not something that either of us had not dealt with before and I felt that both of us were fine with dealing with what was in front of us.
Although attending an unexpected isn’t a nice thing, I was feeling fine and treated like any other call we attend. I could see when we were dispatched that my colleague was being quieter than usual, I did not think anything of this at the time and continued like normal. 

We got to the scene and completed the necessary enquiries. I was still noticing that my colleague was struggling with some of the aspects of the call that he would normally complete without issue. As I often work with this particular colleague, we are usually good at splitting workloads equally and being able to delegate responsibility to each other to make up each part of the job. When at the call, I began completed certain enquiries and then told my colleague to do other parts of the job. In the end the incident was dealt with without any issue, and we stood down. I spoke with my colleague about it and nothing further was said. 

Later on in the evening I was made aware by my sergeant that my colleague had recently lost his grandmother who was similar aged to the female who had unexpectedly died. When reflecting on this incident, I saw the importance of being emotionally aware which is the first competency of the competency and values framework. Although overall the incident was dealt with effectively, I could have benefited from having a more open mind and identifying emotional differences early on. In hindsight this should have been easy to realise, however during the time I did not which may have caused unnecessary upset by not thinking sensitively. Identifying issues like this are paramount to good leadership. 

Following learning this information, I spoke to my colleague about the call and apologised for my lack of awareness. I advised him if there was anything that we could talk about that may help. I believe he appreciated this gesture and was understanding. This is an example of where I have taken ownership for my actions. 
The main thing I learned from this situation is the importance of being emotionally aware. When dealing with members of the public it is easier to identify vulnerabilities and emotional differences however in the circumstances, I did not expect it from a colleague. Recently I have found myself as on of the officers on shift with a longer amount of service. With that comes responsibility to help guide and lead others. In this incident where I did not identify a problem, it caused a negatively affected the way we both delivered a shared goal. This is an example of the importance of collaboration and cohesiveness when working as a team.

Going forward I use this experience as something to learn from, so I am always able to support my colleagues when dealing with difficult situations. This is important to take forward so I can continue building on my leadership qualities and deliver a quality service to the public. 

Throughout this task I have identified and analysed different leadership qualities throughout policing. I have used these qualities to critically analyse an incident where I have played a significant role in an operational situation and reflected on what happened. 
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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:


During this task I aim to critically reflect on the last 3 years I have spent a police constable and how my experience has changed coming up to what will be the final months of my probationary period. I will discuss experiences and reflect on incidents I have attended during my probationary period. To do this I will be using Gibbs model of reflection. This is a model that allows people to learn from experiences in order to improve response to future similar scenarios by examining experiences. This way of reflecting is particularly effective when incidents do not go well in order to learn from mistakes (The University of Edinburgh, 2020). I will also look deeper into different coaching and mentoring practices and evidence how I have used these to achieve both personal and organisational goals. 

In this section of the task, I will demonstrate what coaching and mentoring is and how this has benefited me throughout my probationary period. Firstly, what is coaching? This is a practice which allows an individual to perform better and improve in work. It will focus on specific skills and goals which may have an impact on a person’s ability to perform their job effectively. Coaching is a non-direct way of developing an individual so that they can improve themselves which will benefit them as well as the wider organisation. A coach is usually someone who has been trained and has the relevant skills (CIPD, 2023). 

This can be used in policing in a variety of ways. For example, if an individual was struggling with handling confrontation and conflict, this is obviously an important part of being a police officer. A coach could be assigned to assist them with working on this particular area of the job role. This can be over a defined period of time and will look to improve on this part of performance. 
I will now look at what mentoring is and how this differs from coaching. Mentoring is essentially where a more experienced colleague steps up to act as an advisor and guide in order to share knowledge and help develop the individual. Typically, this will be a more formal approach than coaching and will be done over a longer period of time. (CIPD, 2023). An example of mentoring in policing could be when an individual identifies a need to develop themselves professionally and wants to be promoted. A mentor could be of a higher rank and will help guide them professionally and personally in order to improve themselves. 

There are similarities between both mentoring and coaching. Both will allow an individual to unlock potential and will rely on the mentor or coach to guide the individual to their best performance. The differences between these is that coaching is specifically focused on an area of development within the workplace and will have set durations. Mentoring allows for a broader goal of development and can last for a lot longer period. There are plenty of similarities and differences and often it can be effective to use parts of both coaching and mentoring skills (NHS Foundation Trust, 2021). 

The role of a coach within the police is important to help develop and build confidence in new officers. My first experience of coaching was when I left training school following my initial 6 months of employment. A tutor was assigned to me in order to start developing my skills so I could become independent. I found this way of learning very effective. This was a lot different to how training school was and felt like I was ‘on the job’ learning. My tutor and I would attend numerous different types of calls throughout a working set. What I felt benefited me was having debriefs after each call. This allowed both me and my tutor to share thoughts and ultimately learn from each other. We set clear expectations to each other of what needed to be achieved and how I was going to develop myself from the experience. The result of this way of learning benefited me a lot, as going into my final stages of probation I feel confident in attending incidents and being able to deal with them effectively. Following this three-month period I was signed off as independent and find I still utilise the experiences shared between my tutor and I. Each incident where I have made mistakes, I try to remember the advice given to me and take it forward and share the knowledge with others. 

Mentoring within the police can be used in a number of ways. Where this would differ from my initial 3-month tutorship where the tutor would set the goals. A mentorship, often the person being mentored would set the goals and agenda. Mentoring is not just for junior ranks and individuals new in service. Mentoring can be utilised by all ranks up to chief officer level. Traditionally a mento would be more senior than the mentee, however there is also reverse mentoring which a junior rank officer will be the mentor of a senior rank. This can help the officer of senior rank develop better connections with front line police officers and increase the visibility of senior officers (College of policing).

An example where I have benefited from mentoring for me would be where I as I am coming to the end of my probation, I have had a discussion about becoming a tutor as I feel this would help me develop leadership skills. With this discussion, I have been advised on where I need to improve my own performance and how I can develop myself before this takes place. I have often had discussions like this with my sergeant who I believe has acted as my mentor in a number of ways. Although my sergeant is my line manager and this would not traditionally be a mentorship, I believe the way in which she has guided me to perform better at my job and in my personal life makes her a good mentor to me. 

In the year ending 2023 the leaving rate for police officers was the highest it has ever been at 6.6% (GOV, 2024). This shows the struggle in retention of police officers and the importance of effective coaching and mentoring. From personal experience where I have seen colleagues of similar experience leave, they have said how they did not feel prepared for the job and that they did not feel confident in performing. According to the Metropolitan police, the overall cost to train a PCDA student is roughly £210,000 (Met Police). The importance of retention of trained officers is highly important and in order for the police to serve the public effectively, it is paramount that public money doesn’t go to waste. I strongly believe that the mentorship and coaching I received in the early part of my career has helped me develop and achieved confidence and met organisational goals by continuing my career as a police officer. 

As part of my own development, in recent months I have become a domestic abuse champion within Gwent Police. The role of a domestic abuse champion is to essentially act as link between colleagues on my shift and the network of domestic abuse champions. This is also to raise awareness and knowledge of domestic abuse procedure and policy within the organisation (Northumbria PCC). Part of my role as a domestic abuse champion is to provide on the spot feedback to colleagues regarding issues surrounding domestic abuse. I see this as way to coach colleagues where development is needed. The way in which I have been trained to do this is by finding positives first and discussing them. Identify areas to give feedback, and then finish on another positive so both sides can feel they have benefited from the conversation. I feel this has benefited me in being able to have conversations with colleagues who may have more experience than I have and sometimes do not like constructive feedback from someone with less experience than them. 

Another way I have developed my coaching by becoming a domestic abuse champion is utilizing the ‘GROW model’. This is taught in the training and is used as a four-step approach to set and achieve goals and allows for a structured conversation for mentoring. The stages of the GROW model are:

· Goal – Set the goal for the short term.
· Reality – explore what has happened at the current incident and explore the challenges and what needs to be achieved. 
· Obstacles – exploring what obstacles there are that are preventing the goal being achieved successfully. 
· Way forward – Converting the obstacles into action steps that can be used to achieve the goal. 
(SafeLives) 

Throughout the last years during my probation, I have found it has had ups and downs. I have learnt how difficult it can be to balance a healthy life at home and in work. My first year during my employment was predominantly taking in information and learning to develop it into practical skills. I found this way of doing things incredibly difficult. I do not see my self as an academic at all. I understood the challenges I was going to face whilst completing university work along side full time employment and I am happy it has started to come to its conclusion. During my second year I felt like this is when I did most of my learning. I was an independent officer, and I was able to deal with situations myself and learn how to manage my goals on my own. I never felt like my learning ever stopped. I always had colleagues that were supporting me, and I was fortunate that I was continually pushed to be better by experienced colleagues on shift. My third year is when I have begun to feel pressure in different ways. I have slowly become one of the more experienced officers on my shift and people look to me for advice and support. This is something I did not expect so early on in my career however I am happy that I can try and assist people in the way that I have been guided. 

As mentioned during this task, I often find I am able to provide feedback to people where I think it is needed. I think this is a strong part of my character and I am willing to speak up. Where I would look to improve going forward is how I accept feedback off others. In some instances, I can take feedback and only see the negatives and grow conscious of letting people down. After doing further training such as the domestic abuse champion training, I realise that feedback is there to help everyone improve. 

I am constantly trying to develop myself and I aim to achieve high. Part of what I am looking to do going forward is to continue to protect my mental health. In my last year as a police officer I have struggled more than ever to balance work and life and constantly find myself overthinking. I have started taking steps to improve this and I am beginning to see the positive effects of cutting myself off from work and enjoying my home life. I will aim to continually develop myself both professionally and academically even after finishing my university work so I can achieve both my personal goals and professional goals. 

Throughout this task I have discussed the benefits and differences between coaching and mentoring and how I have benefitted from them throughout my probationary period. I have discussed how I have began approaching discussions using mentoring and coaching theories taught to me in specialist training. Throughout this task I have utilised Gibbs’ reflective cycle. 

(1950 Words) 
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