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Task 1

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

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


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

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

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


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



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



ANSWER:

In this essay, I will be critically evaluating the role of the College of Policing in the professionalisation of policing within the United Kingdom and paying attention to how I, a police officer in the third year of my probationary period, look to fulfil the role of a professional and modern police officer both now, and when I finish my probationary period. I will be critically evaluating how in the final year of my probation I have seen my role as a police officer change. 
 
            The College of Policing is a professional body that is described as an agency the works at and arm’s length branch of the Home Office of the UK Government. The College was set up to facilitate a connection between everyone involved in policing and law enforcement to be able to understand modern day policing challenges (College of Policing, unknown). The College of Policing was officially launched on the 4th of February 2013 being the first national body whose sole focus is to strengthen the services professionalism. The first chief executive of the College was a former Chief Constable of Hampshire Constabulary, Alex Marshall (NPCC, 2014).
 
            The College of Policing plays a vital role in the professionalisation of the police service within England and Wales. It calls upon some of the best and most experienced policing minds from around the country to make full and informed decisions as to how policing runs from day to day and long-term policing priorities. As stated by the College of Policing on the main page of their website, their main aims are to set standards and provide training and sharing good practice whilst also connecting everyone in policing with the primary intention to keep people safe and reduce crime (College of Policing, 2023). 
 
The College of Policing works to improve upon standards that are already in place as well as using evidence-based knowledge to bring about educational change to British policing. One of the ways in which the College of Policing has helped to improve the professionalisation of the police service is by its already implemented APP (authorised professional practice). The College of Policing APP is a source of nationally supported professional practice on policing. The APP answers to public and independent scrutiny on current policing policies. It was introduced to streamline the existing knowledge of policing in the UK and allow for a unified response to several categories of policing importance, with a common and professionally recognised way of dealing with incidents by all forces in England and Wales. The APP is regularly reviewed and updates are made when it is supported interoperability at a national level and support and reinforce the Strategic Policing Requirement (College of Policing, 2013). 
 
Policing in the UK is an ever-changing area that requires constant review to maintain the professionalism and integrity of both officers and police forces. The constant review and changes made to policing was highlighted by Dijk et al (2015) when the publication of their book showed that the change to policing in the future would benefit and build the trust of the public in the police. The College of Policing in conjunction with the APP provide a professional and approved response to a variety of policing areas, unless, there is a clear rationale to justify a deviation from this approved practice. The college and APP promotes and plays a significant role in the professionalisation of the police service that we know today. 
 
The College of Policing is not the only professional body that has allowed for a better and more modernised, professional police service. It plays a key role in the continued development of police staff and officers of all ranks and roles within the police service. The Policing Vision 2025 set out by the College of Policing outlines areas of focus for policing in the next ten years. 
 
 Set out by the College of Policing, the National Police Chiefs’ Council is responsible for implementing the plan of the Policing Vision across police forces in England and Wales. As outlined in an article by the NPCC, the policing vision looks to reform policing locally, regionally, and nationally. The five areas of focus for the vision are local policing, representative workforce, digital policing, enabling business delivery and specialist capabilities. These key five areas as well as several others have not only been selected as areas where the police need improving on but also to improve the professionalism of the police service that we provide. Improving on key areas such as the above, means the police can respond and deal with reported incidents in a more professional and better-informed manner. 

The vision also sets out for a more representative workforce to align the skills that are required of a modern-day police service. The ability of the College of Policing to review the needs of modern policing and to recommend changes that would benefit and improve the service that the police provide shows the College of Policing is able to continually improve the professionalism of the police service in the UK (NPCC, 2017). 
 
Another way in which the College of Policing is professionalising the policing in the UK is through workforce transformation in the police service. Jointly, the NPCC and the College of Policing in 2018, stated that they would be, through the policing vision, be transforming the policing workforce to a more professional and competent modern workforce. As part of the workforce transformation, there are six key headings that are considered fundamental to the workforce transformation. 

The six key headings are: attraction and recruitment into the police service; professional development of the workforce; well-being and engagement; leadership in policing; pay and grading and finally organisational development. The workforce transformation was set up in order make the police service a more professional and qualified service. With aspects of the workforce transformation already in place (PEQF programmes), an increased number of persons joining the police service that are of a degree level or willing to work towards earning a degree whilst working, has meant that the workforce that policing is developing has a better academic ability and a more professional and accountable police service (Holdaway, 2017). The PEQF programme allows for constables that have been appointed to develop on communication skills as well as become better leaders and problem-solvers (NPCC, 2018). The programme was implemented to ensure that consistency and accreditation in officers joining the police service is achieved. However, in a journal by Watkinson-Miley, Cox and Deshpande (2021), they were able to highlight both positive and negative aspects of the programme with the positives being that officers gain a better understanding of the theory behind policing and other processes however, some respondents to this study found that they found it difficult to implement this in day-to-day policing.  
 
The policing role is one that comes under microscopic public scrutiny and scrutiny by independent organisations, such as the IOPC (Independent Officer for Police Conduct). They are committed to developing police forces by promoting professional behaviour and adopting various requirements and visions for policing. This is shown in a blog written by the director general of the IOPC Michael Lockwood (2020). I, as a police officer, have a duty in accordance with the Code of Ethics and the Standards of Professional behaviour to fulfil the role of a modern police officer as these standards were brought about to ensure professionalism within the police (College of Policing, 2014). Whilst this is not something that can be learned over night, I have found that now, in the third year of the PEQF programme and completing several academic essays and a dissertation project, I am able to develop on what I have learnt to become a more professional and modern police officer that can meet the needs of the public and to develop my policing knowledge as was informed in a journal written by Wood (2018) . 
 
I have found that since joining South Wales Police, I have been able to develop myself into a proud and professional officer who is happy to conduct and perform the role of a police officer with honesty and integrity. I have found that being part of a shift has enabled me to learn and develop skills from colleagues, who have also provided me the support to develop my knowledge further. This group learning mentality has benefitted me personally and has proven to be an effective form of learning as was stated by Jackson et al (2014). 
 
 I have found that coming to the end of my probationary period, I have been able to improve on the way in which I approach incidents. I am able to confidently deal with incidents in a more proportionate and professional manner that would stand up to intense public scrutiny. I believe that I have always had high personal integrity, however since joining South Wales Police, I have gained on the job experience by attending more incidents. In addition, having to manage my own workload, has enabled me to further develop myself into a modern and more professional officer. I am now confident I am capable of taking on change that arises and developing a better working understanding of the job at hand. Reflecting on this (The University of Edinburgh, 2020), I feel that I have been able to better myself and improve my understanding of what is expected of me as a modern police officer. To evaluate on this, my abilities as a constable have improved as I have gained experience in my career with more developmental opportunities becoming available to me. I feel there are always areas for improvement in personal development. Overall, I believe, that my ability as well as my understanding has widened as my length of service has increased.  
 
Furthermore, I found that I am becoming a more experienced officer on shift with other members of my team going to other departments. I have been mentoring junior officers on the shift and have become a point of contact for them for any queries that they have both on patrol or when it comes to case files and investigative courses of action. I have become more responsible in the job that I undertake owing to more junior officers seeking guidance which has in turn allowed me to personally develop (Irving and Williams, 2007). Being able to provide advice and mentor junior officers has meant that I have been able to maintain and in cases, develop my understanding of the questions that are asked of me. Reflecting on this however, there have been a couple of occasions where I have been unable to answer question brought to me. In the future I will seek advice from more experienced colleagues. I enjoy the task of mentoring. To develop this further in the future, I would seek specialist advice from other, more experienced officers in the respective fields of the query or question that is asked of me. 
 
            Since starting as a police officer, my role has changed. Increasingly, officers find themselves dealing with more and more mental health related calls. It has resulted in officers finding themselves making difficult decisions that would not ordinarily fall on their shoulders (Koziarski, 2021). Since joining the police service, I have found that my individual role has changed owing to demands from the Covid-19 pandemic as was stated in an article by Kyprianides et al (2021). The demand during this time frame on all public service areas was unprecedented as stated in an article published by the UK Parliament (Lewis, 2021). The police service has been able to recover well from the pandemic’s demands however, I believe that more and more members of the public have come to rely on the police service for mental health related support as illustrated by the increased number of related calls. This was documented in a project from West Midlands Police whereby they found that the belief is between 20% - 40% of police time is now spent dealing with mental health related calls and incidents (West Midlands Police, 2020).
 
            In conclusion, the College of Policing plays a vital role in the professional development of the police. It provides a legal framework that is easily accessible, tried, and tested methods of policing that promote the police with strong public confidence and allow for the continued development to build to a modern police service. The role of a police officer will undoubtably change within the decade however, its uncertain as to how much. When this does happen, the College of Policing is committed to developing the best police service to serve the members of the public. In the final year of my probationary period, my role as a police constable has changed with increased colleague mentoring and dealing with mental health calls as detailed above. 

Word count: 2,078
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[bookmark: _Hlk126773264]Task 2
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:
In this essay, I will be critically evaluating how social media is used in policing and how it can be used as a means of engaging and informing the community the police serve and how it can also be used to promote policing policy and local and national police initiatives. I will be considering local policy within South Wales Police on how social media is used and what it is used for as well as how relevant messages are passed via various social media platforms to aid, detect, and inform on crime. I will consider the advantages and disadvantages of the use of police social media as well as what platforms would be considered and used by police to share information with the public. 
 
            Social media is generally defined as ‘a computer-based technology that facilitates the sharing of ideas, thoughts, and information through virtual networks and communities’ (Dollarhide, 2021). Social media began in the early 2000s with a steady increase in the number of users and the number of platforms that have been created to date. One of the most popular social media sites, Facebook, was first created in 2008 and had 100 million monthly users. This compared with their monthly users in 2019 shows a massive increase to 2.38 billion users (Ortiz-Ospina, 2019). Whilst not all social media platforms have seen this level of growth, they have generally all experienced a large increase. Facebook, however, is not the only social media page that is used by South Wales Police. The police force also uses Twitter as seen on the South Wales Police (2023) page. Instagram is also a popular site used as seen on the South Wales Police (2022) page in relation to off-road bike anti-social behaviour. Finally, Tik Tok is used as a way of spreading information and communicating with the public online which can be seen in the South Wales Police (2022) page where Roads Policing Officers were followed in a day in the life style video. 
 
            There are a diverse range of people who use social media. These differ from one social networking site to another. The way in which the police choose to interact can depend on what message they may wish to get across. The users of Facebook and Twitter for example were highlighted in a research study carried out by Duggan and Brenner (2013). The study showed that of the internet users that they asked in relation to their use of Facebook, 86% of these persons where aged between 18-29 and this compared to Twitter where 27% of users where 18-29 and Instagram which was 28% for the same age group. Whilst this study is somewhat dated, it does show that different age groups will interact differently on different social networking sites and as such, agencies and in this case, the police could use this information to channel messages to different age categories.
            
            In the modern day, the police use social media for a variety of things from disseminating information that may relate to ongoing police investigations or promoting current police priorities and safety notices (Cartwright and Shaw, 2020). Platforms can also be used to report crime or provide information in relation to an ongoing investigation that is being undertaken by a police force. 
The police have been known to use social media to interact with audiences that may not necessarily be involved with the police. Police forces will regularly utilise a person’s interest to engage with the members of the public. For example, South Wales Police regularly feature specialist teams like the roads policing unit, mounted section, and dogs’ section to try and get people to engage with the police. These departments are generally used to promote safety where people are prone to committing offences (South Wales Police, 2023). A simple example of this would be a campaign lead by the police to reduce drink and drug driving with awareness being raised by social media on official South Wales Police Facebook pages (South Wales Police, 2022). Social media can be used to show members of the public when an arrest has been made in relation to drink or drug driving and show people the consequences of this. As well as showing what happens should the worst-case scenario occur, police forces can share preventative media messages including telling people how to access help with drug and alcohol. 
 
            The correct use of police social media is to enable and build upon a better relationship between the police and the public that they serve. It can also be used for gathering information and intelligence. Using social media as a way of communicating with the public allows public trust in police to build. Allowing members of the public to engage with police in a more relaxed manner on social media platforms can allow for people to ask questions regarding legislation and other crime enquiries. Public engagement with police on matters that they have questions about allows for the early prevention of crimes potentially being committed potentially reducing the demand on police. An example of this could be a member of the public contacting South Wales Police via a social media platform asking about information regarding the use of e-scooters on public roads. The questions were in relation to what requirements would be needed to use the vehicle on a public road. As a result of this message, and several others, a post was created and put on the South Wales Police Facebook page to address the matter (South Wales Police, 2022). Without social media, the member of the public could potentially have driven his vehicle without the correct insurance policy in place and making himself liable to prosecution and liable to have his vehicle seized. The method of early preventative advice has meant that police have not had to spend an excess amount of time reporting the driver and seizing the vehicle. 
 
            In an article published by the National Police Chief Council, written by the Chief Constable of Surrey Police, Gavin Stephens, it outlines the importance of the correct use of police social media and gives examples of when social media has been used to detect and arrest serious and violent offenders. An example occurred within a Welsh Police force, Dyfed Powys Police (DPP). Utilising their social media platforms, DPP shared information regarding a male wanted in connection with a murder. This appeal was seen by a member of the public on a beach and because of this reported information, the suspect was arrested, charged, and sent to prison (Stephens, G. unknown). This is just one example of when police social media has led to the arrest of a wanted suspect. Throughout England and Wales, there are many examples from several different police forces that show that the correct use of police social media can aid police officers. 
 
            Another way in which social media platforms are used by police commonly is to spread awareness of a missing person. It is suggested that approximately every 90 seconds in the United Kingdom, someone is reported missing with this coming to a rough annual amount of 170,000 persons. It is estimated that nearly 98,000 of these are adults and more than 70,000 of these are children (Missing People, 2019/20). When people are reported missing, they are generally graded as one of the following grades, Low, Medium, or High-risk missing person. The risk grading will affect how police resources are used to be able to find a person depending on the risk that they either pose to themselves or another. The use of police social media can aid in finding the missing person before they or anyone else comes to harm. Generally, with the permission of the family of the missing person or guardian. An image of the missing person is taken and posted to various social media platforms. The brief circumstances can be added to express the level of concern for the missing person. Creating social media posts like this means that the missing persons’ image can be shared to relevant areas where they are likely to frequent and, make members of the public aware who ordinarily may not have even known police have been looking for an individual. It allows for a greater reach of audience and can reduce the amount of time spent looking for missing persons as members are more likely to communicate with the police should they be spotted in public. 
 
            Social media has several advantages and disadvantages associated with it. Some of which are very relevant to police and the role that they undertake, and, in some cases, the incorrect use of social media can lead to data protection breaches among other things. Some of the listed advantages to social media are useful for professional purposes; can be used to reach a large audience; targeted audiences based on interests; being able to connect with new people; create new audiences and it allows police to provide updates in relation to high public interest cases. An example of good use of police social media is highlighted in a journal article by Hu and Lovrich (2019) where they examined the use of a smaller American Police Department (PD) compared to that of a larger one and they generally found that effective use of social media, irrespective of force size can lead to a larger following of persons on social media.
 
 Despite there being several notable advantages to the use of police social media, as with most things, there are some notable disadvantages that can have a large effect on public perception of policing and effect public trust in policing. Some of these disadvantages are fake or misleading news, high volume of messages and the general risk to the public perception of the police (Muzammil, S. 2023). 
 
The disadvantages of the police use of social media can mean that police leave themselves open to public scrutiny. The police receive several reports of crimes via social media and, should there be a large influx of reports to the police, there may be a delay in the time it takes for members of staff who are dealing with and responding to these messages and appropriately disseminate these to officers. This was mentioned in an article published by the Police Foundation (2014) whereby they refer to police forces not being able to adequately deal with the influx of information and be able to select the correct and most useful information with some of this potentially being overlooked. This can inadvertently lead to the police receiving further calls from persons requesting updates on what they have reported to police. It could also result in members of the public feeling that police are not taking what they have reported seriously and could potentially lead to them not wishing to report something to police in the future. 
 
Another issue that may arise from an increased use of police social media is incorrect reporting. Should a member of the public report something to the police that may be evidentially time sensitive, the time in which it takes for police staff or officers to respond to these may affect the evidential viability of the offence and effect its ability to go to court. The report to police may be a serious offence that would have either been better reported to police via traditional means to allow for a better and more proportionate response. Reporting via social media relies on people being able to determine whether their report needs a higher priority response or whether it can be dealt with in a more ‘slow-time’ manner. Allowing victims or witnesses to make these decisions, may lead to a less adequate and less timely police response to a reported offence.
 
One final disadvantage to the police use of social media is the public perception of police and the sharing of false information via areas such as the comment section on police social media posts. When police post on social media, they will generally have control and monitor what is being said via the comments section and what is being shared via social media. However, there are times where people who may be anti-police can spread anti-police messages and will try to discredit the police to pass their own beliefs on the police service. Whilst this is generally uncommon, members of the public may be able to identify individual officers who could be posted in images and videos on social media and target these to discredit the police and the officer themselves. If not identified and investigated timely and proportionality this could lead to public distrust in the police service. It has also been suggested that such use of social media and exchanges between citizens and the police can be infrequent and does not provide a deeper engagement with the public as would a face-to-face conversation (Fernandez, Dickinson and Alani (2017).
 
            In conclusion, Police Forces across the world, including the UK, have adapted to be able to effectively use social media in a way to inform and get information from the public. Whilst there are advantages and disadvantages to social media, so long as the police forces of England and Wales utilise social media within legislative frameworks and with good, legitimate, and legal purpose, social media can be a key tool in the prevention, detection and recording of crime.

Word Count: 2,158










































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:
In this essay, I will look to critically evaluate my own flexibility in leadership styles. I will be focusing on critically analysing the leadership strategies that I have been able to develop upon and how these have been used to manage several different and far-ranging scenarios and operational situations faced daily. I will consider the use of the main leadership styles used in policing which are autocratic and democratic. These models/styles of leadership are key and all play different roles within a policing scenario (Callejas, 2021).
            Leadership in policing is something that is well recognised. As an authority figure, members of the public will look to police in times of need. The public obtain guidance from the police in order to feel safe and secure as the police are generally seen as the people that are able to protect all members of society. The police are also very well known for the hierarchy within the service with a designated rank structure in place. The leadership within the police is something that is constantly changing. By this, I mean that when dealing with incidents, officers may find themselves having to adopt different leadership styles to achieve the desired outcome. This ability to change leadership styles to suit an incident or situation is something that every officer, myself included, has had to develop through their career whether this be late or young in service.

            The British police model is based upon policing by consent as well as 8 other Peelian Principles that the model is based upon (Rank Success, 2022). Being able to police this way is somewhat reliant on the ability of officers to change their leadership strategy to be able to police by consent. Various models have been developed to improve the way in which police deal with and respond to incidents and how people are led, in a way that they are able to consent to and in a way that does not compromise the relationship between the police and the public.

            There are several different types of leadership both inside and outside of policing. Leadership styles can include any of the following types of leadership: autocratic, democratic (Rosing, Boer and Buengeler, 2022), transactional and transformational (Swid, 2014).

Autocratic leadership is defined as ‘a leadership style that is characterised by individual control over all decision and little input from other groups.’ Autocratic leadership is generally a very structured and regimented type of leadership with a group of people being strongly focused on the command by the leader (Malec, 2022). Autocratic leadership shows a clear divide between the leadership and the member of the team that are under the leader’s control. There are several advantages and disadvantages to this type of leadership, and some can be attributed to policing. During high pressure situations, autocratic leadership allows for quick decision making allowing for a quicker decision to be made in reference to the current risk assessment within a policing incident. This was highlighted in a journal by De Hoogh, Greer and Den Hartog (2015) after a study they carried out showed that autocratic leadership was beneficial at times when power struggles within a team were low. This type of leadership also promotes a clear and, within the police, a respected chain of command with supervisory oversight.

Autocratic leadership works well with a command structure whereby strong derestriction is required. An example of this within policing could be an incident involving the deployment of armed officers. During this time, a command structure is put in place whereby the ultimate decision will that of the high-ranking officer at the top of the chain of command. Some disadvantages to this however, are that when autocratic leadership is used, the decision maker lacks the input of the group and others around them that may have a valid suggestion or alternate means of completing a task that may be more proportionate to the situation (Bautista, 2013). Another disadvantage to this would be that autocratic leadership can damage moral and cause rifts to form in the chain of command and resent begins to form (Cherry, 2022).

During a police incident, I have had to use autocratic leadership once to inform members of the public to leave and area that was potentially unsafe for them to be in. This type of leadership suited this situation as the need to maximise safety overruled the need to consultation on the decision that I had made. Autocratic leadership is generally useful in situations where the person has a very good understanding of the situation that they face and is fully aware of the decision and knows this to be the right one. This sort of leadership is also evidenced when arresting suspects for alleged offences. The decision to arrest a person is an individual officer’s decision and requires some form of leadership with all factors considered. Reflecting on this, I feel that I was able to utilise the leadership style to effectively; to communicate what needed to be said. Overall, in this instance, the autocratic style was effective, keeping the public safe however, in future where applicable, I could consider adopting other leadership styles to affect the Peelian principle of policing by consent as stated in a book written by Jackson et al (2012).

            Democratic leadership is another form of leadership used within policing and is defined as ‘leadership that is about letting multiple people participate in the decision-making process.’ Like autocratic leadership, there are also notable advantages and disadvantages to this type of leadership within policing. The advantages to this form of leadership would be that the process encourages collaboration between all participants involved in the decision-making process. It allows for a variety of opinions, and ways of thinking, whilst also leading to higher group engagement and productivity. Democratic leadership can also lead to a more creative solution and an outcome supported by the majority (Gaille, 2018). However, as with most leadership styles, there are some notable disadvantages to democratic leadership. The minority opinion is often overridden; multiple people involved in the decision-making process can lead to gaps and confusion of information. Democratic leadership can also lead to a longer time to decide and can also result in potentially unskilled or an untrained group deciding that they are not qualified to make. Within policing, democratic leadership is common and the views of other within the force and victims and witnesses are also sought prior to any decision being made (Lee, 2020).

 A time of which that I have employed democratic decision making is when consulting victims of crime on their needs from the police. During this process, I have had countless conversations with victims in relation to their needs. I have also suggested what support I believe they require and have given my informed opinion on incidents that have occurred. An example this would be where I have attended a call in relation to a low-level assault where the victim was unsure as to what they would like done about incident. I was able to sit with the victim and explain the various options available as well as provide informed information on how incidents have been dealt with previously. Both of us being part of the decision-making process mean’s the victim was able to feel like their views had been taken seriously on what they had reported to police. As I was also part of the decision-making process, I was able to ensure that the victim was making the decision in their best interests and of her own free will. As I did not make the decision autocratically, the victim was not put in a position where they felt the situation had been taken out of their hands and they felt that they had an input on the incident that they had reported to police.

            Transactional leadership is a leadership style also used within policing. Transactional leadership is defined as a cost-benefit exchange between a manager or leader and their staff. This means that the leader or manager of a person may possess something that that person may want, and the manager controls this in return for the services of the other (Tavanti, 2008). This type of leadership relies on the acceptance of the hierarchy in place and relies upon the person in charge having something that the follower wants and them not having this, would not allow this type of leadership work. Reflecting on a time where I have used this type of leadership would be trying to get someone to leave a particular area to prevent a breach of the peace. In this case, the person was informed he had to leave however was initially reluctant to do so but, after stating that if he were to leave, we could provide him with transportation, he was willing to do so. This worked well in this case as we, the police, were in possession of something the person wanted which was transport to where he wanted to go. However, this type of leadership relies heavily on being in possession of something that the other person wants (Khan, 2019).
 
Transformational leadership is another style used within the police and is defined by Carless, Wearing and Mann (2000) as a leadership style where the manager looks to empower their workers to achieve a better future or goal. The leader/manager will often, foster and acceptance of goals and provide individualised support to staff. This type of leadership style relies upon the group’s acceptance of the task at hand and their willingness to work towards a unanimous goal with one and other. Whilst this type of leadership is not commonly used in policing on the streets, this is a common type of leadership within the police itself. An example of where I have used transactional leadership in the police would be whilst carrying out a misuse of drugs warrant. During this case, there were several of us working within the team and we all communicated to identify goals and worked together to achieve these. My role was as leading officer carrying out the warrant, my main aim was to ensure everyone was aware of what they needed to do to make sure the drugs warrant was successful. I ensured everyone knew what their individual roles were to achieve this. I ensured everyone’s understanding and clarified instructions where necessary. Reflecting on this type of leadership, I would say that this is useful within this context in the future. On reflection, I feel that I would try and adapt my leadership style in order to better understand the needs of the team whilst also effectively carrying out the task at hand. I’d question whether everyone had the resources they needed, and I’d ensure everyone was comfortable with what was expected of them.

            Reflecting on my current time in the police service using Kolb’s model of reflection (Kolb, 2014), I have had to develop and work upon my leadership skills, so that I am able to complete the task at hand. I have found that I have had to adapt the way in which I present myself at incidents and the way in which I must lead people to ensure they are safe and that the desired outcome is obtained for the victim and other persons involved in an investigation. I have found that I have had to adapt my leadership styles from not only day-to-day but on a call-to-call basis to be able to communicate and effectively meet the needs of the victim or witness and to appropriately deal with suspects. Overall, I have had the opportunity to learn from each situation which has prepared me to a degree for dealing with incidents in the future. However, there may come a time where I may have to develop on my leadership style to better suit a situation that may be different to what I have tried previously, and I will draw on the different leadership styles to develop this.
            The way in which leadership styles are determined when attending calls can be attributed to the National Decision Model (NDM) which allows for informed decisions to be made based on what is known at the time. The NDM is split up into 5 key areas centred around the Code of Ethics. The 5 key areas to the NDM allow for informed decision to be made using approved techniques (College of Policing, 2013). 
In conclusion, there are numerous occasions where a varying and changing leadership style is required to facilitate either good communication, or to be able to make a full and informed decision based on the evidence that is presented. Whilst some have been mentioned within this essay, there are numerous styles of leadership available with each having their own qualities to facilitate good leadership. Depending on the needs of the situation, the leadership style that an officer chooses can influence the overall outcome of an incident. I  feel I have been able to develop my leadership style in my probationary period to benefit the role that I perform on a day-to-day basis. I believe that through developing my leadership style, I can read a situation an adapt a strategy to benefit all involved to provide the best possible outcome.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

In this essay, I will be critically reflecting on my three-year probationary period, which I am coming to the end of, paying particular attention to how I have benefitted from mentoring and coaching from my colleagues, how the probationary period has helped me meet personal, professional, and organisational goals and how it has aided me in learning and developing and improving my performance in the workplace. 
 
            Coaching has many different definitions that can be applied in the majority of circumstances. There is a general consensus that coaching is a person’s ability to support another person to improve , helping them to go achieve goals. Coaching is a method of teaching that allows for a person to make their own decision to maximise their performance. It can be considered as a partnership between the coach and the person being coached for the person being coached to reach a desired goal in life or work (International Coaching Community, 2022)
 
            There are several well accepted definitions for mentoring however, one of the most accepted one that encompasses all is ‘when someone can share their knowledge, experience, and skills to help another person to progress.’ A mentorship would typically be comprised of a mentor and a mentee with the mentee learning from the mentor. The mentor is usually a person who is well qualified in their respective field and does things in a way that an organisation would consider this to be acceptable to be replicated by the mentee in their line of work. Mentoring can come in the form of a one-to-one or can be in the form of a group mentorship. Generally, a group mentorship will mean that the mentor will have less time to spend with each of their mentee’s potentially making the quality of their learning less effective than that of someone who may be mentored on a one-to-one basis by comparison (Push Far, 2022).
 
            In policing and in general learning environments, there are several different ways in which a person may learn though teaching, mentoring, or tutoring as was stated by Brockbank and McGill (2004). During my probationary period, I have been able to experience all of these during various parts of my developmental stages of becoming a police officer. There are several different types of teaching that policing employs however, mentoring and coaching appear to be the best suited to developing an officer that is worthy of the role of a modern and professional officer that would stand up to public scrutiny. Within South Wales Police, both coaching and mentoring are conducted by officers that have received additional training to fulfil the role of a mentor or coach and be able to teach a student to be able to conduct themselves and go about the role of a police constable.
 
            Throughout my three-year probationary period, I have received coaching and mentoring from various persons from within the police service. The initial police training school was an area where I participated in the most academic learning as a police constable. This is where I learnt the fundamentals of policing the modern world from other constables and staff that have been in the service for many years. These colleagues have moved to their mentoring & coaching roles to share their knowledge and expertise to the future police constables. 
 
During my initial six months in the training school, I benefitted greatly from mentoring given by constables that are competent in the role of being a police officer and able to pass on years of knowledge to make understanding of difficult legislation and force policies easier to understand. These officers having already experienced policing on the front line, prior to joining the training school. Being able to approach a member of staff within the training school and ask questions around areas that I have found difficult has allowed me to better understand the legislation that I am concerned or confused over. 
During this mentoring period, I felt that the staff within the training school were able to accurately mentor all of us towards passing relevant examinations as well as preparing us for the role outside of a training scenario. I felt that in the training school I was able to gain a good perspective and understanding of the role of a police officer whilst in a safe learning environment and I did not feel as though could not ask any questions that I felt necessary. I feel as though the time that I spent within the learning school has aided me in learning and developing my academic skills to be able to take statements from victims and witnesses with confidence knowing that I have been able to get the best information possible and getting the best evidence for a court proceeding. The training school has allowed me to meet personal, professional, and organisational roles within the police by preparing and coaching me towards a better understanding of my role within the police service. Reflecting on my initial six months in training school utilising Kolb’s reflective model (1984), I feel as though the experience in training school did prepare me to a degree as to what I would have to do upon leaving the training school. The experience itself was very paper/computer based which, as a more physical learner prepared me however, I still felt that there was more to be learnt. If in the future I am ever in a situation such as this, I would feel better being able to learn in a more physical way such as taking part in more role play type learning styles.
 
After training school, I was appointed to a tutor constable who became my mentor. This tutor constable tutored me for 12 weeks which is where I learnt the operational side of policing; going out and dealing with members of the public. During these 12 weeks,  I felt that I completed the most learning as I was physically doing the job and conducting the role of a police constable and learning how operations are undertaken as an organisation. I felt that this type of on the job-embedded learning (Zepeda, 2019) has enabled for a better understanding.
 
The tuition period allowed me to have a one-to-one officer that I was able to approach and ask any question that related to the job that I was conducting. The tuition and direction that I received from my tutor has allowed me to progress, becoming an independent officer that is able to perform the role of police constable effectively and professionally. I also found that during my tutorship, I was improving in my ability to speak with members of the public and how to deal with their reports effectively and in the correct manner. I also found that my tutorship period was individual and unique to me and my learning needs. My tutor was able to pick up when I may have been struggling and support and guide me in the right direction. I feel this tutoring period has meant that I have been able to develop on my personal goal to becoming a confirmed in rank police constable. This has also helped me massively towards my professional goal at the time which was to become an independent officer. I feel that the tutorship period of my learning helped me to meet the standards and expectations of the organisation that I am working for and has set me in good footing to continue to improve on my knowledge and capabilities as a police constable. Having this tutorship period was critical in my learning and understanding of the job that I am now able to conduct with confidence daily. 
It allowed me to develop and meet the required standards that have allowed me to progress to the standard that I am today and be proud and confident in the workplace. Reflecting on this utilising Kolb’s reflective model of 1984 (Kolb, 2012), the experience of this tutorship period has played a large part in my abilities to date. I feel this experience period has aided in my understanding of transitioning the law from the paper to acting on it. Overall, the learning experience that I have gained from my tutorship period has proven invaluable. This type of learning suits my learning style best and I can improve upon my knowledge by continuing to do the job that I do. 
 
There are several models that are relevant to mentoring and coaching however, one of which that stands out to me and is applicable to my probationary period is the GROW model developed by Graham Alexander, Alan Fine and Sir John Whitmore. The GROW model is made up of four categories, Goal, Reality, Option and Will. These four aspects of the model allow for a person to be able to identify what their personal goal is. It can also be used to identify a group goal in circumstances where a person may find themselves working within a group environment. The next aspect is the reality which looks to identify a starting point in the process what the next steps may be to getting to your goal and, are there any conflicting factors that may prevent you from reaching you goal. The third part of the model is the options section which looks to identify all possible options and avenues that can be utilised to achieve the goal that you are aiming towards. The options section also looks to identify the advantages and disadvantages of each option with the view to identifying the ones that are the most practicable and reliable. Finally, the will section of the model relates to what a person might do to achieve their goal and implement actions and deadlines to be able to achieve their goal (Passmore and Sinclair, 2020).
 
I feel like I have been able to adapt the GROW model to my personal development by assigning myself tasks to complete that are realistic and achievable. Utilising the GROW model during all aspect of my three-year probationary period has meant that I have been able to continually develop and progress my career and open myself to opportunities that otherwise, may not have been attainable. The GROW model has also allowed me to learn and develop a working relationship with persons I work with by making them aware of my goals within the police service where they will also help and support me where they are able to do so.
 
Feedback and constructive criticism are one of the ways I feel like I have been able to develop and better understand what I am doing within my day-to-day role and as stated by Sommer and Kulkarni (2012) is a type of feedback can enhance a person’s receptivity to the feedback being given. Throughout my probationary period I have attended incidents and generally after it has been resolved, I have asked the person I am teamed up with for constructive criticism. Reflecting on this, I feel that asking for information based on what went well or not or asking if they would have done anything differently has allowed me to develop a working relationship with members of my team. I feel that receiving constructive feedback has helped me to develop my professional ability and enabled me to deal with a potential incident another way the next time something similar arises. As well as receiving feedback, I am willing to provide this also however, generally I will provide feedback in a way that I feel I would be happy to receive should someone be giving it to me. I will identify two aspects that went well and two aspects that could potentially be improved upon. As well as doing this for others, I feel that I can do this for myself and develop myself into a more rounded and better officer. 
 
In conclusion, I feel that my three-year probationary period has been drastically helped and aided by the people around me that offer support and guidance whenever asked. More experienced colleagues working within my shift are a reliable and friendly source of knowledge and information on how to conduct and present myself as an officer. As my probationary period nears an end, I will endeavour to continue my education and expand on my knowledge base using every avenue possible to better understand the role of policing and to further my personal development. I will also aim to help others during their probation periods by sharing my experiences of the past three years.
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