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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 will be critically evaluating the role of College of Policing (COP) in the professional policing role in the UK, this will show how COP are supporting and setting out standards that are not only making the role of a Police Officer professional but also help better the staff, research, academic and learning providers along with the international policing community. Even though COP is aimed towards the UK Police Force it is also there to keep the public informed. (College of Policing, 2021)

The College of Policing is the statutory body responsible for setting the standards for policing. Her Majesty Inspectorate of Constabulary (HMICFRS) and the Independent Officer for Police Conduct (IOPC) are two independent statutory bodies charges with oversight of the police in England and Wales. (HMICFRS, 2018)

There is no suggestion that the policing role previously was ‘unprofessional’ but the police service needs to move from being a service that acts professionally to becoming a professional service (Martin, 2021). With the COP being created in 2012 from Superintendents association (ACPO) and UNISON where they worked with the Home Office to create the college of policing, this was to ensure that it represented the police service desires and aspirations. Since the creation of COP in 2012 there have been many changes over the years to create the professional policing role, COP introducing three strategic priorities as part of a blueprint to help improve leadership, standards, and professionalism in the service to help cut crime, boost confidence, and keep the public safe. (Police Federation, 2022). A major change that the COP introduced in 2020 was for all Police Officer in England and Wales to be educated to a degree level through the Policing Education Qualifications Framework (PEQF), this created 3 entries into the world of Policing.

The three entries included are.
· The pre-join Policing Degree
This includes completing a three-year knowledge-based degree in professional policing prior to joining the Police Service
· The Degree Holder Entry Programme (DHEP)
This is aimed at persons who have a degree before joining the Police Service, this a two-year practice based programmed and on completion will achieve a graduate diploma in professional policing practice.
· The Police Constable Degree Apprenticeship (PCDA)
This is a professional degree level apprenticeship; this enables recruits to join the Police Service as an apprentice Police Constable. During this three-year degree the recruits will be assessed against national assessment criteria. Recruits will achieve a degree in Professional Policing Practice
								(College Of Policing, 2020)

College of Policing Chief Constable Alex Marshall completed an interview to the Police Oracle (2016) describing the future of the strategic role that the COP was undertaking and how it was implementing the professional policing role that would shape the future of policing. Alex Marshall described the future of Policing and explained that due to the crime demand so must policing, by implementing the professional police officer to the public they will receive the recognition and accreditation they deserve. By having COP implement the professional policing role in the U.K, Police Forces in England and Wales can contribute to the ever-increasing demand of crime that is being reported along with facing the public in their day-to-day duties. 

As described by Lord Herbert of Sounds Downs, College of Policing Chair “The college must take a lead role in helping policing meet these challenges, but it cannot achieve the necessary cultural change on its own. The review shows there is appetite from the rest of the service to work with the college to help policing meet the high standards the public urgently expect” (College of Policing, 2022). Nick Herbert on becoming Chair to the COP stated that he immediately wanted a fundamental review of the College. This was to see the role and effectiveness and how they operate alongside other organisations. 

COP found that that there was a widespread support for what the College aims to do as a professional body especially when the police face challenges including the BAME (BLACK, ASIAN AND MINORITY ETHNIC) community and the ability to protect vulnerable women while also still facing challenges to ever-changing crime threats. It was not all positive as it described the College as not yet lived up to the potential or fully delivered on the expectations that officers, staff and the public have of policing professional body. 

Not only is the COP setting the standards for the Police Forces in England and Wales they are also being supported by Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Service (HMICFRS) to improve the implementation of standards, deliver consistency and support forces in need. The college needs to play a bigger role in the policing system where it needs to take advantage of where they currently are and set the powers and guidance with the evidence and research it undertakes or develops. COP needs a more critical system to gather partners and complete strategic challenges and priorities for the police.

As the COP is still a new concept since 2012, the root of effective working across the policing system to get the police forces in England and Wales to be a more professional organisation is to collaborate with other agencies including NSPCC, HMICFRS, Home Office and Police Crime Commissioners (PCC). This then becoming a leading professional body for the police forces to show the professionalism and leadership sufficiently. 


To evidence how I have been working to fulfil the role of a modern professional police officer I will first explain what a modern professional police officer is. The policing role has changed from enforcing the law to in its current climate now maintaining order, law enforcement and providing a service. The role has changed due to emergence of new technologies to help fight crime and the changes that are happening in society year on year which includes Terrorism, Technological advances, Environmental Crime (BBC, 2017). 

As set out in National Police Chiefs Commission (NPCC) in 2016, a plan was set for the next 10 years of Policing and within this report it set out transformative change across the whole of policing, this is now looking forward into the future for the ‘Modern professional Police Officer’. 

The Policing Vision 2025 defined the future as

“It will shape decisions around transformation and how we use our resources to help to keep people safe and provide an effective, accessible and value for money service than can be trusted”. (NPCC, 2016)

By having COP and NPCC fulfil a role in the professional police officer, police officers like me have a standard to work towards and not just from learning from other police officers who have been in service longer. The reports outline how a police officer have frameworks to work alongside for the police forces to become more standard and more professional. These frameworks include the CVF wheel which ensures clear expectations of everyone working in policing and shows behaviours, competencies, and values towards the Code of Ethics. 

During my final year of probation, I am now working towards becoming a more adaptive Police Officer where I am taking the skills and knowledge from the previous 2 years and focusing on bettering myself when I finish my probation period. By utilising COP Continuing Professional Development (CPD) alongside the Competency and Values Framework (CVF) I have been challenging myself to have a better understanding of the ethics and values of the Police Service. Not only am I working towards upskilling and having a better understanding of the policing role I will also finish off my 3rd year by completing a professional degree, this will show my intelligence, integrity, and maturity towards my role. By becoming the professional police officer, it will dictate my professionalism, performance, and conduct.


My final year in probation has changed dramatically since my first year. Due to staffing levels and many changes across the force I am now a more senior lead on my team. By Police Forces in England and Wales recruiting 20,000 new recruits (Home Office, 2019) in a 3-year period this has seen many ‘Experienced’ Police Officers move onto specialised roles where the new recruits are now fulfilling the role as a Response Police Officer. For the first 2 years of probation, I found myself learning and engaging with other ‘experienced’ Police Officers to gather as much information and intelligence to boost my knowledge and place me in a good direction of becoming the Police Officer I intended to become. Now I am seen as that more experienced Police Officer where I believe pit helps me learn to adapt to the situations that are currently ongoing very quickly with my learning of the role of a police officer having an upward trend (Izquierdo, 2020). 

Due to the ever demanding role of a police officer has on a person, with the challenging incidents police officers attend along with the mental health and emotions a person goes through during their career I am starting to in my final year understand how to manage myself better with the new recruits coming through getting them to understand that the demand of the role is constant and how they are just like myself being able to maintain a good balance between work life and home life. 


On reflection of my role coming into my final year I have changed dramatically as a person and as a police officer, I have always been able to communicate effectively with people in previous roles where then I was more customer facing. Now, I am dealing with vulnerable people who on times, look towards the police as a last resort. Having that communication is key to identifying and establishing circumstances surrounding an incident, as I have been placed at the same Police Station for nearly 2 years, I have a good rapport with persons I deal with over long period of times through investigations along with individuals who I deal with daily. Due to having that better understanding and confidence to deal with an array of incidents I come across as more confident and component police which comes with the authority and respect, I show to the people I deal with which in return is the way I would want to be treated.

To conclude, the role as a police officer is ever changing. There are parts of the Police Force that need to change to keep up with the dynamic ways in which crime is being carried out, with cybercrime, organised crime gangs (OCGs) always looking at ways to get around being caught this is a way for the police forces to get a step ahead and try to eradicate such crime. By COP being implemented to try and change the culture in the Police Forces in England and Wales, this is bringing the new recruits who are the future of the Police to become a professional police officer where we will fully understand the relevance of being a police officer and become more dynamic to each incident. This in turn will change the policing culture which is heavily criticised with the hopes of one day becoming a police force ready to change. I have seen many changes coming into the 3rd year of my probation, with the ever-changing dynamics of a team along with continually looking to progress further and have a more well-rounded understanding of the role. 

(1882 Words)




















1

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:

During this question I will critically evaluate my experience of social media with the means of informing and engaging within the community, not only to promote policy initiatives but also how social media is used within the police force. There are many uses of social media in the new era of technology and the police forces in England and Wales need to adapt their ways in providing information to the public while also being a simplistic tool to engage within the community. (McGovern and Milivojevic, 2019)

Social media has revolutionised how people communicate, companies such as Facebook, Instagram, Twitter, and Snapchat have transformed the way a person communicates to another person or company. So, what is social media? Social Media is a method of communicating using websites that allow people and companies to chat, post information and share photographs/videos. Unlike traditional methods where information was passed via television programmes and newspapers, social media provides a two-way dialogue with audiences, this actively engages the community rather than just simply providing information to the audience. (the Police Foundation, 2014)

Media has changed the way in which the police share their information, the stats behind social media usage are shown to be constantly on an upward trend year on year. Gov.uk, (2020) produced statistics into social media networking, “in 2019/2020, 87% of respondents had used social media networking websites or applications in the past 12 months, an increase from 84% in 2018/2019”. Due to social media becoming an ever-expanding network where approximately 88% of adults in the UK have a smart phone (Hiley, 2023) where information is at a press of a button. Police Forces in England and Wales can and have utilised this for their advantage and has been classed as a ‘extra channel’ for communication between Police Forces and the public. 

Element, (2012) published findings on the first use age of social media in the Police “the first links between the UK police and social media started back in 2008, when some forces started experimenting”. The use age was generally YouTube and Flickr to publish videos and photographs online along with Facebook. Police Forces started to use social media as a benefit to share information, they were able to gather intelligence which included throughout of the London Riots in 2011 to identify and establish persons involved (Douglas, 2011). Along with providing real time information which included emergencies like traffic accidents to flooding in specific areas. Engagement with local communities has also become a main asset into providing information, local neighbourhood teams can promote the delivery of community policing, transparency and show the interactions that the Police are having which is designed to boost public confidence. Not every person will see the police out in the public so being able to communicate via social media to show that the police are helping achieve the demands along with showing that the public has the backing from the police.


Force policy
In 2010, The National Police Improvement Agency (NPIA) issued a report Engage, Digital and Social Media Involvement to all UK Police Forces. (NPIA, 2010) The purpose of this report is to document and to assist police officers and police staff using technology when engaging with their communities. The report outlined the method of widening the police forces engagement through their preferred method, introducing website interaction which was taking over the larger traditional websites. The report also introduced the Police Online Knowledge Area (POLKA), this was provided by the NPIA to support Police Forces on the ‘Best Practice’ where each force can produce evidence to show how they have dealt with a certain situation which could include Anti-Social Behaviour, tackling knife crime and rural crime. These are just a snippet into how social media has transformed the way Police Forces engage and interact with the public.

The use of social media has always had a fine balance when being used by Police Forces, does the use of social media benefit, or provide a risk when sharing and providing information. On researching the benefits and risks towards social media use in police forces, the benefits outweigh the risks but with the risks causing more harm. Some of the benefits include building a trustworthy relationship and a sense of community by engaging with each other, providing a forum for people to ask questions and also for the police forces to share tips. One main benefit is the audience that can be targeted, by spreading knowledge about protecting a community or help catch suspects or even help find a missing person. Frank Domizio of Police1, (2013) explained the benefits of maintaining a Facebook page, a Twitter accounts or any other social media that allows the public to communicate with the Police. These are the points Frank outlined.
· Building a trustworthy relationship and a sense of community by engaging with each other
· Gaining control over the department’s reputation with the community
· Providing a forum for people to ask questions and for you tot share tips you otherwise wouldn’t share.
· Spread knowledge quickly and with minimal effort that could protect your community, help catch suspects, find missing persons etc.

There are many risks to the use which can include the disclosure of information that has been obtained by the police, this is a breach of trust or confidence to the public. Data Protection Act, (1998) outlines the unauthorised disclosure of personal information, this information can be shared by a Police Force which again will provide a risk to the public on the person who they may have shared revealing personal information. Another risk which has been identified is the providing of information relating to police tactics or operations, Hu, (2021) identified that a Police Force provided information about a serious and complex investigation which due to its nature was in the public interest. This undermined the evidential quality of the investigation which later had an effect in trial. Another important part of social media is providing enough information about incidents that have happened in a certain area that could be seen as in the public interest. With information that is being shared online, there are certain risks which have a detrimental effect on the persons involved, Woodhouse, (2021) explained about the use of providing information where police officers personal identities have been posted which included “tagging” the personal police offices Instagram account which showed personal information. This was a breach of Data Protection with the individual having to delete Instagram due to people being able to see who the police officer is. 


Ellison and Hardey, (2013) provided a in depth investigate into the world of social media use in the governance of police forces and UK local governments. It described the utilisation of social media with the interaction that could contribute to the reinvigoration of the local public sphere, that the social media platforms could encourage forms of participation that would bridge the divide that has emerged in recent years between residents and the Police. As with the ever-changing use of the internet, being able to reach to a wider audience is key for any police force. In this day of age with the access to the internet being more prevalent that ever, Police Forces in the UK are targeting the relevant audience by what is being used. Ofcom, (2021) have completed statistics year on year and as shown below internet use age is on similar par to television. (Figure 2.1)
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By police forces understanding the demographic of users and where they are getting their information from, they can target their audience accordingly and with the internet access social media is a platform for Police Forces to use to get their information across.

I personally have used social media during my working hours to my benefit and bring justice to persons of Anti-Social Behaviour (ASB) that had occurred in the area I was targeting. Victims contacted my local police force via Twitter to report youths in the area carrying out ASB where the neighbours in the vicinity started to feel alarmed and distressed. The report was passed onto myself where I conducted a visual presence in the area throughout my tour of duty. While in the area, youths were seen but made off from myself when in the area. On completing enquires, CCTV footage was captured of the incident, still images were provided of the youths and provided to the local neighbourhood unit who due to having a good presence in the community were able to identify a large majority of the youths causing this disturbance. When the investigation was complete, the CCTV footage was shown on Social Media pages including Facebook, Instagram to show the work that not only myself completed but others in the area who are tackling the ASB. This showed to the community that any reported incident can and will be dealt with accordingly. There was a lot of positive feedback shown from the community towards the police with further efforts to target a similar ASB calls in different areas.

This is only 1 of many positives social media has had on myself in the police force. Another occasion, an incident I attended where 2 males were arrested for Public Order offences due to their drunken behaviour. 2 days later, images were circulated on the local social media channels who were looking for 2 males that had attended the local train station and committed sexual offences to a vulnerable female. I and others on my team were able to identify the two persons involved due to previously dealing with them. This is a positive action of social media where images are circulated and can be identified quickly to apprehend them to stop any further offences.

South Wales Police have a social media policy for each person who uses social media, these include parts of “Never discuss sensitive information”, “never upload personally identifiable information”, “never moan about your employers or customers”. These are targeted for persons to not use their personal social media to discredit South Wales Police and to not bring South Wales Police into any inaccurate or defamatory. TeamSWP published an article on 23rd May 2023 further outlining the conduct whether on or off duty. By not understanding the standards or behaviours that are expected by South Wales Police, this will be forwarded to Policing Standards Division (PSD) where they will investigate the terms in which social media posts have brought an individual, group or South Wales Police into discredit. 

In conclusion, social media is an upward trend that at present 84.3% of the UK population are active users of various social media platforms (The Global Statistics, 2022), this number is increasing year on year. For Police Forces in England and Wales to repair the damage it has caused over the years towards the public by gaining their confidence social media is a tool that can bridge this gap. Approximately 95% of people have a mobile phone in the UK (Statista, 2023), have instant access to a local Police Force. It has never been easier to contact a police force for any query. With a click of the button, you can be up to date with the most recent news, if you’re stuck in a traffic jam on the motorway the local police force will update you with guidelines, this makes your journey more efficient. Having this access at your fingertips, you can report crime instantly to have a police response. The connection individuals have towards police forces in England and Wales has never been easier to exchange information or intelligence, this is a tool that is being utilised continually and needs to keep adapting to make sure the right information is passed correctly. There are also the downsides to social media with police officers discussing sensitive information about operations or individuals which can cause harm to that person who discredit a ongoing operation. Social Media is here to stay and if utilised the right way can be a important tool in tackling crime in certain areas.

(1993 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 will talk about the leadership and teamworking role I have played in an incident, firstly I will explain what leadership models are used in policing and how they have become a focal point in the way police officers are able to establish themselves as a leader. I will also discuss how I was able to change my way in which my leadership style changes in different circumstances, this will include the 3 years I have been as a police officer where on learning the role as a police officer I have changed the way I work over the 3-year period to adapt to each individual incident.

College of Policing, (2022) provides a guidance towards police officers and police staff, this guidance are the expectations which are also an integral part of the new leadership curriculum, College of Policing (COP) set the standardss for leadership and development in the Police Force. COP have completed an extensive engagement with the service and have explored six elements of leadership, these have been described as appropriate and expected behaviours from leaders at all levels. The leadership levels have been developed at 5 stages.

· Stage 1 – Everyone as a leader
· Stage 2 – First-line leaders
· Stage 3 – Mid-level leaders
· Stage 4 – Senior leaders
· Stage 5 – Chief officers and staff

COP have then described the expected behaviours as
· Inspiring common purpose
· Developing and valuing people
· Building an inclusive workplace
· Leading across boundaries
· Performance and improvement
· Understanding self and others


Leadership strategies encourage employees to influence excellent performance that helps the organisation achieve objectives. They can use leadership strategies to increase the chances of meeting objectives and learn about various leadership methods. Each individual person is different, but the core of a leadership strategy remains the same. Strategic leadership can improve the company’s culture, working conditions, performance, and resource utilisation. There are numerous examples of leadership strategies and upon researching I have focused on the strategies that I believe lead a trend towards myself and how I work.
Define and communicate the organisations vision.
Within this strategy, a person or team might share the organisations vision with its teams or employees, the strategy provides relevant parties with direction and harmonises daily activities in pursuit of success. As I am coming into my third year I have a better understanding of the organisational vision, I have studied the NPCC, (2016) report of the Police Vision 2025, along with South Wales Police Chief Constables delivery plan 2021-2015 (South Wales Police, 2021)
Now having a better understanding I can encourage and share the vision of my Police Force to not only new recruits who are starting but also my team who I want to strive to be always better. By having a focus point on the delivery plan with aims and objectives that have been sent out I aim to achieve these not only by myself but working alongside a team to achieve the organisation vision.
Encourage recognition.
Recognise employees by showing them how much they are valued, any efforts that are made are acknowledged. Content employees are less likely to look for employment elsewhere or take other opportunities outside of the organisation. By helping the team build confidence it builds a culture of recognition, this recognition will transpire to other employees who will in turn acknowledge each other’s contributions. (Jones, 2019)
During briefing at the start and end of every shift, I have taken a role in providing feedback to individuals or partners on the team, this is to show the work that is done day in and day out. This is recognised and shows that the Sergeant and Inspector do take note of individuals work who go above and beyond their duty. As I become more of a senior role in the team, providing a thank you or well done to a person can turn their day around, this has always had a positive affect on myself during my career and the sheer amount of time and effort that goes into the job a thank you makes a difference. 
As I become more experienced with the possibility of a tutor role after my probation, I have already started to lead the team with milestones and achievements, helping others achieve their targets is a benefit to themselves and also myself, it shows I am able to lead and contribute to the success and recognition of others. 
Delegate and empower.
Strategic leaders delegate responsibilities to employees, this in turn empowers them. It can show to a person that they are valued and improve their morale. Not only improves the person but also improves productivity by distributing tasks to capable team members. 
Having responsibility while also delegating responsibility throughout the team is a great way to discuss strengths and weaknesses for the team to promote growth and identify any education. As explained above I have more of a senior role in my team, so I am able to provide feedback to the sergeant and discuss further the responsibilities of individuals in the team while also identify any areas that need strengthening. Everyone has different attributes towards the team and working out how to provide the best for everyone is something I take on board myself.
Now having learnt the basics of the policing role while also starting to look forward to the future of a more leadership role there are a lot of requirements to becoming a leader. Having a flexible leadership role is crucial into the approach of becoming a leader.  A definition of leadership flexibility is “The ability to correctly diagnose the requirements of a situation and to respond accordingly with a viable leadership approach” (Managing Life, 2022)
Understanding how I am developing myself to manage the different operational situations I can create a better atmosphere and understanding of the incident while also identifying key areas for not only myself to work on but for others who work alongside me. In previous roles I have not delved myself into much leadership roles and would always be willing to be told what is next during the line of work. Since joining the Police in 2021 I have been mentored by a very experienced police officer and then worked in a response team that also has an experienced Sergeant with an inexperienced team including myself. Having now worked alongside others with less experience, different qualities which are all positives bringing into the police I am starting to analyse how I work around other people and by having feedback from senior management and colleagues’ others do see me as a leader. 
Due to being a Response Police Officer, I am attending a variety of different incidents involving different situations, each incident I need to adapt my leadership style. Depending on the officer who I am crewed with I need to show my leadership qualities, this will show by the way I communicate, motivate and influence how I want the other person to work alongside me. I am a very flexible worker where I can adapt to each situation. I take a more Autocratic leadership; this involves myself making decisions when attending the incident and other officers following instructions. This is very useful when quick actions are needed, especially when the incident involves serious injury to a person or there are outstanding actions needed for other officers to complete when on route. (Anastasakis, 2023). Having this quick and decisive approach towards dealing with potential vulnerable people it provides reassurance in the quick actions and also with the potential of finding the individual or group who have taken part in the incident. 
While incidents can be short and not complex, having those quick actions to deal with are crucial for golden hour enquiries and present best available evidence. When an incident I attend involves a longer investigation I change the way I lead other by making a more Democratic approach, bringing in other people’s opinions into the investigation can also be crucial as each officer brings a different quality into the police force. Having other officer opinions can also keep them motivated throughout the investigation where towards the end feedback can be crucial in how others develop their own leadership qualities. There is no set leadership style for working in an ever-changing police force but by having feedback and monitoring results you are then able to evaluate the outcomes and impacts that each decision I have made. (Cherry, 2023)
College of Policing, (2015) published a in depth recommendation for delivering leadership at all levels. Alex Marshall, CEO of the College of Policing said, “Our police service is the envy of many around the world, respected for its strength of purpose and public service ethos, leaders at all levels of the police can be proud of a tradition of success in handling challenging incidents on a daily basis”. This shows that the police forces in England and Wales have always challenged themselves to strive to be the best at becoming leaders, this is transpired down into the policing world where leadership models are now used throughout the police forces. HMIC, (2016) also publish findings where they investigate the leadership styles the police forces in England and Wales display, HMIC looked at the culture of how different forces created the culture surrounding continuous professional and personal development through leadership qualities, ranging from PCSO, Police Staff and other officers. Each police force produces leadership qualities differently where this shows there is no set leadership style that has been processed and developed. This comes down to management looking at each individual officer differently and helping them become a leader, with best performing forces having formal programmes to identify and develop talented staff. 
To conclude, there is and has been many different leadership styles linked to the police force, not only in England and Wales but police forces across the world. England and Wales police forces are looked at by many others due to their superior way in which this leadership quality is transpired and taught to each individual where every person working under the Police Force umbrella understands how they should act and show their leadership qualities. I for one have experienced this and believe I am being shown the correct way by senior management to implement my qualities to other officers on my team where I am shown to be a more substantial leader. I approach each individual on my team differently and each time I attend a incident due to the complex and ever changing demand my leadership style changes, this shows I am a flexible police officer and willing to change in each situation. For the future I will look more into how I can progress this further with the potential of going up the ranks in South Wales Police. This will show my true quality of becoming a leader to the team I work in.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

Throughout this task, I will reflect upon my third year in probation and how mentoring and coaching has benefited significantly during my three years as a Police Constable and how it has helped me meet my personal, professional, and organisational goals that have been set out not only by myself but by others. By reflecting on these three years, I will be able to explain how it has aided in my learning and development towards achieving the goals that have been set out.

“A coach or mentor works with an individual or a small group to help them to define and achieve their career and personal objectives, improve performance or resolve work-based performance issues” (College of Policing, 2023)

Coaching – Support and guidance to maximise self-learning and development needs. Provides instruction and guidance as well as facilitating work-based learning, development, and assessment on a 1:1 or small group basis.

Mentoring – sharing expert knowledge of a role or subject area to help others. A experienced colleague shares their greater knowledge to support development of an inexperienced individual.  (PSA, 2018)

There is a difference to a coach or a mentor, coaching an employee is a shorter, more specific affair. For example, a person may coach a group of trainees in a specific role in line with a company’s strategy. This requires the coach to pass on a particular set of skills or knowledge to the group who has the expertise of the skill. Whereas a mentor is a longer process, normally a senior employee will work alongside a single person or group. The mentor is then able to concentrate in observing the employee as they grow over a long period of time by having frequent one to one session to monitor the range of skills that are being applied. (BrightHR, 2020)

During my probation period I had a coach/tutor during my 12-week initial period who also carried on mentoring me by having regular calls and meeting up during shift to see how I can progress myself further. I have a good understanding of how I manage myself due to being self-critical of the work I carry out whether it is positive or negative. Having a coach/mentor who is of having vast experience and a wealth of knowledge I believe placed me in a good direction to achieve what I set out to achieve. There are many challenges during your first few years as the role of a Police Constable, this is different from normal life where your characteristics and abilities will define you when in the role as a Police Constable (Scherman, 2019).

Coming into the role of a Police Constable and not having a full understanding of the Policing role, I benefited from my tutor explaining how and why we deal with certain situations. My tutor had dealt with a large majority of situations that I would potentially be placed in, this was a big benefit to myself where I was able to have a front foot on the insight of each incident and how I could professionally deal with that situation. Having spoken to my tutor where I was put through different scenarios, coming into then dealing with the situations I understood what I needed to do to protect vulnerable people and preserve any evidence at scene. This boosted my confidence from the start and this was down to having a tutor who understood exactly what needed to be achieved for myself to get ahead and work towards becoming a competent police officer.

The issues surrounding the police forces in England and Wales having such an influx of officers is that due to the shortage of tutors available there has been a lot of scrutiny in how the new recruited officers are currently dealing with the current climate of the Police (PolFed, 2023). I believe I had the right tutor to coach and mentor me in a way which suited my style of being taught along with having that understanding of what it takes to place a newly qualified officer onto the streets as a response officer. Not every police officer who has joined can guarantee that the tutor/coach they are paired with will have their best intentions to help them progress. Surrounding the role of a police officer comes with stresses that a lot of individuals have not seen or been in before, this is where the tutor/coach is there to help you along that journey and how you can manage yourself professionally and make the right decisions. This then in turn helps utilise the persons emotional intelligence, professional growth, and professional development. Having the right tutor/coach is key to getting the independent patrol status (IPP) where they strive to progress further. 


I set out my own personal goals which I knew I would need to achieve to not only progress through my career but also to achieve academic qualifications during my 3-year probation. I wanted to align my personal goals with my professional goals, this way I would be able to consider making the link between objectives which has a clearer understanding towards to the organisational goals. My personal and professional goals have always been towards development, these included.
· Develop workplace goals. 
· Develop a broader understanding of Legislation and Case Law
· Take up leadership opportunities.
· Improve on upskilling throughout probation period.
· Complete PEQF Degree

Over the last 3 years I have constantly strived to achieve the goals I have set out, I have a good work ethic where when I am at work, I continually want to do the best I can for myself and the persons I deal with during the incidents, I want to fulfil my duties and complete my work to a high standard. Having a solid understanding of the organisational goals that are not only set out by South Wales Police but the bodies in which South Wales Police are governed by gives myself a better understanding of how I need to achieve these goals. (Indeed, 2023)

While coming into my 3rd year of probation, my goals and achievements have stayed the same, I am always looking to progress myself and develop a better understanding of I as a professional police officer. Her Majesty’s Inspectorate of Constabulary, (2021) independently assessed police forces and policing across activity from neighbourhood teams to serious crime and the fight against terrorism. The organisational goals that were set included, prioritising to reduce and prevent crime and anti-social behaviour, involve and empower communities and protect the most vulnerable in the communities. Having been provided this information through my probation period I aim to achieve these goals that have been set out and continually achieve what South Wales Police are looking to develop to become a better police force. Having the right information displayed to myself steads me in the right direction to achieve the organisational goals.

There are many theories that are linked to policing, upon researching different theories surrounding coaching and mentoring in the police force. “The GROW Model” is a simple yet powerful framework for structuring your coaching and mentoring sessions. (Mind Tools, 2022). GROW stands for Goal, Current Reality, Options (or obstacles), Will (or way forward). This was designed and developed in the 1980s by Graham Alexander, Alan fine and Sir John Whitmore. BY establishing the goal which you can use (SMART), Specific, Measurable, Attainable, Realistic, and Time Bound you can ask useful questions about the goal in which you want to achieve. When the goal has been set you are then able to examine the current reality, this is by asking team members to describe the current reality (who, what, why when) to then find the solution that may emerge at this point. This is a very simple and achievable theory that can be used to achieve personal, organisational, and professional goals. See Figure 1 for “THE GROW MODEL”
[image: The GROW model Coaching Framework | Culture at Work]












		               Figure 1  (Wilson, 2020)

A part of learning from a tutor/coach with the continued support through the probation period and onto different specialised parts of the police force is receiving feedback and providing feedback to persons who are dealing with. In order to continue the support network around you while striving to become a professional police officer, learning from feedback whether good or bad is crucial in the day-to-day work police officers deal with. As becoming a police officer is a role where each day is different, each incident is different with no incident the same feedback is crucial in making sure you have done everything to your best of ability for the person you are dealing with to feel they have had the best support.

There are two types of feedback;
1. Motivational where you seek to build someone’s confidence.
2. Developmental where you are looking to build someone’s competence.
(College of Policing, 2021b)
By providing feedback to another police officer is currently something I am doing very often, as I am becoming more experienced, I am placed with police officers with less experience than myself. By talking to the police officers, I work with I always like to provide praise to the person, this is due to knowing how difficult situations ourselves are put in are I always felt deflated when walking away from incidents believing I could have done more. This provides reassurance and as incidents are fast paced, retaining all the information is crucial for dealing with an incident straight after. I always try and motivate the person I work with or the team I am currently working with, this brings a different perspective to their role and always having that positive mindset is crucial into the forward-thinking attitude. 
Seiter, (2018) explains how individuals receive feedback, whether being critical into the way a person has dealt with a situation or providing reassurance. Each person deals with feedback differently, I personally receive any feedback whether positive or negative. Due to having a good mindset in how I work where I always try and make sure I do everything right I am always welcoming feedback from persons who think I could of dealt with the situation differently. I always listen to the person explain their reasoning and never become defenceless in their feedback. If I am unsure on the feedback that has been provided, I will always ask questions as I always want to make sure I am being open and honest in the way I receive such feedback. 
To conclude this topic, coaching and mentoring is something that I want to do in the future of my policing career, I respect each coach/tutor that has helped me become the police officer I am today. Taking small parts of each coach/tutor that has helped me I have adapted myself to become a more well-rounded police officer. As my probation period is finishing, I am looking to the next step in my career and now starting to learn more about coaching I feel it is suited to my ability and over the last 3 years I have welcomed feedback on how I help others who are either struggling or just want advice on how they are doing at a early stage of their career. 

(1847 Words)
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