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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:

Before the Police Force was made a profession by Sir Robert Peel in 1829, it was seen as a trade role. It was operated and managed by volunteers, it had a very mild structure and run with the use of brunt force. Alongside the development of the Metropolitan Police, Sir Robert Peel’s commissioners established the 9 policing principles, which were issued as ‘general instructions’ to every new police officer. These ‘Peelian principles’ are also known as ‘policing by consent’. This is a well-established philosophy of British policing, in which the police rely their legitimacy on public trust rather than establishing order only by force (Home Office, 2012). While these principles are as relevant now as they were 2 centuries ago, 21st century policing presents a constant change in the complexities and challenges that the police are required to deal with (NPCC 2016). Due to increasing demand, exacerbated by economic and social inequality, technological advancements and financial strain, the skills and capabilities of police officers are being forced to continually evolve and adapt (McCann and Granter, 2019). To maintaining the model of policing by consent, enhancing police legitimacy and improving police-community relations is essential. Maintaining public trust, allows officers to deliver on the goals of the people to reduce crime, and provide safe communities (Home Office, 2023). To meet the requirements of this ever evolving role, the NPCC (2016) published the Policing Vision 2025 which outlined an image of the required workforce. This image described officers as ‘confident proficient professionals’ who are able to ‘adapt, be autonomous and knowledgeable’.
Within this assignment, I will critically evaluate the professionalisation of policing in the United Kingdom (UK) and discuss the key role of the College of Police within this process. I will also reflect upon my final year of probation, specifically focusing on how I am working to fulfil the role of a modern professional police officer and how my role as a police officer has changed throughout the course.
The first step towards professionalisation was in 2010 when Neyroud (2011) was commissioned to conduct a study of police leadership and training. This is the current point of reference for understanding the re-professionalisation of the police in England and Wales. The outcome from this study was to advocate the formation of a professional organisation, the development of a system of validated qualifications throughout the company, the adoption of an ethical code, and the development of a robust knowledge base.
Following this, in 2012 the establishment of the College of Policing, built upon from the ‘Peeling Principles’ and established a professional organisation that held all personnel to a code of ethics and professional standards. According to College of Policing (2014), these ethics are a collection of ideas and actions that help every officer in the policing profession reach the highest professional standards. Shortly after the time in which the College of policing was created, it was deemed necessary to bring the policing profession in line with other professional bodies for example the National Health Service. For this to happen, the College of policing, National Police Chiefs Council and university across England and Wales worked in partnership to deliver the Policing Education Qualifications Framework (PEQF) (College of policing, 2016. The PEQF’s were created to replace the existing Initial Police Learning and Development Programme (IPLDP) and were intended to account for the advancement of digital technologies and complexities of policing today (Strong, 2019). The need for this advancement in policing was identified in the NPCC vison 2025. The vision was launched as a joint conference, held by police chiefs and police and crime commissioners, which set out the path forward for the police forces for the next 10 years and how best to utilise resources, digital technology and provide best value for money to the public. However, it is clear that the key focus of this vision is for the improvement of policing for the benefit of the public. The Association of Police and Crime Commissioners Chair Vera Baird QC stated within the conference that:
“People want a responsive service that is able to tackle the future challenges and embrace the future opportunities of policing. This Vision sets out how the service needs to use technology to make it easier for the public to interact with the police, how it needs to attract and retain a confident and professional workforce and how much we intend to work with other agencies to work together to ensure that people are kept safe.” (National Police Chiefs Council, 2016).
The PEQFs, are delivered to all new recruits joining police forces across England and Wales. Depending of the entrant’s level of qualifications, there are two paths available, the ‘Degree holder programme’ or ‘Non-degree holder programme’. If a recruit already holds a degree they complete the 2 year ‘Degree holder programme’ to evidence knowledge of policing. For non-degree holders they complete the 3 year ‘Police Constable’s Apprenticeship Degree’ (PCDA) (College of policing, 2016) which allows the students to achieve a degree qualification.
As I am a non-degree holder, I began studying the PCDA following successful application to join South Wales Police. Throughout the course I have been required to evidence policing knowledge to ensure I develop in to a successful modern police constable. Evidencing this knowledge is not only academically required to ensure I fall in line with College of Policing vision for professionalisation but it is essential in allowing me to demonstrate how to be an operation police officer. 
Academically, my progress throughout the course has been a gradual learning curve as being a mature student meant that I had not sat exams or written essays for over 20 years. I initially found this to be very difficult, however with support from the university and my family I have successful made it in to the final year of the PCDA. I have been able to demonstrate my knowledge of policing with the successful completion of academic assignments and workbook based tasks to reflect on my practice and apply what is known as evidence-based policing. According to College of Policing (2023), evidence-based policing (EBP) is the use of the best available evidence to inform and challenge policing policies, practices and decisions. As the PCDA is an ‘apprenticeship degree’, it is a full time university course which runs alongside normal police shift patterns. To allow students adequate study time ‘protected learning time’ (PLT) is built into the course structure. The PLT provides students with 20 study days over a 10-month period. These days are mandatory and are given to students to allow time to study on days when they would be on shift. 
In addition to the academic side of the PCDA, competency based learning also plays a key role in the course. These competencies are used to demonstrate how to be an operational police officer and ensures students are able to apply policing knowledge in everyday policing situations when dealing with members of the public.
Every student is placed within a team and I was based in an established team of 5 officers. I was placed with a senior constable for a 12-week tutorship phase. During this time, I was given a list of varying incidents that I was required to demonstrate my competence in basic policing situations. Demonstrating my ability to deal with these incidents safety and appropriately allowed me to progress and become an independent officer. Once I had passed my initial 12-week tutorship, I was required to continue evidence my progression through what is known as the ‘Operational Company Portfolio (OCP). The OCP is again a competency based portfolio which requires students to show proficient level of practice in different elements of policing, such as using technology to conduct investigations and interviewing persons for offences.  
In addition to the OCP, I must remain up to date with mandatory training. This training is provided by ‘National Centre for Applied Learning Technologies’ (NCALT) which ensures all police officers are kept up to date with current policing knowledge, policies and procedures (HMICFRS,2019). NCALT produces and provides a range of e-learning and practical learning packages on a range of different subjects for the UK police service. As I was successful in keeping up to date with NCALT training and passing the OCP I was able to progress in to the next academic year. 
Now that I am in my third and final year of the PCDA it is an ideal time to reflect on my time as an independent police constable and my experience of the course. During my first year of the PCDA, I found myself relying on colleagues to take the lead on incidents, mainly due to my lack of experience and knowledge. As I was newly out of training school I was lacking a full understanding of how to apply what I had learnt in the training, therefore observing my colleagues helped me apply knowledge to practice. For example, the implementation of the national decision model (NDM). The NDM is the decision making model that all officers use to make informed decisions. Officers use this model whilst also considering the Code of ethics to ensure all decisions made are justified and proportionate (College of Policing, 2013). To help me understand fully, me and my tutor would often reflect on an incident together and discuss how and why decisions were made. Through self-reflection I identified that I am an observational or vicarious learner. This style of learning enables the learner to retain information by observing others (Cherry, 2023). Therefore, allowing my colleagues to take the lead in situations allowed me to observe, learn and apply my knowledge when I felt confident enough to do so. Throughout my training I was able to observed not only just my tutor practice but also other team members. This allowed me to observe different policing styles and gain a wide range of knowledge that I was able to competently implement throughout my probation. 
During the second year of the course, I started to gain confidence and myself taking the lead on calls. I felt I was gaining confidence in not only my policing knowledge but also in my de-escalations skills and my ability to deal with members of the public. Unfortunately, a few months into my second year of study I sustained an injury whilst on duty which prevented me from frontline policing for around 12 weeks. On my return to front line policing, I found my confidence had reduced and allowed my colleagues to take lead on incidents. My team were very supportive and encouraging on my return to the team and were keen to support me in taking the lead on incidents when I was ready. Due to the period of time I had away from frontline policing I was not able to complete my year 2 OCP by the set deadline therefore I was granted a month’s extension in which I managed to achieve all outstanding competencies.
As I am now only part way through my final year it is difficult to fully reflect on my third and final year of the PCDA however I feel my confidence as an independent police officer has grown significantly since I first started the course. I am confident in my ability to use the NDM and my decision making skills. I have experienced a variety a different policing incidents which I have taken the lead on and feel confident in my policing style and the way in which I deal with the public. I have always found the paperwork challenging mainly due to the sheer volume that is required after an incident however the speed at which I complete the paperwork has increased significantly. There have been occasions throughout my probation when I have made mistakes however my tutor and colleagues have always been supportive and ensured they give me reassurance and support me to rectify my mistakes. I look forward to completing the final year of the PCDA and being confident in my practice as a professional police officer.
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:


Social media is a type of internet mass media communication in which people exchange information, ideas, personal messages, and other content. Social media can be split into two types of categories, social networking and ‘social’ media. Social networking is when individuals come together to create online communities. And social media’s primarily concern is to generate an audience through the use of social networking sites (Gregersen,2023). These work in partnership with each other and more than often crossover into each other. Social media is a broad term but can include blogs and microblogs, collaborative projects, content communities, social news networking sites and virtual social worlds (Boyd and Ellison, 2007).  
Social media creates a platform for real time virtual interactions. It uses online and mobile technology to build interactive platforms to allows users to share, collaborate, communicate, and edit user-generated material (Bagley et al., 2014; King et al., 2013). In comparison to face-to-face interactions, social media can reach a worldwide audience with a near immediate response at the click of a button, it is inexpensive or often free and easy to use (Sadiku et al., 2018).
With more people having access to computers, phones and other devices that connect to the internet there has been a large increase of people using social media platforms (Brunty & Helenek, 2012). According to (Rose, 2014), the popularity of social media platforms continues to grow. In the UK, there are over thirty-one million Facebook user, fifteen million Twitter users and 10 million LinkedIn users. Similarly, Ofcom (2014) found 83% of the adult population are now using the internet and 55% have a social networking profile. 
In a consent-based policing system, engagement is crucial in building public trust and confidence. Social media provides the police with a new way to connect with the public and enables the police to engage the public and to build better relationships, as well as to gather information and intelligence. To take advantage of this opportunity, it is becoming increasingly important for the police to understand and make use of the different tools available. The National Police Chiefs Council (NPCC) acknowledge and recognise these advancements and popularity in technology and responded within the Policing Vision 2025. It stated that:
‘By 2025 digital policing will make it easier and more consistent for the public to make digital contact, improve our use of digital intelligence and evidence and ensure we can transfer all material in a digital format to the criminal justice system’.
The use of social media by police forces in the UK began by officers trialling different sites with some backing from the retrospective force (Crump, 2011). In the early stages The National Policing Improvement Agency (NIPA) was a public body which offered assistance to police in regards to information sharing and IT, however with the introduction of professionalisation of the police force and creation of the college of policing in 2011, NIPA was dissolved and the College of Policing (CoP) took it it’s place in introducing guidance for officers for use of social media and community engagement (College of Policing, 2020).
The guidance for individual officers from the CoP is set to fall in line with the CoP code of ethics (COE). There are three rules that, if adhered to, will prevent officers from breaching the COE. Firstly, officers should use social media sensibly and with caution. Secondly, officers should make certain that nothing they post online may be fairly interpreted by the public or colleagues as discriminatory, insulting, repressive, harassing, bullying, victimising, disrespectful, or otherwise incompatible with policing principles. The final piece of guidance, instructs officers not to post any information that could affect the standing of the police force or have detriment to your own character, as this may have an adverse effect on how members of the public perceive the force.
However, there is no set governing body or rules for the organisation of posting on social media therefore, each individual force across the UK must create its own policy ensuring that the COE is adhered to. Every UK force has its own website and social media account which is managed and controlled by a member of the media team. The justification or reason for use of any platform can fall under one or all of three categories, dissemination, engagement and intelligence. Dissemination makes it possible for pertinent and targeted information to be delivered quickly, readily, and affordably. Engagement allows for the use of social media platforms to connect and build relationships with the public and hard to reach communities, it also helps develop the publics confident and trust in the police. Intelligence allows the police to use social media to reach a wide audience regarding information on ongoing investigations from the local communities. They are able to then collate evidence for investigations by monitoring social media material (The Police foundation, 2014). In a consent-based policing system, the use of all three categories of social media are equally crucial. The use of social media provides modern policing with a contemporary method of sharing information, gain intelligence as well as connecting with the public (Crump, 2011; The Police Foundation, 2014). Therefore, it is becoming increasing more important for police forces to take advantage of this opportunity and to recognise, understand and utilise the different tools available (The Police Foundation, 2014). 
However, while there are clearly a number of benefits to the use of social media, the NPCC identify that this must be balanced with the traditional policing method of face to face policing, as some individuals may find the use of social media as a form a communication impersonal and while it may be a small percent, others do not use social media for personal reasons or are not digitally savvy or enabled.   
In my own personal experience, I have found social media particularly useful in missing person investigations, also known as a ‘MISPER’ investigations. A MISPER is ‘Anyone whose whereabouts cannot be established will be considered as missing until located, and their well-being or otherwise confirmed’ (HMICFRS, 2023). When a MISPER is reported they risk assessed by the call handler and depending on the information given, they are graded as either low, medium or high risk. During an incident that I dealt with, an individual was deemed a high risk as they had reported to want to self-harm and was also under the age of 18 therefore was likely to be at risk of serious harm (College of policing, 2023).  To aid in the investigation, I obtain a recent digital photograph of the MISPER in question from the family of the individual. Before sharing the image with the public consent was gained from the individual’s family prior to posting on social media. As a photograph is classed as personal information, sharing this photo without consent would be in breach of the Data Protection Act (2018).
As the person reporting the MISPER was immediate family I was able to discuss how the use of social media would gain a greater audience and allow for more information to be received which could therefore aid in the progression of the investigation. Having this discussion with the individual before they made a decision, it provided them with the opportunity to ask any questions and allowed them to make an informed decision about whether they would like to share the image with the public. The family agreed for the photograph to be shared and this was recorded in my electronic pocket notebook (EPNB). The image was subsequently posted on the approved South Wales Police social media outlets and fortunately due to intelligence gained from the public the high risk individual was found unharmed. 
Reflecting on this incident in particular, social media aided in this investigation and ultimately allowed for the person to be found promptly and allowed for the closure of the investigation. However, when considering the use of social media throughout the police force as a whole, there are some draw backs that must be considered. The use of social media among officers can be a distraction, be misused or lead to the spread of inaccurate information. According to the IOPC Director General, investigations held between the years of 2018 and 2020, found several demonstrations of social media use with officers sharing offensive and inappropriate content. It can also be used by criminals to commit crimes or to threaten and harass officers. In addition to this, reaching a wide population can come with its disadvantages. The amount of people wanting to help with an investigation such as missing person this can often lead large volumes of information being received and a feeling of ‘information flooding in’. With such a large volumes of information, it can be difficult for officers to identify useful, accurate and more importantly true information. 
According to Bryant and Bryant (2021), due to social media’s constant appetite for true crime stories, this can often lead to tense interactions between the police and members of the media. Members of the public can also hinder an investigation with by-standers and witnesses interfering at the scene of a crime (Bryant and Bryant, 2021). Due to members of the public having quick and easy access to record and disseminate information across social media, they become unofficial ‘community news reporters’ and can use social media as a tool of counter-surveillance. This can often lead to bias or a false portrayal of victims or suspects and in turn threaten their credibility before due process (Bryant and Bryant, 2021). 
Various organisations record police interactions with the public and share these recording across the internet. These interactions may be during protests, routine patrols or demonstrations (Bradshaw, 2013; Toch, 2012). These recording are often of very short snap shots of an incident and can be perceived as biased as they do not provide a full picture of the incident, ensuring viewers see what the individuals what to be seen. In addition to this, with the increasing popularity of smartphones this has promoted bystanders and witnesses to spontaneously record real time ongoing incidents or crimes (Bock, 2016). In these cases, whether it be an organisation who had planned to capture footage or a bystander who spontaneously decided to record an incident, the footage captured is widely circulated across social networks, fuelling public outrage and often produces policing investigations, institutional reforms’ and mass demonstrations (Walsh and O’Connor, 2018).
In conclusion, considering the advantages and disadvantages of social media use within modern day policing, I believe it is clear the advantages outweigh the disadvantages. Social media can improve public trust in the police, increase the time in which an investigation is closed and some cases it could be the difference between life or death depending on the severity of the situation. However, officers must be mindful of the use of social media when off duty as they are all accountable in adhering to the Code of Ethics inside and outside of working hours (College of Policing, 2014).
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Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:


Effective teamwork is the foundation of a functioning organisation, without this, daily business and goals are difficult to achieve. According to Sanyal and Hisam (2018) a team is any group of people who work together to achieve an agreed common goal and that being to a high standard. They also identify that teamwork allows for a healthy work environment, for team members to work with others positively towards agendas, strategies and values as well as developing individual’s emotional security and self-confidence. According to Salas (2021), effective teamwork improves organisational outcomes, employee performance and revenue. Supporting this, Procter and Currie (2004) identify teamwork as an essential component in achieving ‘positive, cost-effective outcomes’. Salas et al. (2005) argues that any one individual cannot compete with the advantages of working within a team. Teamwork provides better adaptability, creativity and productivity as well as encouraging job satisfaction and workforce retention (Heywood and Jirjahn 2004). A prime example of effective teamwork was in the early 1940’s when thousands of scientists, engineers, and military people from all fields and backgrounds participated in the Manhattan Project, which built the first atomic weapon during World War II. This was only able to succeed due to every member of the one hundred thousand plus team being focused on the mission and determination to achieve what they had set out to make (Fehner and Gosling, 2012).
According to Clark (2024) there were 164,000 officers within the United Kingdom in 2022. This number has likely increased since this time due to the National recruitment drive initiated by the Government. In 2019, Government announced a commitment to recruiting an additional 20,000 officers in England and Wales by March 2023. In addition to this, the Police Uplift Programme (PUP) was also launched that same year, to improve staff retention of newly recruited police officers (Home Office, 2023). With such a large number of officers it is vital that all officers understand and work towards the same goal. The National police chief’s council (NPCC) identified this as-
‘To make communities safer by upholding the law fairly and firmly; preventing crime and antisocial behaviour; keeping the peace; protecting and reassuring communities; investigating crime and bringing offenders to justice’ (College of policing, 2022).
For the NPCC goal to be successfully achieved it requires competent leadership. McKinsey (2022) identified leadership as ’a set of behaviours used to help people align their collective direction, to execute strategic plans, and to continually renew an organisation’. Following this, Kapur (2020) highlights the characteristics of a successful leader as, ‘honesty, integrity, confidence, commitment, accountability, delegation and empowerment, creativity and innovation, empathy, resilience, emotional intelligence, humility, transparency, vision and purpose, teamwork’. A successful leader encourages their team to make informed judgements, and handle complexity and problems. 
The College of Policing (2023) highlights the importance of leadership within the police.  It states that ‘Everyone in policing has a leadership role, from new recruit to chief officer’. It recognises that leadership is required whether it’s taking the lead on an incident, mentoring a new constable or managing a team of officers. Unlike other professions, officers are required to show leadership in every aspect as their role and these are often in high stress situations. Due to this, the National Centre for Police Leadership, supported by the College of policing, introduced ‘The police leadership programme’ (PLP). The programme has five stages and provides officers with a set standard for leadership that allows for a strong foundation to be built and encourage the development of different leadership styles. The PLP is progressive programme, as a person promotes and their responsibilities increase, they move to the next stage of the programme. The first stage of the PLP is incorporated in to new constable training as part of the policing modernisation initiated in 2018. The programme is delivered early on in new constable training to ensure that officers are able to understand and manage the difficulties of being an officer in modern times. It also ensures officers have the skills and knowledge to successfully execute their duties as an officer of the law (College of policing, 2023). The National Centre for Police Leadership standards are a core aspect of the PLP taught to new recruits. These standards were established around the College of policing ‘Code of Ethics’. They establish and specify the exemplary standards of conduct for all policing personnel serving the public whether being on or off active duty (College of Policing, 2014). The Code of Ethics is constructed by nine policing principles and ten standards of professional behaviours.  There are nine policing principles that are based on the Committee on Standards which in 1995 published 'Principles of Public Life,' and continue to represent popular expectations, these being ‘accountability, fairness, honesty, integrity, objectivity, openness, respect, selflessness’ and the last one being ‘leadership’.  The ten professional standards being ‘honesty and integrity, authority, respect and courtesy, equality and diversity, use of force, orders and instructions, duties and responsibilities, confidentiality, fitness for work, conduct and challenging and reporting improper conduct’ (Home office, 2014).
Finding the right leadership style that follows the necessary standards and principles as well as one that suits me personally has been interesting experience in my leadership journey. Learning about my own leadership style has also enable me to identify others leadership style when supporting me as a new constable. For example, during my 12-week tutorship I was placed with an experienced officer who was to take on the role of my mentor. When first attending calls my tutor gave me feedback on my practice and reported to believe I was proficient in a number of skills such as building a rapport with members of the public however they felt I required support in other areas. My mentor fed this back to me and supported me in improving these specific skills. As a result of this feedback, I was able to identify that my mentor utilises a ‘Supportive Leadership’ style. This is a leadership style in which the leader provides tools and resources to their colleagues until they have gained the tools and resources their self so they are able to operate independently (Rafferty and Griffin, 2006). Through my tutor taking on this leadership style I was able to build on my weaknesses and led me to being successful in passing my tutorship and allowed me work independently as an officer. 
Reflecting on my own practice, I have identified two main leadership styles, ‘Participative leadership’ and’ Directive Leadership’, that I have embraced and use daily when attending calls with or without colleagues. I have found, depending on the situation, I alternate between the two styles. Participative leadership can be described as the balance of authority and the participation of issue solving with followers by discussing the issue in hand before making a decision or taking action (Bass, 1990). With this leadership role, it embraces the Code of ethics by objectivity, openness, respect and courtesy. A good example of an occasion when I used this leadership style is during a neighbour issue. Through discussion with both parties involved, I was able to identify the main issues and establish the desired outcome from each. Therefore, I was fortunate in being able to reach a common medium and resolve the issues. 
Directive leadership embraces a person’s participation, within a scenario the person participating is ‘providing and seeking compliance’ by being directed on how to accomplishing the issue or the set task (Bass, Valenzi, Farrow, and Solomon, 1975). This leadership style shows that you are able to act with authority, give orders and instructions to colleagues or members of the public. As a trained officer in ‘Police Support Unit’ (PSU) it is my role to respond to ‘spontaneous or pre-planned public order/public safety events’ to ensure a safe and effective police response (College of Policing, 2013). Using this style when working in the PSU enables me to execute lawful orders and maintain the Kings peace. 
There have also been times where I have used both ‘Participative leadership’ and’ Directive Leadership’. For example, during a time when I was still in my initial tutorship I responded to an emergency call with my tutor to an ongoing disturbance. As the occupants answered the door, I could see a female laying on the floor with a major head injury. It came to light that the female had fallen down a flight of stairs and hit the back of her head on the radiator at the bottom. Within my previous employment, I was fortunate in being able to complete an advanced first aid course which included the management of trauma injuries therefore I was able to assess the severity of the injury and take control of the situation. I made it clear to my tutor that I would take lead of this incident due to my background and delegated the task of obtaining the first aid box from the police vehicle while I applied pressure to the wound. Once the first aid box arrived I was able to dress the wound as best I could however the first aid kit was only suitable for short term treatment therefore immediate medical attention was necessary. As two more colleagues arrived, I directed one to call the ambulance and the other to secure other persons in the property.
On making contact with ambulance I was passed the phone to communicate with the air ambulance doctor who was able to triage over the phone. Unfortunately, an air ambulance was not necessary therefore I relayed this information to the paramedics who were on route to the scene. While we waited for the ambulance, during this time a force medic arrived therefore I was able to handed over lead to them. As this incident developed I was able to change my leadership style depending on circumstance at hand. I was able to move from directive leadership, which involved me taking control of the situation and delegating to my colleagues, to then moving in to participative leadership once the medic arrived as I was able to handed over and be ready to assist in any task that maybe required.
In conclusion, it is important that any person in an organisation, in my case, as a police officer, everyone works together to achieve their common goal of providing a motivated emergency service and uphold the law. This can only be done with effective and successful leadership, and with the National Centre for Police Leadership programme being implemented across all ranks it aims to guide individuals and provide skills that allow them to develop into these effective leaders. I feel that the leadership style’s that I currently use in my daily policing allows to work to a proficient standard. I have proven that I am able to adapt and change my leadership style according to the situation at hand. Through my experience of being a new constable and being adequately supported by my tutor, as my knowledge of the policing role grows, I hope to be able to provide a ‘supportive leadership’ in future to others new officers.
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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 July 2021, I joined South Wales Police which was later in life than many others on my cohort. Being in my mid-thirties I left a career that I had been in for many years to embark on this new and exciting vocation within in the police.  Walking through the doors on my first day of police initial training school felt quite daunting, as I did not know any of my peers, I hadn’t been in an education setting for over twenty years and I had a lot going on in my personal life as my wife was due to give birth to our first child the month after starting the course. 
I have been fortunate that, during the course of my three-year probation, to have been exposed to a wide variety of incidents which range from, riots, major incidents, deaths and mental health calls to parking and neighbour disputes. These incidents have all had a different level of severity and complexity and this has helped me in gaining the necessary experience to improve my confidence and practice as an officer. Throughout these incidents I have been coached and mentored throughout the different stages of my probation. Leading on to the year 2024, my final few months of probation and nearly completing a degree, I feel it is an ideal time to reflect on my experience throughout my training and probation as a police officer so far.
I feel my first year was one of my steepest learning curves and possibly the toughest year I have had in South Wales Police so far. Due to the modernisation of policing, all new officers must either have or obtain a degree by the end of their three-year probation. Therefore, as I entered initial police training as a non-degree holder I was enrolled on the ‘police constable degree apprenticeship’ (PCDA). The PCDA involves practical based learning for the role of police constable alongside academic full-time university degree (College of Policing, 2022). I have always known I am a very practical learner and throughout my initial training, the practical tasks and scenarios highlighted my strengths and reinforced my confidence in practical based learning. However, the academic component of the course was very difficult for me since I hadn't studied many years, so the idea of facing academic exams felt overwhelming. This concern was not unfounded as I failed the first exam twice. On failing the exam for the second time my initial police training staff arranged a meeting to explore the reasons for why I had failed on two occasions. During the meeting I explained that I feel the reason for my failures were not knowing how to revise due to my lack of experience. At the time of these exams, the Covid 19 pandemic was still present and managing my work life balance was challenging as I had just become a Father during the first couple of months of training. Whilst at the time, I thought this discussion was purely a task the University had to complete out of duty, I now know that member of staff was being an effective mentor and wanted me to succeed.
 A mentor can be best described as a person who will support, motivate and encourage another to be successful with a set goal (Hopkins-Thompson, 2000). By asking open questions and listing to why I thought I was failing we were able to discover that I was using an ineffective revision technique that did not suit my learning style. We were able to identify that I am an active and visual learner. Active learners prefer group interaction and visual learners learn from watching demonstrations, images or videos (Felder and Silverman, 1988). Once a plan was made and I utilised a revision technique that suited my learning needs. I successful in gaining a positive result on my third attempt and fortunately till this day I have passed all academic tasks set. 
Once initial training was completed, I was assigned to an operational response team and placed with a tutor to complete a 12-week tutorship programme. It was my assigned tutor’s role to coach me through the daily demand of the police as an emergency service and to put into practice what I had learnt in training school. According to Gray (1988) Coaching can be described as an experienced person coaching another through job-related tasks or skills and this is accomplished through instruction, demonstration, and constructive feedback. I had a very successful tutorship period and I feel this was down to effective teaching and coaching from my tutor.  Reflection of this period of time, I believe that my tutor was using the ‘Fuel coaching model’ (Zenger and Stinnett 2010). This model involves asking open ended questions, which I found forced me to focus on my policing powers and policies for every incident we attended. Whilst we had minimal time between calls, my tutor made the time to reflect on my actions and management of each incident. We would use a ‘reflective learning’ technique and discuss what went well, what didn’t go so well and what I could work on for next time as and when a similar situation arises (Brockbank, Mcgill and Beech, 2019). 
I have been very fortunate to remain within the same response team since I started initial training. The sergeant of my response has always been supportive, and has always pushed and motivated me to develop my skills as an officer and increase my knowledge within the police force. Gaining a wider range of skills has made me feel a valuable member of the team and motivated me to continue to improve myself professionally and personally. According to Daloz (1986) a strong mentor will facilitate significant development activity that can positively impact the developmental and professional development of persons participating in a mentoring relationship. At the end of my first year my team Sergeant conducted an end of year review. This consisted of discussing and reflecting on my performance over the year and identified what my goals I planned to achieve moving forward in the next year and within my career as a whole. During this review I made it clear that my own personal goal was to join firearms at some point during my career as i am more suited to an operational role rather than an investigative role. As I came from a military background I also feel this is a natural progression and I will already possess a number of desirable skills for this new role. During this discussion I identified that my Sergeant was using a ‘Person-centred approach to coaching’. This approach to coaching places the person at the centre and promotes growth, empowerment, and good transformation (Bachkirova and Borringto, 2018). We were able to establish the professional training goals I plan to achieve in my second year within South Wales police.
The first professional training course I completed was the ‘Police support unit’ training. Through the completion of this course it allowed me to be part of a specialist trained team where I could and have been deployed to spontaneous or pre-planned public order events or incidents (College of policing, 2013). For example, in 2023, I was deployed in response to the riots that occurred in Ely in Cardiff. Following this, with my line manager’s approval, I attended and passed ‘Conducted energy devices’ (CED) training, this is commonly known as ‘Taser’ training. CED is a weapon system that provides a less lethal tactical option, by firing two probes on a person when deployment is successful it will deliver an electrical current which should incapacitate the receiver. This tactic can be an option when responding to policing incidents where there’s a possibility of conflict (College of Policing, 2022). The final professional course that I have been able to complete was the ‘standard response’ driving course. By passing this course I am now qualified in responding to immediate emergency response incidents using all the emergency ancillary equipment the vehicle is fitted with (College of Policing, 2013). 
Through the completion of these courses, it has made me feel an asset and a valued member of the team. I am now able to respond to all types of incidents without the need to call for other officers who possess these specialist skills. On reflection, I am grateful to be placed in such a supportive team as without my line manager informing me of course availability and recommending me for these courses, I would not have been able to obtain these further skills to aid me with my policing career. This in turn has given me the ability to gain more experience and knowledge as an officer and enabled me to play a positive part in the South Wales police Organisational mission. The mission is set by the National Police Chief’s Council (2016) and applies to all police forces across the UK. It is delivered to all forces and updated every 10 years via the NPCC ‘Policing vision’ with the latest version being in place until 2025. The mission is ‘to make communities safer by upholding the law fairly and firmly; preventing crime and antisocial behaviour; keeping the peace; protecting and reassuring communities; investigating crime and bringing offenders to justice’. 
Now that I am in my third and final year and my probation is drawing closer, I am eligible to apply for specialist roles within the police force. As previously mentioned, I have had a keen interest in joining a firearms unit therefore with encourage and support from my line manager, peers and colleagues I submitted an application for a chance to become a ‘Authorised firearms officer’ (AFO). Fortunately, I was successful in passing the paper sift, scenario based interview and fitness test and I am due to start with the firearms unit in September ’24 once I successfully pass my probation period and I am confirmed in rank. By becoming an AFO it will give me the skills to do my part in achieving the policing’s mission as I will receive specialist training on how to manage conflict situations which will assist me in ensuring community safety and protection of members of the public (Metropolitan Police, 2024). 
In conclusion, I feel that the past three years during my probation have been a steep and continuous learning experience. At the start of the course, when failing an exam on two occasions I did wonder whether this career path was right for me and my family. However, with the support of my peers, training staff and supervisor, I have developed and grown both personally and professionally as an officer of the law. I feel this progression has helped me develop in to professional officer who is confident and proud of his practice. This was due to my continual motivation to become the best officer I could be. I did this by frequently asking questions, reflection on my practice and seeking feedback from my colleagues and peers.
Personally, I am very proud of my achievements during my probation period as I started this journey with not being in education for two decades and struggling with academia. I am now coming to the end of a university degree which is not something I thought I would be doing at point in my life. I am very excited for what the next few years has in store for me within South Wales police. 
Looking back on the support I received, I hope that one day in the future I could become a mentor to new probation officers to share the knowledge and experience I have.
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