[image: ]


BSc (Hons) Professional Police Practice 

LEVEL 6 - 40 Credits

Workbook title: Competency Based Workbook 3 (PCDA) 
12 elements 8000 Words - BMPF 6000D

(SOUTH WALES POLICE, GWENT POLICE AND UWTSD)


	Learner name: Bethany Slack

Learner’s University Registration Number:
1916168







FACULTY OF BUSINESS AND MANAGEMENT
PUBLIC SERVICE PROGRAMME

Module title: Professional Police Practice 3 (PCDA) BMPF 6000D




Workbook Guidance

Please read these notes carefully; they provide essential information.

What is the workbook for?

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

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

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

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

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

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






Confidentiality

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

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


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

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



NOTE

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

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


Dyslexia and other special circumstances

If you have any condition that you feel may affect your ability to deal with any part of the programme, please see the Student Handbook for further guidance. The University has a Student Services Unit that may be able to help but it is the learner’s individual responsibility to contact them. 




Guidance: 

· Your workbook must contain the items specified in the table below (clearly identified and in the order given).
· You should use this document (electronically on Moodle) - insert your text / answer within each section of this workbook.
· You should upload your completed document as a saved pdf file of this workbook; if this is not possible then a Word Doc file is acceptable. Do not send a scanned file from a photocopier, an apple.dot file, or a Microsoft publisher file as Turnitin will not be able to assess them despite you being able to upload them.


Contents 

	Workbook 
	Area of Professional Practice 

	Word count

	Task 1 
	Understanding the Police Officer Role
	2000

	Task 2
	Communication Skills – social media
	2000

	Task 3 
	Leadership and Team Working
	2000

	Task 4
	Coaching, Mentoring, Assessment
	2000

	
	
	

	 
	Bibliography
	

	
	Total
	8000





Task 1

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

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


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

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

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


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



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



ANSWER:

In this task I am going to be talking about the College of Policing as an organisation and their strategic role in policing and what challenges they face. I will also be evidencing how I am and have been working to fulfil the role of a modern police officer and also discussing how times have changed within the Police and what the Modern policing looks like now. I will also be talking about how my final year of probation has seen my role change throughout the years and what has improved or become worse.
I will be looking into the strategic Policing requirement, Policing Vision 2025 and the College of Policing’s 5-year strategy in order to evaluate the strategic role of the College of Police in Professionalising Policing in the U.K. 

The College of Policing is a professional body for the Police in England and Wales. They set out the standards in which the Police should meet in all areas such as public protection, major investigations, stop and searches and many more. In their first years they set out the Code of Ethics which sets out the principles and standards of behaviour that is expected to see from Police Officers. The College of Policing have created a 5-year strategy in order to help Police officers and staff to take responsibility to maintain the skills and knowledge that is necessary to succeed. 

“UK policing is well respected throughout the world and we are building on this firm foundation, identifying the strategies and tactics that are successful in preventing crime and helping those working in policing to translate them into action” (Marshall, 2014).
The College of Policing have a vision to be an elite professional body that will provide members of the force with the knowledge and skills to prevent any crimes occurring and to protect and secure the public and their trust. The college of Policing have values that they abide by these are integrity and respect. They deliver a professional service by admitting they make errors and by following the Code of Ethics. The College of Policing promotes equality by allowing everyone of different ethnic background and cultures to have a voice, cooperating and communicating their decisions openly and to embrace challenges that arise (College of Policing, 2014).
They also build an evidence base about what works to reduce crime in different areas, these include crimes such as domestic violence, drink-driving, and knife crime. One of the other things the College of Policing do is make sure that Police officers and staff are up to date with their training, skills and expertise by professionally developing them. “We connect everyone working in the police and law enforcement to understand their challenges” (College of Policing, 2023).

In relation to the training that the College of Policing do for Police officers and staff these things include online training such as NCALT packages, which are training packages that are completed online to help with the officers development and to assist them in gaining more knowledge about a subject. The College of Policing also issue force training days where training on various subjects are delivered in person. Although some of these products have been approve of, there is a frustration about the general standard and the collaboration between the products that are available and the learning outcomes that the Police require (College of Policing, 2022).
They also set out Policing guidance and operational guidelines which should be followed by every Police force. These guidelines are set out to inform officers and staff on how to deal with different types of crime. This can range from Neighbourhood Policing to Conflict management, obtaining initial accounts and vulnerability related risks. The college of Policing work alongside other partner agencies some of these are the home office, chief constables of all forces, Police and crime commissioners, Her majesties Incorporate of Constabulary (HMIC), Police officers and staff and academic partners. 

According to the College of Policing review report there is a lack of stability and cooperation in many areas. These are areas where the workforce and public would expect a unique approach (College of Policing, 2022A).
One of the challenges that the College of Policing faces is that they need to improve their engagement with frontline officers and take into consideration their experience and perspectives to set out the policies. “The College is not seen as a credible voice by many” (College of Policing, 2022B). Although the College of Policing has improved over the years there is still further to go such as getting involved in the big issues that are faced by policing and making themselves more vocal about them.  


Policing has changed a lot over the years in many ways, some for the better others not. “Despite ongoing attempts, there is a lack of a culture of learning from mistakes in policing” (College of Policing, 2022C). The Police service is being affected in different ways which could be a reason as to why some of these mistakes are made in the first place. Some of these significant changes are funding cuts, adjusting to scrutiny and a shift focus from the volume of crime reduction to managing threat, harm, risk and vulnerability. These factors are opening the police up to scrutiny. 
Muir. R (2018) stated that some forms of recorded crimes are reducing but because of the increased use of the internet, international mobility and globalised markets, which in turn creates new opportunities for criminals, this has made the workload for the Police become significantly more complex. 

There are also crimes which are more recognised and that have been accepted over the last few years such as Domestic Violence, this includes men as being victims, Child Sexual Exploitation and Hate Crimes. There is a lot more knowledge and understanding of these crimes now then there were years ago. Police are changing the way they work, the factors that are driving this are intelligence-led policing, threat of terrorism and DNA analysis. The strategic Policing requirements were issued in July 2012. The 2023 version introduces an additional national threat which is violence against women and girls. Some of the national threats that are set out in the strategic Policing requirements are violence against women and girls, child sexual abuse, public disorder and serious organised crime. There are clear expectations that due to these being a national threat that Police forces should be working with others and other agencies and that the Police should have the capabilities to tackle violence against women and girls (Home Office, 2023A)
There are a few other changes which have been identified in the strategic policing requirements some of these are that there should be a more detailed description of how the threats should be tackled and an enhanced serious and organised crime section, this is to ensure that crimes such as fraud and organised immigration crimes are being noticed and dealt with efficiently and effectively. (Home Office, 2023B)

In 2025 the Police service will hopefully continue to form the bedrock of British Policing by continuing to link in with the communities. Policing will also be tailored to the complex and diverse needs of society by delivering public protection to the   community and carrying out robust evidence-based demand analysis.  In relation to public engagement, digital policing will make it easier for the public to contact the Police no matter where they are. 
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” (NPCC, 2016). Although the priorities will change over time the missions stay the same. 
The NPCC (2016, p.4) state that reducing crime and protecting the vulnerable are the core priorities and to achieve this, the Police must increase working in partnership with the communities and other services. 

I am working to fulfil the role of a modern professional police officer and have been throughout my 3 years of probation. Now that I am in my final year of probation I feel as though my role has become easier due to having the knowledge and understanding of how to deal with various situations. 
There are some incidents which can be challenging, whereby I require some clarification from senior officers on shift to make an informed decision.  In the modern world of Policing there is a large amount of paperwork which needs to be completed, this depends on the report made and the outcome of the call.  I make sure that the relevant referrals are submitted to the right agencies and conduct the relevant enquiries in order to investigate a crime.  
When dealing with a situation where there is a bit of conflict whether this be verbal or physical, I make sure that I do not use force unless I believe it is necessary to do so. I attempt to use communication tactics in the first instance to try and decrease the tension. I also make sure that I am familiar and stay up to date on the laws and make sure that I keep that knowledge. I do this by looking at the definition of certain laws and look at the case laws to go with it. I also do the same with the Policies and procedures of the Police and make sure that I abide by the Code of Ethics. 

Within the last three years of probation, I have increased independence which has given me more responsibility with less direct supervision. Due to working the rural part of Gwent, there are not as many officers and the graphical area is very large and covers a lot of towns and villages, this does have an effect on Policing in that area as you have to work on your own a lot and when back up is required the travelling time from one place to another can be a while. I have also expanded my skills set due to attending various calls and incidents and working alongside different officers with different techniques and skills. 
I have also requested training for different skills to develop myself for the future of Policing. I have attended force training days whereby I have completed training packages online and attended training in person. Gaining this information will help me to develop my knowledge and understanding of different areas in Policing. I am also completing the degree in Policing as part of my probation. This will assist me in the future if I choose to develop further in my career. 
I have also recently joined the force Netball team. I believe that this will help me with my mental health and well-being. I recognise that the role of a Police Officer comes with challenges and stress due to the nature of the job and I am putting things in place in order to cope with these better. These are things like exercise, spending time with my family, going for a walk, cooking and spending time in the garden. 

In conclusion the College of Policing is a professional body for England and Wales. They set out the standards that the Police should meet in all areas of Policing. There are a few challenges, one of them being that the College of Policing need to engage with frontline officers to enhance the effectiveness of the policies and procedures. The College work alongside several different organisations and people in order to achieve their objective. 



Over the last few years more crimes have been recognised and the knowledge and understanding of what these crimes are and how to deal with them have increased within Police forces.  By 2025 the Police will continue to link in with communities and will also be tailored to the complex and diverse needs of society. In terms of my final year of probation, I have found that the last year of Probation has become easier in terms of having the knowledge of how to deal with different incidents and the policies that need to be followed before, during and after the incident.  I have also put things in place to help with my mental health and wellbeing whilst working shifts. I have increased independence and have gained more responsibility throughout the last three years, which has made my confidence as a Police Officer grow. (1900 words)


1

Task 2

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


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

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


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




ANSWER:

In this task I am going to be evaluating my experience of the use of Social media within the Police. I will be discussing how social media is used to inform and engage with the community and the different platforms that are used by the Police in order to deliver certain messages. I will also be looking into the risks and the benefits of using social media and how this can or cannot help Police with enquiries. 
I will also be talking about data protection and how this makes a difference as to what information can be placed on a social media platform.  

Social media is used a lot within the Police and it is a vital tool to have as it can help solve crimes, keep communities safe and also bring offenders to justice. There are many different uses for social media and pros and cons of using them. The police use social media for many different reasons such as, requesting help from the public in regards to incidents that have occurred, making the public aware of an incident such as road traffic collisions, burglaries in an area, theft of animals, asking for any information in relation to missing persons (social media appeals) and also making the public aware of good work from officers (warrants, beat surgeries, seizure of vehicles). These posts will need to be written in a professional and respectful manner. In some cases, it might involve having to place a post online which could involve scrutiny from members of the public. 

Police will use Facebook, Twitter and Instagram in order to make the public aware of something. By using these it will reach a wide range of people who follow these pages, which will get the message across to them. 
Police forces will have main social media accounts on these platforms and then there will be accounts which will be specific to different areas. “Social media usually act as an extra channel for delivering messages, but not as a mean for enabling a deeper engagement with the public” (Fernandez, M, 2017).

There is a communication strategy that contain elements, which are, awareness, understanding, reassurance and guidance. Awareness is having effective communication which shapes the relationships and service delivery between the Police and the public and to prevent misinformation. Understanding means that communication is wider than face-to-face interactions. They also increase the members of the publics understanding by making information available to them on what the police do and how they do it. Reassurance is when the technology provides many communication and engagement opportunities through various social media platforms and open data sources. Guidance is about linking in with the communities and listening to their views and acting on them. This will improve Police performance and service delivery to the communities (College of Policing, 2015).

The Police also use social media for investigations such as checking when a missing person has last been seen online, evidence of an offence such as malicious communications/threats/harassment. Before placing information up on social media in relation to missing persons, the Police would have to get authorisation from the family or next of kin of that person to say that they are happy for a social media appeal to be completed.
Social media within the Police is also used as a platform for reporting incidents. Members of the public can go onto the social media pages, such as Facebook and report an incident instead of ringing 101 or 999. This will then be picked up by the social media desk in the force and past to the relevant department. 
“social media can be utilized to engage the public in conversations on a variety of subjects as well as provide a means to challenge negative comments posted by the public and to help clarify actions taken by the police” (O’Connor, 2017).

When placing information on social media it is highly important that no data protection breaches occur. This would be things like disclosing a person’s personal details or vehicle details. When placing a post on the main social media platforms it goes to a department called corporate communications who will then review it and place it online if it meets the force criteria. This will then be placed online, and the information will also be translated into Welsh by a person who is certified and qualified to do this. 

There are several benefits for the Police using social media but there are also some risks. Some benefits are that information will reach a wider range of people who come from all different backgrounds. Members of the public can place their comments on the post and put their views across and will also be able to share their concerns. It can be used as evidence/intelligence gathering, if the Police are wanting to find out someone’s whereabouts using social media is one of the best ways to do this as it will make people aware in that area and for them to look out for that person, whether they are wanted or missing. 
“However, a not so well thought out post or ignoring citizens trying to communicate with them via social media can easily undermine a police service’s image management strategy and even worse, reinforce negative stereotypes about the police” (O’Connor, 2021)
Social media can also be used as a crime prevention and public safety tool. This is to share information and tips on how to prevent crime, public safety announcements and emergency alerts. Gathering intelligence is another benefit, this is when social media posts or profiles are monitored to help identify potential suspects and gather evidence. Police officers and staff must also ensure that they comply with respecting the individuals privacy rights. One more benefit of using Social media in the Police is crowd monitoring and event management. By using social media, it enables the Police to manage and monitor large gatherings or protests to identify any risks and to gather real-time information. By doing this the Police can then share this information with other relevant agencies such as council. 

Some of the challenges of using social media are members of the public believing that the Police could be using their time on social media more wisely. There will always be comments made which are not helpful and might come across the wrong way. The tone in which the information is written can have an impact on the public’s response and that the information needs to be relevant and useful. 
The posts are also to engage with the public and not just about giving information. By engaging with the public the Police are gaining trust from them and they will be more likely to get involved and provide information. This would be something like placing posts on social media such as Instagram and asking members of the public to ask questions or comment their opinion.  
Another challenge is that Police officers and staff are able to use the Police social media and also make their own, which could include some management challenges due to having to keep an eye on posts that are being placed on different platforms. “Content placed on social media by police officers and staff must be appropriate for public consumption and use the right tone and style” (Police Foundation, 2014).

The Police must be cautious about what is posted on social media due to data protection and that the information that is shared must not be of a sensitive nature. If this happens this could compromise investigations, officer safety or undermine public trust. The Police must make sure that the information that is being shared is correct and reliable and is not a rumour. The information must be accurate and avoid public confusion and address the false narratives.
Social media can also be an officer safety issue. If a Police Officer is active on social media and is identifying themselves as someone who works in a Police Force then they will face risks such as targeted harassment or threats. 

When placing Posts on social media, for example, investigations into Police officers and staff, the Police are opening themselves up to scrutiny. Police officers are also vulnerable whilst being off-duty due to having the capability of committing police indiscretions and incentives through social media. This will make them more susceptible to wider cultural tendencies such as encouragement to make certain disclosures about themselves and others through social media due to the having the information and data that they hold (Goldsmith, 2015, pp. 256).
On the other hand, it sends a message across to members of the public to say that it is not acceptable behaviour and that the Police will not tolerate it. Even though this could make policing and engaging with the public difficult, it can also help by showing that this is not being left and that nothing is being done about it. 

I will discuss a few incidents whereby I have used social media to assist me in various jobs. The first one is when there has been a missing person. If there is a great concern for the missing person due to vulnerability I have spoken to the parents or next of kins of the missing person and requested their authority to place a social media appeal in to help locate the missing person. This would include their name the area in which they are from and also their description and last seen and location of this. I would then write in a pocket notebook entry that the next of kin (NOK) or parent is happy for this to be placed on social media and if they are happy with this to then sign the notebook entry to confirm it. I make sure that I abide by the laws and policies stated above. This information would then be sent to corporate communications for them to make sure that it is acceptable and then place it on the social media platforms. 
From this post it has gained a lot of shares in multiple areas whereby members of the public have posted it onto certain missing person groups and amongst friends and family. Others have commented on the post with possible sightings of the missing person which has then been followed up by completing enquiries such as CCTV in that area. Depending on the outcome of this enquiry will depend what the next steps are. 
Another incident is when I have seized a vehicle, this could be for no insurance and other offences under section 165 of the road traffic act or section 59 power (anti-social driving). I will take a photo of the vehicle, the registration plate will be blurred out for data protection reasons. I will then send this picture to either my sergeant or someone who has access and has been trained to use the social media account (usually Twitter) for that area along with the information of the seizure, making sure to keep any sensitive information out. This will then be placed on the social media platform in line with force policies. 
When I have done this there are a lot of likes on the posts from people following the Police social media and there will also be a few retweets/shares which is putting the message out there that the Police are listening to what the public are saying. There are a small proportion of people who make comments which are for the post and there are some which are against the post and feel as though the Police should be spending their time doing better things. 

In conclusion, the use of social media is vital today as it is such a big part of society and there are a lot of crimes that are being committed by using social media. There are a number of benefits and challenges that come with using social media in the Police force and having to make sure that you do not breach data protection regulations and to respect an individual’s right to privacy. By using social media this is engaging with the public and by doing this is going to gain the publics trust and confidence which in turn will mean that they will be more likely to provide information and intelligence to Police. 
Police officers and staff need to be careful when identifying themselves on social media as being in a Police force as this could lead to many risks and potentially harm in the future. It is essential for the Police to establish clear social media policies and provide the relevant training to officer and staff who is using it. This will hopefully maximise the benefits and reduce any potential risks. Even though social media has many benefits this is outweighed by the risks due to the consequence of those risks being high. (1977 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:

In this task I am going to be talking about teamwork and leadership. I will be discussing these terms and what they mean and looking at how important they are within the Police Force. I will be talking about incidents whereby I have used leadership strategies to manage a range of different situations and how I was able to apply a change in my leadership style or strategy to reflect the changing circumstances. I will be talking about my flexibility in leadership style and how this has helped in various situations where the circumstances have changed.  

Leadership is a set of behaviours used to motivate a person or group of people to act towards achieving a goal that they have in common. 
There are nine guiding principles within three themes. These themes are Understanding leadership, developing leadership and displaying leadership. Under each theme there are three guiding principles. Under understanding leadership there is future leadership capabilities. This is that forces should plan for future needs. The other one is setting direction, which says that the forces should set a positive and realistic future direction that is defined and supported by the Code of Ethics. The last one is current leadership capabilities, this is when the forces should have leadership information and knowledge which is up-to-date in the organisation. (College of Policing 2017A)
Under the next theme which is developing leadership, there are performance, learning and development and talent. Performance is saying that “forces should have a strong ethos of personal improvement” (College of Policing 2017B) and that individuals should take their own responsibility for their own professional development.  The police service has a common duty for learning and development. In order to meet any future requirements, this ought to clearly differ. The last guide principle under this theme is talent, this is when the force should have programmes which are designed for to identify and develop talent and being able to access this should be fair and transparent. 
The last theme is displaying leadership and the guide principles under this theme are diverse leadership team, innovation and moral and wellbeing. Diverse leadership team is when the leadership teams should be diverse, this means that individuals should have different experiences and backgrounds and skills set. The next one is innovation, at this point the Police should be open to utilise new concepts. The last guide principle is moral and wellbeing this is when all levels of the workforce should be given great priority by the forces in terms of morale and wellbeing. 

There are different types of flexibility in leadership styles, these can be observed through various aspects. One of these is situational adaptability, this is when a leader understands that different situations require different approaches. Although, by being able to understand and adapt to different situations this could also have an effect on the leader as there is a lot of information to retain and having that knowledge leaves you open to being asked questions by colleagues, which could be quite stressful. By using this leadership style it may not be suitable when leaders must make crucial choices immediately. Different processes require time to develop and it takes time for people to adjust to new situations. (Mind Tools, 2023) 
The leader also recognises that different circumstances require different approaches. Another skill is communication and listening skills. 
Flexibility in leadership is often demonstrated through effective communication. By adapting their communication style to match the needs of the team they will be able to connect and engage better with individuals. 
By empowering their team a flexible leader understands the importance of this, they delegate tasks and responsibilities and encourage independent decision making within the team. Flexible leaders are committed to ongoing learning and development. These leaders seek new opportunities and to expand their knowledge and skills. If these leaders do not understand the importance of their role then this cold lead to several problems within the workplace. Some of these problems are…It can also sometimes be too much for a leader to take on such a big responsibility which in time could have an effect on their mental health and wellbeing. 

There are a number of leadership strategies here are some of the commonly known ones. Autocratic leadership, this is where the leader makes decisions independently without much input or participation from others. Some benefits of using this style of leadership is that decisions can be made very quickly due to not having to listen to other peoples thoughts and opinions. The problem with this is that colleagues may feel like their opinions don’t matter and this could lead to poor team morale. 
The next one is democratic leadership, this one is where the leader involved team members in the decision-making process and seeks their input. A pro to the democratic leadership style is that it builds a strong connectivity between the team, this is because everyone’s ideas and thoughts are considered. A con to this style of leadership is that it can be time-consuming due to many people having different opinions, sometimes it is not easy to come to a decision that everyone agrees with (Miller, 2017).
  
There is one called laissez-faire leadership which is allowing the team members to take full ownership of their work. The leader will offer minimal guidance and they trust the team to complete their tasks. 
The fourth one is transformational leadership, this is where the leaders motivate their team members to achieve extraordinary outcomes. The next one is a transactional leadership this is when the leaders focus on establishing clear expectations and goals and use rewards and punishments to motivate their team. Number six is known as the servant leadership. The servant leadership prioritises the needs of their team members and work to support them. These leaders focus on serving the team. The last one is the coaching leadership, they focus on developing the skills of the team and give constructive feedback to help individuals improve performance. Marshall (2017 p.3) stated that every leader deals with a situation differently and in their own style. 

Gwent Police have created a Leadership strategic plan which started in 2022 and finishes in 2025. Gwent Polices’ vision is to be an outstanding Police service that is trusted by the communities. They have also stated that they will achieve this by “equipping leaders at all levels of the organisation with the professional leadership competence and capability to deliver the highest levels of service to our colleagues and communities” (Jenkins. G 2021 p.5). The aims for the next few year will focus on key strands which will be aimed at all employees. Some of the leadership priorities are to present a framework for leadership that takes into account the existing tools for leadership development. Establish and uphold leadership standards at all stages for staff and Police officers. Another priority is also to encourage flexible methods for delivering leadership and to create customised programmes to aid in the achievement of leadership standards. The force wellbeing strategy will collaborate with the leadership strategy and take a whole new stance on physical and mental health (Heddlu Gwent Police 2021A).

The leadership strategy identifies leaders which are set out into 5 groups. These groups are everyone as a leader. For the leadership agenda to be successful and sustainable, the entire force must be included (Heddlu Gwent Police 2021B). Under this group is PCs, CSOs, custody, police staff and force control room. The next group is first line leaders, this consists of sergeants and inspectors and also staff equivalent. The next level is the mid-level leaders. These are the Chief Inspectors and staff equivalent. After this is the senior leaders, which include Superintendent ranks and the staff equivalent and then the chief officers & staff being at the top. 

In terms of myself I would say that my leadership styles vary from situational adaptability and effective communication and listening skill. Situational adaptability is “adapting approach and demeanour in real time to match the shifting demands of different situations” (Indiana University, 2023).
 Most incidents or calls that I attend, I come to a decision with the information I have and then when I receive new information my decisions are constantly changing. Depending on the circumstances and new information, depends on the decision and outcome of the incident. 
For example, I attended a call whereby a neighbour who was living in a shared house had contacted the Police stating that there had been an argument between two partners and one of them had blood on him. I attended the location and spoke with the caller who identified the male who had blood on him. I spoke to the male who would not provide any details as to what had happened. At this point due to only having a third-party report, who did not witness the incident, I did not have enough evidence at that point to arrest the male. The victim then started to disclose information to me and upon speaking with the offender I could see that on his knuckles was reddening and blood. At this point due to the changing circumstances, I applied a democratic leadership strategy, which means that I involved my colleagues in the decision-making process and if they were not happy with this then I would re-consider my options. 
Due to receiving more information and evidence I made the decision along with my colleagues that the subject was to be arrested for assault on his partner. I also made sure that my colleague was happy with this. I had to make sure that I was open to the new information that was being provided, because if I dealt with a situation with the first decision that came to my head and did not change it with the changing circumstances this would be seen as bias and against the national decision-making model (NDM) and the code of ethics. The NDM is utilised by everyone in the Police is appropriate for all decisions. 
“The NDM puts the Code of Ethics at the heart of all police decision making. This distinguishes the NDM from other decision-making models and recognises the need for all police decisions to be consistent with the principles and standards of behaviour set out in the Code” (College of Policing, 2013). 
By using my communication and listening skills I gained the relevant information from the victim in order to justify arresting the subject and having that necessity which was to prevent harm and protect a vulnerable person.

I did this by remaining calm and looked at all the evidence that I had in front of me. I had three options in this situation, arrest for assault, arrest for breach of the peace or take one of them to another address and place in referrals and a domestic abuse risk assessment (DASH). I used the national decision-making model and thought about all the possibilities that could arise for each option. Option 1, arrest for assault, even though the victim was not very forthcoming with information and did not want to provide police with a statement, there were injuries and other evidence which suggested that an assault had occurred. Option 2 was to arrest for breach of the peace (BOP), I knew that if I was to not arrest the male for assault then he would be arrested for BOP as I could not say for sure that if I left that property with both parties still there, that a breach of the peace would not occur. The last option was to remove one of them from the address and submit the relevant paperwork, DASH and Public protection referrals (PPN). Due to the nature of the victims injuries, it was clear that something had happened and that if I was to remove one of them from the address then there is a possibility that they could reattend and there could be a further incident. This would leave me open to scrutiny for not acting appropriately and potentially further injuries. I also used autocratic leadership throughout the whole of this incident due to previously dealing with a similar situation, I knew that the outcome was going to be the same if not very similar and that positive action had to be taken. This was from my personal experience. There are some disadvantages of this style of leadership such as lack of input from other colleagues. Which could in turn raise tensions on shift if they do not agree with a decision I have made. This could make the leader feel like there is more pressure on them to make the correct decision for everyone involved. 
When dealing with victims, offender or witness I also remember that I am also human and not a robot, by being more human and by showing emotion this gains more respect and trust from members of the community and also from my colleagues on shift. 

According to Auke van Dijk (2015 p.3) leadership is complex and demanding it also requires a wide range of skills which include having the capacity to switch between normal and emergency modes. It also involves being able to take charge and being prepared to live up to ideals and accept responsibly. 

In conclusion teamwork and leadership is a very important skill to have within the policing environment. Leadership is a type of behaviour used to motivate a person or group of people to move towards achieving their goal and a goal that everyone has in common. Every leader is different in the way that they work and how they deal with a situation. Depending on the type of situation and their circumstances depends on the type of leadership approach. 
By accomplishing the goals set forth, this can enhance leadership capacity, strengthen an inclusive and valued workforce, add value to the force wellbeing strategy, provide effective talent management and have leaders that are ready for future challenges. (2197 words)




































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:

[bookmark: _Hlk129171166]In this task I will be reflecting on my experience within the job as Police Constable so far and being mentored and the benefits this has had on me. I will also be talking about the effects that this has had on me throughout the last couple of years. I will be discussing the definitions of ‘coaching’ and ‘mentoring’ and how being coached and mentored has helped me to meet my goals and how this could help me to develop further within my role and to perform better at certain tasks. I will be looking into the coaching and mentoring theories that are used in Policing and how these are effective from a probationer side of view and also how they could not be effective in certain scenarios. At the end I will be concluding my task and summarising what I have spoken about. 

During my three-year probation period I have benefited greatly from being coached. This has given me a good starting point on how to deal with different situations and the enquiries that need to be completed before, during and after the incidents. When I started the job as a Police Constable I was unfamiliar on how Gwent Police force worked and what their policies and procedures were. Initially I completed 6 months of training, this is where I learned most of the information I have today, such as the definition of offences, procedures of different offences, statement taking and how the code of ethics and national decision-making model applied in everything I do.
Without this initial training I would not have felt confident to step out into the Policing world with the lack of information I knew prior.  

When I completed the initial training, I was posted out to division and coached in the Professional Development Unit (PDU). “Coaching aims to produce optimal performance and improvement at work. It focuses on specific skills and goals, although it may also have an impact on an individual’s personal attributes such as social interaction or confidence” (CIPD, 2022).
I was coached on a one-to-one basis whereby I along with my coach attended several calls throughout a period of 10 weeks. At the start of this, my coach would be the officer to take the lead in most of the calls and then by the end of the 10 weeks it would be myself taking the lead and having my coach there as a second officer who would stand back and watch and then get involved if needed. These calls were hand-picked, the reason for this was for me to be able to deal with a variety of calls and incidents, some would be ongoing, and some would have already happened. 
Due to my lack of knowledge on how to deal with situations I feel that being coached on a one-to-one basis worked best for me. My coach provided me with the guidance and information in order for me to achieve my goals, which were to complete various tasks such as arrest someone, complete a person search, conduct and interview and complete statements with victims and witnesses. By completing these it would help me to reach my full potential. I attended several calls to complete these more than once as this would build up my confidence and get me used to the various processes. 

[bookmark: _Hlk129171179]After the 10 weeks in the PDU I was then based at a station where I am currently based and have been for the last 3 years. At the start I was mentored by an officer on shift which I felt helped me settle into a new area. This person stood by me at calls and made sure that I was confident in dealing with various situations and offered support and guidance when needed. My mentor also gave me the local knowledge of people I would be dealing with and what calls are normally made to Police. 
 According to Cambridge dictionary (2023) a mentor is “a person who gives a younger or less experienced person help and advice over a period of times, especially at work or school”.  A mentor’s relationship can be a formal or informal one, the end goal is to provide advice and help to that person.  
The officer that mentored me had very good knowledge and understanding of the role and supported and guided me through calls when needed. This helped me to develop in my role, as the feedback that was given to me was suited to my needs which abled me to improve my performance in various areas.
Being mentored on shift made me feel at ease which helped me to sleep better, ready for the next shift.  It also gave me confidence knowing that I was doing what I needed to do, correctly, by having my mentor there it gave me confirmation that it was what I should be doing. Throughout the 3 years, I have gained independence and have been mentoring new recruits. I have been sharing my knowledge and experience with them to further their understanding and increase their performance.

A coach or mentor has key accountabilities whilst carrying out this role. They must make sure they establish a professional relationship with the individual they are coaching/mentoring. This means speaking to them and clarifying boundaries and develop mutual agreed expectations, this includes roles, responsibilities, time commitment and to gain trust from one another. The difference between a coach and mentor is that a coach is a person who provides guidance to another person on their goals and helps them to reach their full potential, whereas a mentor is a person, such as a colleague, who shares their knowledge and experience of the role which might help another to grow and develop in the role (PushFar, 2021).
Another accountability is to assist the person in identifying their objectives and breaking them down into manageable steps. Then specify the steps they want to take and carry on assessing their objectives. Mentors/coaches should offer advice and guidance, this includes signposting various developmental opportunities which will contribute to their learning and development. It is then down to the coach/mentor to examine the relationship goals and effectiveness, and results attained (College of Policing, 2023). They will then decide on necessary changes and share them with that person. The mentor should then provide feedback to the individual on how they have progressed. 

Whilst I was in training and stationed out on division my coach and mentor both carried out these accountabilities and were very professional in doing so. By being mentored this has helped me to learn, develop and perform to the best of my ability. This has also helped me to identify and correct any gaps in my skills and knowledge, by being guided through my probation to be able to make the correct and informed decision based on the circumstances in front of me. 
As I am in my last year of probation even though I am independent I still require some help and advice with certain situations, but I am lucky to have a supportive team and supervisor who I work with daily. My team are also very proactive which I feel brings us closer together. By being able to approach my colleagues and supervisor this has helped me manage my workload and build my confidence knowing that I can ask them any questions.

I have met a lot of personal, professional and organisational goals throughout my three years of probation, such as arresting a number of persons, having stop searches that have had a positive result, protecting vulnerable persons by investigating crimes and improving my mental wellbeing. I have completed courses that I have requested and waiting to complete further courses that I have put my name down for. One course that I have completed so far is the Blue light driving course. I have put my name forward for a search course and waiting for the course to start. I have detected several crimes and have had positive outcomes throughout the last 3 years. I have also worked with different agencies to resolve various issues, such as council, schools and GPs and making them aware of certain incidents whereby safeguarding is needed. I have done this by completing Public protection notifications (PPN), Domestic abuse risk assessments (DASH) and also Multi-agency referrals (MARAC). 
 
I have met these goals by using the GROW model. “The GROW Model is a four-step system for setting and achieving goals” (Threadgould, 2023). GROW stands for goal, currently reality, options and will. An example of this was completing the blue light driving course, the goal was to complete and pass the course. The reality at the time was that I was not able to drive to emergency calls therefore it would take me a lot longer to arrive at the location of the call. The options were to put my name forward but I went on maternity leave this was an obstacle which meant I had to wait longer for the course. Also staffing levels had an impact due to not having enough officers working on shift. After coming back off maternity there were a lot more officers working on the shift which meant I was able to complete the course so I put my name forward. Completing this course has enabled me to get to emergency calls on time. 

I have recently started sports and have joined the Police netball team after being off for a year. By taking care of my wellbeing outside of work I feel has helped my confidence and performance within work. My personal goals throughout the last three years have varied. At the start of my probation my goal was to pass and complete my training, and then become independent. It is also a goal for me to continue to help and support my colleagues. This will be a goal which will carry on throughout my career in the Police. Another goal is for me to be able to manage my workload more effectively and to manage my time better. I believe I have achieved this by making lists of what actions and enquiries need to be completed and listing them from top priority to the least and then ticking these off one by one. I will complete all these enquiries to the standard and with the behaviour that is expected of me by Gwent Police. 

Being coached and mentored has helped me reach the organisational goals by protecting life and property, upholding the law, stopping crimes from happening and bringing offenders to justice. Receiving feedback from my coach, mentor, colleagues and supervisors in my opinion is very beneficial and a good way to know what I have done good on and what needs to be improved. I look at feedback as a way of developing for my personal and professional benefits which would then help towards reaching the organisational goals in the future.

According to the University of Southampton (2023) some of the specific advantages of mentoring include being supported and empowered in your personal growth, receiving assistance in identifying and achieving your career goals, boosting your confidence, strengthening your mentoring and coaching skills and having access to a senior role model. 
I found that the only problem with being coached/mentored by one person is that you might not like certain ways they are dealing with incidents. Once I completed the coach/mentoring stage I found that working with various other people I picked up different ways of dealing with certain incidents which suited me better. There are several disadvantages of being coached/mentored, Gravells, A (2023) states that one of these is that “the learner may become dependent or reliant on the coach/mentor and not think things through for themselves”. 

I would give feedback to people in two different forms, motivational and developmental.  Motivational feedback is when “you’re congratulating or praising a team member for something they’ve achieved” (Excel communications, 2023). Developmental feedback is when you tell that person what issues have raised and what they can do to improve it. 
I would ask them what they thought went well and not so well, by doing this it is giving their opinion on what they felt and what they could do to improve this. I would then explain what they did and what they could improve on and how to improve this. I would then explain to them the things that they did well by giving an example. After the feedback has been given I would then ask them if they have any questions or anything they would like to add or anything they do not agree with.

In conclusion I found that being mentored and coached throughout the last three years has benefitted me greatly. It has helped me reach many goals whether these be personal, professional or organisational ones. The mentors and coaches have accountabilities which they must remember when carrying out their roles.  There are many benefits of being mentored/coached as stated by the University of Southampton. It has aided me in many ways by giving me the confidence and helped me develop through being coached to becoming independent. It has provided me with the knowledge and understanding which has assisted me in helping to serve and protect the public, bring offenders to justice and to tackle crimes.
Being mentored and coached the last three years I have received a lot of feedback and I have also given feedback, whether this be to my coach/mentor or colleagues in the workplace. For me, having feedback is important for the job I am in, it is reassuring to know if what I am doing is right and if not how to improve and progress this for the future.  (2197 words)
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