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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:


This essay will evaluate the strategic role of the College of Policing in professionalising the policing tin the UK. The College of Policing was established in 2012 as a professional body for police forces in England and Wales. It was created with the purpose of providing police officers and staff with the skills and knowledge necessary to prevent crime, better protect the public and build public trust with the forces. They are operationally independent arm of the home office. 
The College of Policing (n.a.) states they do this by connecting everyone working in the police and law enforcement to understand the roles and challenges those roles bring .The college uses goes on to say they use evidenced based knowledge in everything they develop working practices and theories to support the policing community. The College of Policing goes on to state they “give a voice to professional policing on standards, skills and capabilities” The College of Policing (n.a.)



The college outlines achieve support policing communities through three main area which are; 

“Support professional development - We set requirements, accredit, quality assure and deliver learning and professional development, promote diversity and wellbeing and help to nurture and select leaders at all levels.

Share knowledge and good practice- We create and maintain easy access to knowledge, disseminate good practice and facilitate the sharing of what works.

Set standards - We set standards for key areas of policing which help forces and individuals provide consistency and better service for the public” 
The College of Policing (n.a.)

The college have clearly identified the three keys’ areas and have been transparent in how they support the policing across England and Wales. The above approach by the college demonstrates how important they are to professionalising policing and the benefits that having such professional body has to Policing. A few key points are by setting standards of policing across England and Wales of how they trained ensures that members of the public would all be treated in the same, fair and professional manor. Equally, by breaking down and sharing best practices can help forces develop quicker and more efficiently. For example, where one force struggles with a certain area of policing and another force excels in that area, information can be shared. 

In 2014 the college also created the code of ethics, which has formed an integral part of how I act on a day to day basis as police officer and in my personal life. The college defines the code of ethic as;

“the exemplary standards of behaviour for everyone who works in policing. It is a supportive, positive, everyday decision-making framework and is a constant reinforcement of the values and standards that policing is proud of” Collage of Policing (n.a.)
The code of ethics puts responsibility back on the individual police officer or police staff. It does this by encouraging the police officer or staff to take responsibility for the actions, by reviewing the decisions they make and asking themselves is this fair. It would also allow them to make professional decisions and ensure they do the right thing. 
Embedded within the code of ethics are the 9 policing principals which are Accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect and selflessness. These 9 principles are there to remind and ensure officers act with these principles in mind. 

The “National Decision Model” (NDM) which is a decision-making model that all police officers use to assess situations or incident and help them make ethical decisions. The NDM is a circular chart with the “code of ethics” sat in the centre, with the following 5 stages running outside, gather information and intelligence, assess threat and risk and develop a working strategy, consider powers and policy, identify options and contingencies and act and review what happened. 

The College of Policing (n.a.) states; 
“Understanding, practising and using the NDM helps people develop the knowledge and skills necessary to make ethical, proportionate and defensible decisions in all policing situations” 

Having attended incidents and applied the NDM, I know that it is a proven and tested means allowing me to deal with the incidents and make decisions that are in line with the code of ethics and the 9 policing principles. It also allows me to ensure the decisions I make have a positive impact on the force, the communities I am serving are ensure members of the public are treated with respect and ethically. Furthermore, the code of ethics and NDM have allowed me to learn from my decisions by reviewing my actions once the incident is over. It enables me to reflect on my actions, analysing what I felt went well and highlight areas of development where I need to improve and further my learning. I have also found the Collage of Policing website extremely useful when developing my skills or further my learning around areas I feel I need to improve, due to their vast library of further reading. 

The collage of policing also created the “Collage of Policing’s 5-year strategy”. The aim of the strategy is to "promote and support academic and other research partners to focus on the priorities outlined by the police profession, the public, and our partners," (Collage of Policing 2015). The general public will have access to the data and be able to participate in consultations to establish new standards.

One key area of the Strategy, “Supporting police forces and other organisations to work together to protect the public and prevent crime” has had major impact on how I deal with certain incidents and the sharing of information with partner agencies such as social services, domestic violence, mental health services, offender management and others. One such example would of an incident I dealt with involved a missing person (Misper). The Misper was 17 and no stable family home. She was living with the cousin and their partner. I was able to locate the Misper and conduct a found report, where I would essentially conduct a conversation to understand why she had gone missing. Once I built up trust with the Misper she disclosed the reason she left was due to her cousin making sexual advances towards her and offering her illegal substances. Following a detailed conversation, the cousin had only messaged her via phone and had not assaulted or forced himself on her. In relation to offences, although his actions were wrong, he had not broken any apart from possible substance offences, which would be difficult to prove. My next action would be to raise a Public Protection Notification where I would document my findings and they would be shared with the relevant agencies in relation to the Misper. I felt I needed to do more and was able to speak to the Mispers social worker directly. Following this conversation, I discovered the cousin was to be made an official guardian of the Misper and social services were going to allow her to live there permanently. I also learned that the cousin and partner had a young child, who could also be at risk. This then led to more than one PPN being raised for the Misper and young child. This meant that although I had no policing power to deal with the cousin, other partner agencies would become involved and safe guard the Misper and the young child. 

The above example also forms part of the “Policing vison 2025” which was a vision created by the National police chief’s council (NPCC) and Police and Crime Commissioners (PCC’s). The aim of the vision is to “far better use of digital technology, is integrated with other agencies to prevent crime and delivers effective services to provide best value for money for the public” NPCC2016.

The vison was created to shape decisions about how police force use their resources to keep their communities safe. The five priorities of reform are local policing, specialist capabilities (ie armed policing, major investigations and surveillance), Police officer trained to deal with cybercrimes, the collage of policing to provide the appropriate training and business support functions to be consolidated. 

The priorities that I feel affect me and shape how I am fulfilling my role as a police officer are local policing, specialist capabilities and the collage of policing. 

Local policing, where the aim is for more integration with health, education, social services and community projects will shape how I police with the communities I serve. This means there will be more communication and intergraded support with other agencies and effetely improve the support and service provide to communities. 

Specialist capabilities should improve the number of policing teams I can rely on and seek further advise in relation to incidents or crime I deal with. One such example of is an assistant shout where I aided in catching a suspected drug dealer. Speaking with the specialist drugs investigation team, they located the suspect on the back of a response officers arrest of another nominal. They discovered a cannabis grow at his business workplace and located documents for several properties spanning three counties. When the information was flagged up with intel, all property were suspected of being cannabis factories and which were now identified and confirmed. 

The final priority that affects me fulfilling my role as a police officer is the College of Policing. The provide the frame for me to follow and develop my poling knowledge leading me to be more effective in my role. 

I note that I am becoming more confident in the role an taking the above into account I am beginning to see how I fit into a larger policing plan. I have started taking out probationers to calls, whilst now also being one of the experienced officers on shift. I now find myself ensuring I am adhering to the code of ethics and showing the correct behaviours within the policing environment, as now there are new officers looking to me for guidance.  

Having attending calls on my own and with newer officers I now feel more confident when dealing with incidents. Having experienced quite a lot in the last two and half years I feel I have significantly improved if I think back to when I first joined my shift. Although I have gained in confidence and experience, I think it’s important to keep myself grounded and not become set in a particular way to deal with an incident. I constantly review incidents I have attended, refer back to the NDM and code of ethics to analyse how I dealt with it and how I could have done it differently. 

Whilst I have grown in confidence there is still more, I need to do in order to develop as a police officer. Such areas I have identified are my wider knowledge of police laws, in particular roads policing and develop my understanding when of case files when preparing files for the crown prosecution services. I am constantly reviewing the road traffic act and in particular the typical times of infringements I would encounter on shift.  

With my confidence growing, I have conducted further police issued training to carry taser and completed a driving response course allowing me to blue light to emergency calls. I am also trained in public order, making me a part of the Police Support Unit (PSU) who predominantly police football events. I have also enrolled on a number of other courses that will benefit me when investigating crimes and attending emergency calls. A large part of my development as previously mentioned comes from self-reflection and identifying areas I need to develop in order to become a more complete police officer. I utilise the college of policing website for additional support as a starting point and then look at wide resources to learn. 
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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:

Social media platforms have grown on popularity in the last decade and continues to gain momentum, with sprout social (2023) estimating there to be 4.89 billion total social media users worldwide. They go on to estimate that an average person goes between several different social media platforms per month and users spending an estimated 151 minutes per day on the sites. The sheer volume of estimated users potentially provides a new platform for police forces to engage with their communities.
The Police foundation (2014) wrote that social media offers the police a way of connecting and engaging with members of the public by enabling important information to be distributed quickly and easily. A benefit highlighted by the police foundation is that social media can assist in intelligence gathering. The foundation went onto highlight the growing numbers of the general public using social media allows forces to reach wider communities. They specified it presents better opportunities and is increasingly seen as a game changer for the police. However it also presents challenges, meaning there would need to be governance on how the police use social media. 
The College of policing, the professional body for policing created The Code of Ethics in 2014, it created the code to define “the exemplary standards of behaviour for everyone who works in policing”. Within the code there is guidance on how officers used use social media, which states Officers must use social media responsibly and safely. This can be done by ensuring that nothing posted online would be interpreted by the public or their policing colleagues as being offensive, discriminatory, abusive, oppressive, harassing, bullying, victimising, or otherwise out of line with policing principles. Officers must not publish online any publication or material that could damage their own reputation or the reputation of the policing profession or run the risk of bringing legal action against them. I feel that it’s important to reflect that the guidance does not differentiate between police run or an officer’s personal social media account, however both can have an impact the police forces reputation.
 
The association of police chiefs (ACPO) published in 2015 published guidelines on how police forces and officers should use social medias. Whilst the report highlights the benefits of social media is also contains important guidelines to follow. An important aspect it refers to is schedule One (Code of Conduct), Regulation 3 (7) of the Police (Conduct) Regulations 2004 applies to all police officers. The regulation requires consideration for any information they encounter is treated as confidential. Other than in the regular course of police duty, the information they potentially come into contact with should not be utilised for personal gain or disclosed to third parties. Similarly, unless they have been given permission to disclose it while doing their duties, officers should treat information about force policies and operations as confidential.


Further to the above regulation officers would have to abide by the Data protection act 2008, which in summary means any personal information used by police must be used fairly and responsibly. 

Further relevant and important points to consider from the ACPO publication is the following in relation to officers personal social media usage;
“Police officers and police staff are advised not to make any comment or post any images of behaviour on the Internet or social media which are, or could reasonably be perceived to be, beliefs or conduct that are contrary to the expectations of behaviour outlined in Schedule One (Code of Conduct), Regulation 3, Police (Conduct) Regulations 2004”
and when revealing personal information. 
“Criminals and others may seek to use the Internet and social media to identify personal information about police officers and police staff with a view to embarrassing, discrediting, harassing, corrupting or blackmailing them or their families for their own benefit”.

Having reviewed the above information, I now realise that thought and careful consideration would need to be taken before publishing any policing information to social media. Failure to follow guidelines and releasing information that should not be in the public domain could have a detrimental effect on how communities perceive police forces and could have consequences for the force of police officers releasing that information. It’s also important to note the guidance for officer’s personal use of social media.  Each police force has its own internal force polices which provide strict guidance on how police social media account should be used. 

The police force uses several social media sites such as Facebook, twitter, tick tock to name but a few. I will analyse the benefits social media can have on policing and how forces use these platforms, along with highlighting issues with not following the above force policies. 

Social media is effectively a communication platform, The College of Policing (n.a.) wrote successful police engagement and communication with the communities they serve can be beneficial to the police. They highlight that it can assist with preventing crime and anti-social behaviour, identify offenders and help the police to bring them to justice. It can also assist the police in providing a service that the respective forces and communities it serves can be proud of and keep those communities safe. An example of I have experienced where social media has assisted bringing offenders to justice and address the fear of crime. One such investigation I experienced where both areas were addressed was a burglary in the early hours of the morning. Due to the time there if the event the general public would have been asleep and upon waking up there would have been speculation within the community on what happened and if there was any further risk. I was able to apprehend one of the suspects, with one outstanding. Social media was used, and the community was made aware that one suspect was caught and in police custody, allowing the force to reassure member so the public the police were taking action. The post also addressed the second outstanding suspect by providing their discerption, this then led to members of the public identifying the subject. Within 4 hours of the first suspect being detained, intel provided from the community identified where the suspect and they were arrested. For me the most significant aspect of social media in this incident was how the community could be reassured the police were acting, it identified the second suspect, leading the arrest and how quickly it took do so. 
Another example of social media being extremely useful are with missing persons. One such incident where experiences the benefits was with a young girl going missing. I and three other shifts, approximately 9 officers had been attending homes of known associates and addresses to locate the female. The initial searches were negative. Due to enquires being unsuccessful, social media posts were published with details of the missing persona in within an hour, information was given by the public and I was able to locate the missing person. 
Other areas where social media is used by the force is through neighbourhood policing and roads policing teams. Though something I am not personally involved with, I have seen how they are used. The neighbourhood policing teams use the platforms to communicate with the community. They can make them aware of anti-social behaviour issues in their areas and providing advise on how they can report and safeguard property. They also post pictures of events and meetings they run. This can be positive in several ways; communities can see police engaging with the community. Members of the public who were not at the meetings know what was discussed, allowing police to reach a wider audience. Road’s policing using social media to promote traffic crimes they have dealt with, which shows them taking action. Another benefit here allows them to address and promote traffic crimes that some members of the public may not be aware of. One such example could be illegally designed registration plates. A member of the public could have such plates on their car, see the post, remove them avoiding police contact. This theoretically could have a positive impact on that issue, reducing the number of infringements and then traffic officers to address more serious related crimes. 
The downside to social media is there are also a wide range of risks that can impact policing investigations, lead to a negative public perception of the police or even endanger offices. 
An example of social media potentially hindering an investigation that I was a part of was large scale drugs raid. There are number of anti-police sites, one such account is “Fed Spotter” which can be located on Twitter. Members of the account take pictures of police vehicles and post them to the site. On the day of the operation the was a rallying point for all officers, such was the scale the marked vehicles drew attention and before the briefing had started, images of the heavy police present were on the twitter account. There were more posts once officers began to head to their targets. The issue here is that if the intended targets were followers of the account, they would then have seen police heading into their area, effectively tipping them off and allowing them to move evidence or evade police. 
The “fed spotter” account has also led to unmarked police vehicles being identified and again allowing potential suspects being aware of the registrations and potentially evading or hindering covert operations. 
There was also an incident reported though Wales Online (Jones, 2021) where an offender obtained a copy of a victims statement through his solicitor and attempted to post the statement online through “Fed Spotter’ with the aim to intimidate the witness in not providing his account at trial. 
There is also a danger to operational police officers being identified through social media and subjects they deal with harassing their families, something of which I have experienced within my team. Whilst dealing with youths causing anti-social behaviour, they took a dislike to a colleague with unusual surname. The offenders were able to locate her Facebook account, locate family members and sent them harassing and threatening messages. The offenders were only identified when they when arrested for a separate offence I investigated. Their phone was examined, and the phone was logged in to the account sending the messages. 
Whilst I have analysed police social media, there is also a risk of how police officers use their personal social media accounts. The Independent office (IOPC) published in 2021 that following several investigations into serving police officers sharing in appropriate content on social media. The OPC Director General, Michael Lockwood (2021) said; 
“From racist, sexist, and other discriminatory comments to photographing crime scenes and using social media to contact victims of crime for sexual activity, it is concerning that a small number of police officers appear to think that this is acceptable behaviour”
So, whilst all the good social media can do for a policing purpose, it can be undone with police officers not abiding by the Poling code of practice and effetely tarnishing the force they represent and how members of the public and communities see the officers who serve them. As someone who has no social media presence, due to the companies not doing enough to educate users on appropriate use, I have changed my perspective on its usefulness. Whist there are several risks, having experienced the benefits of using police social media for a policing purpose, I feel that it is an essential tool that can be used to engage with communities. I do how ever feel that force need to ensure officers have regular training on the use of social media for both personal and police use. It would also fall to the individual officer to consider the Code of Ethics and policing principles before posting to social media. 
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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:


I will evaluate and evidence the various leadership style and how I utilise them in a policing incident. The Oxford learner dictionary (n.a.) defines “leadership” as “a group of leaders of a particular organisation” and the word “leader’ as “a person who leads a group of people”. These are very basic definitions of the words, with the most significant issue is that the definitions do not account for the vast and different views on how leadership has evolved with the styles, strategies and models that are used in the modern world. 

Previously I thought of leadership and leaders as being a managerial structure, where leaders sit in a hierarchy structure to manage and lead the individual workers towards an originations goal. However, having reviewed literature on leadership and applying to my day-to-day role, I have come to realise that I act as a leader every day in my role as a response police officer. 

A blog entitled “The role of police leaders in developing the profession” was written by Dame Shirley Pearce (2015) who identified that there is a need for leaders who can inspire and empower others, whilst creating a shared purpose within policing. Dame Shirley believes that “good leaders are needed at every level in an organisation. They must listen to others, actively encourage challenge and welcome difference, create space for reflection, and think about the health and wellbeing of their staff as well as the organisation”. This would go hand in hand with my role as a response officer, where I attend policing incidents and take control of the situation. I would be looked upon by the victims or members of the public to take charge of the situation. I would also need to take leadership of my colleagues if I was first on scene. Here I would take an account, request back up and pass information to detain or locate suspects, whilst I deal with the victims. Good leadership in these situations as identified by Dame Shirley would also benefit the teams by working together and recognising the importance of values and how people operate in order to deal with those incidents police officer’s attend.  

A review of police leadership and training conducted by Lord Neyroud QPM (Neyroud.P 2010) further emphasised the above perspective by writing “Leadership runs across the entire organisation. There are leadership requirements that should be embedded in the police initial qualification and in particular the personal ethical approaches demanded by the organisation”. Having read these findings and I now start to see that when as a response police officer attending, I need to have leadership qualities as I am expected to take control of the situation, lead the victims and communities. 

To further reinforce the above points The college of policing has researched, setting out framework and guidance as to what they expect from officers when it comes to what good leadership looks like in policing. They wrote “Police leaders build a strong sense of shared values and common purpose at all levels of the police service. As committed members of the communities they serve, leaders engage with stakeholders to set and articulate a positive, ambitious and realistic strategy, supported by a clearly defined vision and underpinned by the Code of Ethics” The college of policing (n.a.). 
The code of ethics was set up by the collage of policing in July 2014. The code of ethics is “central to the professionalisation of the police service and police practices. All police officers and staff must observe the Code and ensure it is applied for all police officers, staff and volunteers engaged in a policing within the service” (Blackstone’s, 2020). 
The most relevant learning here is that as a response officer, I am a leader who engages with the members of the public and must do so whilst applying the policing code of ethics to every decision and interaction I make. Sir Robert Peel created the principles of law enforcement in 1829, again as a way of setting out what is expected of police officer and the Policing Code of Ethics were developed around these principles. Principle two of the Sir Robert Peel’s Principles states that “The ability of the police to perform their duties is dependent upon public approval of police existence, actions, behaviour and the ability of the police to secure and maintain public respect” (Principle Two Sir Robert Peel’s Principles of Law Enforcement, 1829). For me its important to develop and understand good leadership qualities, in order to gain the confidence of the communities I server and theoretically making improving public perception of the police. 
The College of Policing (n.a.) has developed the six elements of leadership, which describes the expected behaviour from all police officers at all levels. The six elements are; “Inspiring common purpose, Developing and valuing people, Building an inclusive workplace, Leading across boundaries, Performance and improvement and Understanding self and others” The College of Policing (n,a)

Within the frame of the six elements are five stages of behaviours that are expected from police officers and staff, depending on their role. The five stages are “Stage 1 – everyone as a leader, Stage 2 – first-line leaders, Stage 3 – mid-level leaders, Stage 4 – senior leaders and Stage 5 – chief officers and staff”
The collage of policing (n.a.). 
For me, the most relevant stages would be Stage 2 – first line leader and 3 – mid level leader. To summarise, stage 2 requires first line leaders, in this case police officers to act and be involved with the communities they serve. It requires them to always show and act with role model public service and police values, meaning we must always act appropriately, in line with professional standards and promote the organisations vision and aims. Police officers would also be required to promote the forces vision and aims as well. It also stipulates that officers need to clear on their role, the tasks at hand and collaborate with other team members, teams or support organisations. This would also mean that officers need to communicate effetely with those organisations, along with victims and members of the public to communicate what actions would be taken. A greater understanding of the national policing context and vision of the policies and how to deliver them effetely. This is especially vital as police officers will be seen as the face of the organisation and will affect how victims and members of the public see the police force. 
Stage 3 – mid-level leaders would be aimed at sergeants and above, however as a police officer it would be good practise to understand the framework that leaders follow. I feel that this would be beneficial for both the organisation and the individual officer as it allows the officer to understand the requirement of their superiors, so if they attended an incident, they could think of their actions from a sergeants view and lead to a better and more accomplished service, thus providing a better perception of the organisation.  To summarise the mid-level leaders are more or less the same as Stage 2, however it focuses on supporting staff and pointing out what their staff should be performing in respect of policing vision and aims. This is extremely important as there will be a team of response officers with greater or less years of service as others on the team. SO by taking a more supporting role, good practices and behaviours can be shared and adapted. 

Taking these capabilities into account I will analyse sudden death incident I attended with a student police officer, where I can evidence and reflect upon my flexibility in leadership styles and how I worked within a team environment.  A sudden death is a death that is unexplained and a police officer’s act on behalf of the coroner to initially investigate the circumstances surrounding the death. The incident was reported by a lone paramedic who had responded to an emergency ambulance call at residential property. On arrival there were two members of the family who had discovered the deceased. Also present was the deceased brother, who was in the same room partially unconscious due to suspected drugs and unaware that his brother had passed away. 
On route to the incident, I had the student review the initial report and had them outline what they felt we should do. This allowed me to gauge their understanding and what their strengths were. I was then able to identify what tasks they could confidently carry out, enable us to collaborate and be clear on what we were both doing on arrival. Having these clear guidelines, would enable us to work seamlessly as a team and appear professional to members of the family. I also reminded the student that the initial report appears quite suspicious, and we would need to identify if there was any misdeed to the deceased death. So, whilst would need to ask invasive questions we would also have to empathetic to the family members during their time of crisis. 
Arriving at the scene, I introduced myself to the member of the family and clearly outline our role and signposted what actions we would take on behalf of the coroner. I also spoke to them about their expectations on what they expected form us. I felt by being open and explaining the process, this built a trusting and supportive relationship with the family and ourselves. This allowed me to carry out my responsibilities efficiently and effectively. My approach here ties into stage two of Sir Robert Peels policing principles (1829). Having analysed by approach with the family, I now realise that my interactions were a positive example of procedural justice. Procedural justice is “Procedural justice policing is a theoretical perspective that focuses on the informal, day-to-day interactions between the police and the public, and the ‘quality’ of these interactions” (Police now, 2010)
When entering the residence, I collaborated with the paramedic to obtain further details and obtain their medical and professional findings on the deceased’s death, which appeared to be a drug related death. The deceased’s brother was present and in a drug like trance state sat on the sofa next to the deceased. I have then taken control of the incident, reporting any significant details back to our control room. I have then had to alter our initial plan. I have requested the student to assist the paramedic to provide care to the brother, who due to suspected drug usage was not registering what was going on. 
Whilst that care was provided, I have then respoken to the family members, learning from the paramedic they were the ones that located the deceased. Initial accounts were taken, and I have then contacted CID, who are responsible for dealing with more complex investigations, such as suspected misdeeds in relation to the death, which based on the circumstances they satisfised it was not suspicious. However, following advice, I had to arrange for a crime scene investigator to attend to take photos whilst seizing the deceased mobile phones for examination along with drug packets to be examined.
Whist I understand the collage policing framework of leadership, there are vast number of other strategies that exist. Two strategies that I feel I adapted and utilised in this incident were Transformational leadership and Authoritative police leadership 

Transformational leadership is defined as;
“focuses on a “people-centered approach” that aims to inspire, empower and motivate one’s team. A leader following this approach works with subordinates to commit to a shared vision and goals for the organization, encouraging innovation and creativity in pursuit of those goals. Transformational leaders are inclusive, considering each individual’s unique needs, skills and motivations. They often have an “open door” policy to facilitate more frequent and candid communication”


With Authoritative policing is defined as; 

“Authoritative leadership is strictly rules-based with a preference for order and a sometimes military-like approach. In such organizations, the leader exerts full control over the team and subordinates are expected to simply follow and obey, not to offer feedback or contribute ideas”

(Fritsvold, n.a.)

Having learned analysed these styles, I now feel that my approach to this incident was mostly transformational policing and I feel due to my previous customer service experience, something I excel at. 

At the latter stage of this incident the deceased brother came around from his drug like state and began to become violent. This is where I have had to adapt my leadership approach to authoritative and exert full control to subdue him, ensuring he was complaint with the paramedic and further ambulance staff to avoid any potential drug consumption taking his life. 

I now understand that good leadership skills and to be a team player are essential to me as police officer. Continued development of these skills will not only help with my career development but if used correctly, through my interactions with the members of the communities I serve, will improve the community’s perception of the police. 

The justice inspectorates (2017) wrote “An essential element of good police leadership is being a role model for treating the public respectfully and making fair decisions”. 
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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:

I will critically reflect on my three year probation, discussing how I found it and highlight what I have learned along with how it could have been improved. My three-year probation an interesting, challenging and a frustrating process. The initial 3-month tutorship phase, where I was assigned a tutor who I found helpful and essential to my development as a police officer. The tutor played an important part of my learning process by supporting me on the transition from the classroom environment to front line policing. 

When the 3-month period ended, I gained my individual patrol status and joined my shift. At this stage there was no mentor or coaching supplied or clearly defined by South Wales Police. For me transition was challenging time, and I was effectively thrown into the deep end. I had my team and Sargent, who were supportive, but I felt I asked a lot of questions of them and at that at times I was overburdening them. 

Having been a coach and mentor in my previous employment and have experienced the coaching/ mentoring process that employer utilised, I have had time to reflect and compare it to the south wale police process. Having experienced two different approaches, I now question whether South Wales Police need to develop their approach and introduce coaching or mentoring for new police officers entering the role. In my previous employment, the process would run until the employees completed their probation period.  

I intend to explore coaching and developing definitions and methods, highlight how the process could be adjusted and highlight the benefits of it. 

The college of policing (n.a.) refers to coaching and mentoring as as 

“a coach or mentor works with an individual or a small group to help them to define and achieve their career and personal objectives, improve performance or resolve work-based performance issues. The relationship is finite, often over a short timescale, focusing on specific skills or improvement goals.  It can be initiated by the individual or by their line manager. This can be a formal or informal role”. 


For me the above means I should have had a coach or mentor assigned for the three-year period, whose role it would have been to help and support me adapt, to what I feel is a very challenging environment and nothing like I have experienced in my career to date. I believe I would have benefited by this being mandatory and regular informal meetings, which would have allowed me to question and understand the policing environment in a safer environment. To emphasis my point an online article discusses topics found through an online police forum found “One of the topics discussed was the absence of coaching in the policing profession. In particular, the development of interpersonal skills when it comes to professional development and increasing communication skills when interacting with others” (Magny 2021).


Furthermore, what I have found is that the college or organisations approach to coaching is limited to those who are looking to progress through the ranks, promotion or for officers who are underrepresented in policing. As outlined “This programme builds your coaching and mentoring skills, so you can play an active role in the development, progression and retention of officers and staff from groups underrepresented in policing” Collage of Policing (n.a.). Having experienced a lack of coaching and mentoring through my second and third year as a student police officer I now question if policing should adopt a mentoring or caching process that spans the three year of probation period.  

The CIPD (n.a), who a charitable organisation who support development within human resources and support companies refer to coaching and mentoring as “development approaches based on the use of one-to-one conversations to enhance an individual’s skills, knowledge or work performance”.
They refer to coaching as “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. The process typically lasts for a defined period of time or forms the basis of an on-going management style”

Having reviewed the above definitions, there are number of significant aspects that I feel that are worth exploring. 

Addressing coaching. Having experienced coaching through my previous employer, I feel that I would have benefitted from regular one to one meeting. It would have allowed me to have clear understanding of where I was at with my professional development in the policing workplace. Having experienced this through my previous employer, they would be completed monthly, with my strengths and areas of improvement would have been discussed, along with how I was performing within the work environment I found this would allow me to go away and reflect on my strengths and then address the areas of development. I feel that this would have benefited the organisation, as individuals would have more direction on development areas and allow them to bridge their knowledge gaps and become more efficient. 

The role of a coach is to ensure an employee’s skills are a the right level and they are preforming in line with the organisational goals, where as a mentor is share their experience of the role to support them.     

The CIPD (n.a.) define mentoring as “a relationship in which a more experienced colleague shares their greater knowledge to support the development of an inexperienced member of staff. It calls on the skills of questioning, listening, clarifying and reframing that are also associated with coaching”. 

Having experienced the mentoring process through my previous job, I feel that the roll of a mentor is a more personal approach and a way of developing and learning good behaviours from an experienced colleague. 

The collage of policing (n.a) refers to mentoring as;

“a relationship where a more experienced or knowledgeable person offers support, advice and guidance to help a less experienced person develop and progress. 

During mentoring:
· the focus is on career and personal development
· the mentee identifies when advice, guidance and support is required
· mentors usually have a specific professional role in the organisation or      situation
· mentors possess a wide range of knowledge, skills, and networks useful to the mentee
· the agenda is set by the mentee, with the mentor providing support”

Having identified earlier in essay that there are coaching and mentoring schemes within the force, they are directed at those looking to progress as opposed to supporting new police officers coming into the organisation. Be reviewing the above points, I feel that it is easy to highlight the benefits of a new police officer having an experienced mentor who is in the sane role. For me it would have been useful to have had coaching from a coach, highlighting my areas of development and then seeking guidance from a mentor as to how they deal with those areas. Alternatively, I feel a mentor would also be able to help understand the policing working environment. Having experienced coming being a new police officer, I found its more complex than any other job I have undertaken. Not only do I need to understand the acceptable behaviours and processes within in the organisation. I also needed to learn and understand the communities and members of the public I serve. It is important to highlight that there are experienced officers on my team who do help and guide me, I feel that it’s not their role to focus on my development. This is where is feel a designated mentor past my tutorship would have helped. 


An article on the benefits of business coaching (Auerbach n.a.) found “increasing evidence that coaching is one of the most powerful ways of developing people and adding to bottom line business performance” going on to find that “companies using coaching showed these percentages of executives reported the following benefits from the coaching they received:
· An increase in productivity (by 53%)
· Increased customer service (by 39%)
· Increased retention of senior people (by 32%)
· Reduction in costs (by 23%)”

Although these statistics are for businesses, having experienced employment at a commercial business, I realise that it is not too dissimilar with policing. The most relevant statistics for me are the increases in productivity, retention of people, reduction in cost and customer service. All the categories are potential areas of concern for policing. All though policing is not directly a customer service role, we do engage with the public and especially our victims. 

With no regular one to one meetings or specific coaching, the force encourages self-reflection, which I have found useful. I constantly use the National Decision Model (NDM). The NDM is a decision-making tool that was developed by the collage of policing to allow officer to make ethical and constructive decisions. This is how the NDM looks;

“The NDM has six key elements.
1. Code of Ethics.
2. Gather information and intelligence.
3. Assess threat and risk and develop a working strategy.
4. Consider powers and policy.
5. Identify options and contingencies.
6. Take action and review what happened”
(Collage of Policing, n.a.) 

So, whist the NDM is used real time to make decisions, I constantly review how I dealt with policing incidents I attended and run through the NDM after the incident has happened. I assess what well at each stage and what I felt I could improve or do differently next time. I grew with confidence with my team, I would start to have open conversation with the officers who I was paired with, discuss how they would have dealt with the incident and ask for their feedback on how they felt I did. I also find myself observing my colleagues when they take the lead during an incident and later asking questions about their approach. The negative outcome of this approach is that it took time to gain in confidence to have those conversation, whereas I feel if there were a specific coach or coaching process in place it would have been more structured, timely and efficient. 


As previously mentioned, this support from my tutor was there during the three-month tutorship and I found it extremely valuable. However, once I gained individual patrol status, that support process disappeared. I felt that I was left to find my own way and at times I found this quite stressful and even counterproductive. My team and sergeant were there to support and answer questions, however I saw that as putting more demand on their already busy schedule and at times I felt like a hindrance. Having been a coach/mentor though a previous employer, involved in setting up the support network for that employer and experiencing it first hand, I feel that had there been some form of continued support through mentoring or coaching would have allowed me to adapt to the role quicker and more efficiently. This is an area I believe the organisation needs to explore and develop further. 
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