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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:

The strategic role of the College of Police within the UK is that since being formed in 2012 the college is an operationally independent body of the government. The college is the professional body for England and Wales, they support everyone in order to assist with reducing crime and increasing the ability to keep people safe. The college share three core values which are to share knowledge and good practice, support professional development and set standards. The college plays a significant role ensuring there is positive change taking place across Police forces (College of Policing, 2022).

The main ways in which to remain professional and to increase personal professional standards whilst working as a Police Constable, are essentially to follow the core values of Policing, along with ensuring you follow the National Decision Model (NDM) at all times, whilst remaining impartial. The NDM consists of 6 parts, namely, the code of ethics, gathering information and intelligence, assess threat and risk, consider powers and policies, identify options and contingencies and finally, take action and review. The NDM has been developed to be utilised by everyone within policing and for any form of incident, whether pre planned, spontaneous or immediate (College of Policing, 2013). The NDM places the code of ethics at the heart of its structure. The code of ethics which was developed in 2014 details multiple core principles to uphold within Policing which are accountability, honesty, integrity, leadership, objectivity, openness, fairness and respect. These principles not only apply to dealing with members of the public but also within the workplace between Police officers and staff (College of Policing, 2014).
 

Taking into account all of the above information, I am now going to write about how I have been able to fulfil the role of a Police Constable within modern day professionalisation of the Police force. In the front lines of both the criminal justice system and the prevention and detection of crime, constables are indispensable. Constables collaborate daily with stakeholders, the community, and other law enforcement officials to uphold law and order, assuage public fear of crime, reassure residents, and foster confidence in order to enhance the standard of living for all (College of Policing, 2023).It is clear from day one when attempting to join the Police that as an individual you require some level of education and also a variety of personal qualities, which include being able to work as part of a team, however being able to work under your own initiative is important too. The initial six month training period to become a Police Constable is certainly a daunting task and whilst there is no “on the beat” training during this period, there is a substantial amount of information and learning supplied varying from powers and policies to officer safety training. 

Following on from the initial training period up until now, my final year, I have utilised all I have learnt and grown each aspect as much as possible on a daily basis. Within Policing there is room for fast growth and expansion of knowledge and understanding, alongside huge amounts of life experience which can be obtained from persons I encounter when attending at incidents. Throughout the past three years, each year an Occupational Competence Portfolio (OCP) must be completed and cross checked by a supervisor. The OCP allows me to document key skills in which I have completed and feel competent about, it allows for me to express and concerns or worries I may have, furthermore allowing me to discuss with my supervisor any gaps in my knowledge I may require assistance with but also allowing me and my supervisor to be able to see my progress year from year and to ensure that it is on a positive increase rather than on a plateau. 

I am now going to reflect on how my role and ability as a Police Constable has changed over the three-year period and how much impact being in my final year has made to my development within my role. I am going to reflect upon a domestic incident scenario which I attended early on my career. A domestic incident is defined as “any incident or pattern of incidents of controlling, coercive or threatening behaviour, violence or abuse between those aged 16 or over who are or have been intimate partners or family members regardless of gender or sexuality” (City of London Police, 2024). Three years ago, it was all about learning the basics of the Police role within a domestic incident and the absolute importance of obtaining the best evidence and safeguarding victims of domestic abuse. Actions to be taken would including obtaining statements, capturing photographs of injuries, submitting public protection notifications, considering any safeguarding concerns around children involved and ensuring the use of body worn video. “Safeguarding means protecting people's health, wellbeing and human rights, and enabling them to live free from harm, abuse and neglect” (Care Quality Commission, 2022). 

The importance of explaining all avenues of progression available to a victim is important however when I had first started, I was not fully aware and still learning myself, albeit the victim and members of the public did not know my service time, I was not fully confident about passing information as I was still learning it all myself and did not wish to mislead anyone. In stark contrast to my Policing role now, in year three, I am a confident member of the Police force with a substantial amount of knowledge gained for every aspect of investigations, particularly with domestic incidents due to these being on the increase and the importance of “getting things right” the first time to maintain the trust of the victim. 

After reflecting over the past three years, I can see improvement in my own progression, knowledge, confidence, and investigative experience. This enables me to explain each angle of an investigation now fully to a victim or whomever it would concern. I am now fully understanding of out of court disposals, victim focus documents, domestic violence protection notices and orders and the importance of ensuring bail conditions are strictly adhered too. The drastic improvement in my ability to reflect on each incident as is a step within the NDM allows me to notice anything I could have done differently or more efficiently of which I will ensure to change the next time. I have realised that being a Police Officer is always going to be one continuous learning curve, no matter the length of service, every officer learns something new or a new way to do a task on an almost daily basis, this learning approach allows for quick and efficient professional improvement. 

In 2015, the Policing Vision 2025 was developed by the Association of Police and Crime Commissioners (APCC) and the National Police Chiefs’ Council (NPCC) alongside the College of Policing and the National Crime Agency (NCA). It is explained that the vision set out a plan for the 10-year period between 2015 and 2025 on how the Police shall adapt the use of their resources in order to keep people safe. There are five main priorities raised in this reform and they are as follows; more integration of social services, health and education, delivering specialist operational departments differently to make it more cost effective, the use of the internet to allow for sharing of evidence to be increased, the College of Policing to work with forces to provide the skills and knowledge needed for assisting in this reform and finally, business support functions to be integrated with emergency services to further reduce costs (NPCC, 2016). 

After one year of the Policing Vision 2025 being in effect, the NPCC launched a review to ascertain progress and further intentions. This review captured various positive changes which included the implementation of new multi-agency teams throughout England and Wales, an extra £20 million to be provided across three years to enable better investigation of online child sexual related offences, uplifts in the number of firearms officers and regional organised crime units, the College of Policing trialling a national medical welfare service and new recruitment and assessment centres to examine best practice approaches to enable a further diverse workforce (NPCC, 2017).

First implemented in July 2012, the Strategic Policing Requirement (SPR) was based on section 77 of the Police Reform and Social Responsibility Act of 2011. The 2023 edition reinforces the legitimacy of the current concerns and adds violence against women and girls as a new national threat. The national threats listed in the SPR are terrorism, violence against women and girls, national cyber incidents, child sexual abuse, civil emergencies, public disorder, serious and organised crime. Violence against women and girls’ inclusion within the SPR sets out clear expectations for Police capabilities to tackle and manage violence against women and girls, also how the Police collaborate with other agencies and other Police forces throughout the United Kingdom (UK) (gov.uk, 2023). Section 77 of the Police Reform and Social Responsibility Act of 2011 details that the secretary of state must from time to time, issue a document which sets out their views regarding the national threats and the Policing capabilities to deal with said threats. It also states the secretary of state must liase with Police chief officers prior to the submission of the document (legislation.gov.uk, 2011). 

In summary, after taking into consideration and conducting research on the Policing Vision 2025, the Strategic Policing Requirement, the College of Policing’s role, the leadership of the NPCC and the APCC alongside the NCA, outlines the role of a Police Constable and any officer between them and the Chief Constable. I have adapted all of these outlines and recommendations into my daily role without necessarily knowing about all of the legislation and organisational involvement. It is clear that throughout Police training, officer development, mentorship and tutorship that these values and aims for the Police force are pushed into your knowledge and the way you carry out your role subconsciously. On a day to day basis the emphasis within Policing regarding violence against women and girls is huge and it is described by many as being a crisis. For South Wales Police, the chief constable includes violence against women and girls within the delivery plan and officers like myself enforce this with ‘positive action’. “Police officers have a duty to take positive action when dealing with domestic abuse incidents. Often this means making an arrest, provided the grounds exist and it is a necessary and proportionate response. Officers must be able to justify the decision not to arrest in those circumstances” (Gibbs, 2019). I have certainly learnt that in most scenarios, in respect of immediate safeguarding, I am required to more often than not, make an arrest. However, where situations arise where I am able to utilise out of court disposals, I shall use that outcome. The out of court disposals allow positive action and victim satisfaction without the intrusive action of arrest. Finally, it is clear for me upon reflection that I am the officer today due to constant training, and support from colleagues, learning new things each day and taking ideas from other officers to develop my own skills. I certainly know that throughout my career, each day gives something different and there is always room for development and improvement. 
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

In this essay I am going to write about the use of social media within policing and how it is used to inform and engage with the community. I am also going to explore and evaluate the positives and negatives of using social media as a means of gathering information and intelligence and how useful a tool in can be to share important information quickly. 

I am aware that South Wales Police use Facebook, Twitter and Instagram which are available to the public to access, follow, comment and send direct private messages. Facebook is a social networking site where users can watch short videos, talk live, share photos, leave comments, and submit links to news stories or other noteworthy online material (Nations, 2024). Twitter is a social media platform that connects users and gives them the opportunity to share their ideas with a large audience. On Twitter, users can find articles about the most important news and happenings of the day, follow individuals or businesses who share stuff they find interesting, or just chat with friends (Forsey, 2019). Instagram is a social networking platform where users from all over the world share images and videos of their daily lives, as well as posts about art, fashion, food, travel, weight reduction, and other topics. Consider it a kind of visual journal where you can select the best moments from your life and show them to loved ones, friends, and even complete strangers (Nelson Alexander, 2023).

Social networking sites have a variety of uses for Police, particularly in identifying suspects outstanding for a crime, or for locating missing persons. Furthermore, social media can prove vital in producing evidential CCTV footage held by members of the public who may well have caught an incident or part of an incident on their camera. Firstly, I am going to document the South Wales Police force policy when using social media to identify a suspect. The force policy states, “There is nothing in the Code to prevent police from showing films, photographs or other images on television (locally or nationally), the internet, or in newspapers and other publications, to the public or police officers and staff and other law enforcement personnel for the purposes of the recognition and tracing of persons involved in criminal offences” (Justice services, 2015). 

My personal experience with the use of social media as a means of tracking suspects is relatively limited as this is not really something a person in my role uses on a regular basis, however, I have been involved in such a line of enquiry. The use of social media for identifying offenders is extremely useful for police. The sharing of an offender’s image, CCTV footage from the incident, specific clothing descriptions, along with descriptions of tattoos or distinguishing marks can prompt a large response from members of the public to get in touch with police or anonymously with Crimestoppers. With 100% anonymity, Crimestoppers is an independent organisation that empowers you to speak up against crime. Whoever you are, wherever you reside, in towns or businesses. By phone and online, all year long, around the clock. To ensure that everyone feels safe, they also offer guidance on how to keep the people you care about safe from crime (Crimestoppers, 2021). Also sharing along with the above information is the offence the person is wanted for and finally, safety information, for example, if the offender is dangerous and poses a risk to members of the public, a message will be shown for persons not to approach the individual and to just contact the police immediately quoting a specific reference number. 

Our increasingly digitised society has seen the introduction of new methods for both committing and investigating crimes thanks to social media. Social media platforms such as Instagram, Twitter, and Facebook give criminals a place to operate. Additionally, they let the police search through user-generated content that is publicly available, including postings, images, videos, and private data. Police have utilised social media to look into crimes in ways other than during significant public gatherings. Numerous crimes, including sexual assaults, weapon possession, online threats, and murders, have been brought before courts using evidence from well-known social media platforms that detectives have obtained (Klippenstein, 2021). One of the main avenues when involving an online sector of investigation is known as open-source enquiry or open source investigation, the practice of using publicly available data and intelligence gathering methods to find hidden details, confirm facts, and carry out research. It entails the analysis of information from public data sets, social media, and satellite photography, among other sources (Creta, 2023).

When considering the use of media engagement, the following principles should be adhered too; We promise to treat every segment of the media with uniformity and to be transparent, helpful, and fair. To do this, we'll work to disseminate accurate, timely, and relevant information as soon as we can. Good public relations and the marketing of South Wales Police depend on collaboration with the media. It is the force's duty to notify the public about topics of interest or concern while upholding acceptable privacy standards and adhering to data protection and human rights principles (Llewellyn, 2015). 

In my personal experiences with the use of social media within policing, I have utilised it multiple times when I am dealing with a high-risk missing person, however, prior to posting an image along with basic personal details of the missing person it is important to obtain the consent of the next of kin or a family member who is in a position to provide the consent. The term "next of kin" describes the relative or relatives with whom you are closest. It is not necessary for a next of kin to be a blood relative. Although this is the case the majority of the time, it could also be a close friend or partner (Services, 2024). It is particularly important when dealing with a vulnerable missing person to obtain this consent as early as possible, this could be a person with additional needs or someone below the age of 18, the list is not exhaustive. A person who is considered vulnerable may require additional care, protection, or support due to their age, disability, or increased risk of abuse or neglect (gov.uk, Vulnerabilities, 2022). The details of a missing person which may well be shared onto social media, mainly Facebook in my experience, would include but not limited to, name, date of birth, area of where they reside, area and time they were last seen, along with an up-to-date image of the person and an accurate description of clothing they were last seen wearing. On occasion, information can be shared in relation to where the missing person may have links too and if these links are out of South Wales Police force area, then other police forces may be asked to share the post onto their own respective social media networks. 

Maintaining a positive social media presence can help both your department and the community by fostering a sense of community and a trustworthy relationship through mutual engagement, offering a platform for questions and tips that you might not otherwise share, taking control of the department's reputation in the community, and disseminating information quickly and easily that could protect your neighbourhood, assist in apprehending suspects, and locate missing persons (Burger, 2013). The idea that social media enables police forces to do their jobs more efficiently is a major factor in the resources that these organisations have spent utilising it. This argument frequently goes that by interacting with people on social media, the police can accomplish fundamental policing objectives related to maintaining order and combating crime and disturbance. Police have been known to use a push-pull strategy when dealing with social media and the public. One-way communication is known as "a push strategy," in which users are pushed information by police accounts. To keep individuals safe or discourage them from committing crimes, for instance, police accounts may share recommendations and advice. In contrast, the ‘pull strategy’ upholds the well-established notion in the literature on policing that "citizens are the eyes and ears of the police" and can, thus, contribute significantly to the provision of policing due to their familiarity with, proximity to, and understanding of residents and situations (Ralph and Robinson, 2023).

Police view social media as useful in nearly every kind of criminal investigation. However, there are several technological hazards when using information from social media, which leads to a widespread anxiety of making mistakes. Because of the ambiguity of the legal frameworks governing digital investigative action, investigators may feel as though they are operating in a grey area. The police's current organisational structure and professional concerns act as a mediator in the use of social media. To improve ties between the police and the community, law enforcement organisations are becoming more and more interested in interacting with and learning from the public on social media (Bullock, 2017). From listening during meetings within work about the use of social media in policing, it is important to note that Police Officers may well be vulnerable on their own personal accounts due to some criminals potentially locating officers’ profiles and personal details about their daily life therefore potentially posing safety risks to officers and their families. The force promotes officers having social media however emphasises greatly on how to use social networking in a safe manner and to remain vigilant.

In conclusion, the research suggests that there are more positives than negatives in relation to the use of social media within policing for the purposes of informing and engaging with the community, however, there is also a lot of policies and procedures to be followed when utilising social networking sites. It is apparent that the main uses of social media for Police Officer’s are to assist with identifying offenders, finding missing persons and for pushing out important messages to members of the public very quickly and on a large scale. Officers are to follow the force policies in relation to the use of social media to be able to ensure that the force stays within the guidelines and do not cause any breaches or commit any offences themselves. It is important to note what information is and is not allowed to be shared in order to maintain no data breaches or leaks to the public domain. Social media has proven vital in investigations; however, it also has a negative impact on occasion for Police Officer’s, especially in relation to their personal accounts and their personal information being obtained by criminals and used fraudulently or to cause harm to an officer or their family. Albeit this may be rare, however, officers are advised to remain professional and vigilant whilst using social media in a personal or a policing capacity. Finally, I have documented some personal experiences of social media and I can certainly say from my experiences that the outcome has always been positive however I am aware that on occasion this may not be the case. 
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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:

In this essay I am going to discuss the varying types of leadership styles and I will be critically evaluating and evidencing my use of the leadership styles within my role as a Police Constable. I will also be analysing how I have been able to apply changes in my leadership styles to reflect changing circumstances within incidents I am involved in when dealing with members of the public but also when dealing with colleagues in the workplace. I will also be establishing the definitions of leadership styles to ensure full understanding of each one. I will be exploring what affect the use of multiple leadership styles have on the outcome of their use when dealing with victims. 

According to research, the most successful leaders modify their approach depending on the situation, whether it's a shift in the environment, an alteration in organisational dynamics, or a turn in the economy. However, what if you believe you lack the skills necessary to adopt even one more leadership style, let alone several? Fortunately, personality does not determine one's fate. You may still learn how to adapt multiple leadership styles to organise, encourage, and guide your team even if you're naturally introverted or have a tendency to be more driven by facts and analysis than by emotion (Knight, 2024). 

Thorough research suggests that there are 6 more common leadership styles which are widely recognised. These 6 styles include authoritarian leadership, participative leadership (democratic), delegative leadership, transformational leadership, transactional leadership and finally, situational leadership (Cherry, 2023). Authoritarian leadership is defined as a method of leading where the group's members are not consulted before making any decisions, giving commands, or assigning tasks (Bell, 2015) and participative leadership is a leadership style that emphasises open communication, values team members' opinions, and involves them in decision-making processes. This strategy encourages greater participation, teamwork, and can result in more innovative solutions (Myers, 2024). Delegative leadership encompasses leaders to have faith in the knowledge and judgement of their team. They don't breathe down people's necks or act like micromanagers. Rather, they lead by example, establish the general course, and then take a backseat to allow their team members to take centre stage. It's leadership with a dash of "You got this!" (Ganesh,2023). Transformational leaders are always expecting the best of everyone and taking responsibility for their own actions. These are characteristics of transformational leaders that motivate their team members. They have good dispute resolution abilities and clearly defined goals. Elevated engagement and productivity follow from here. Transactional leaders, the premise behind this leadership style is that team members sign a contract promising to follow their leader. In most cases, the "transaction" consists of the team member receiving payment from the organisation for their work and cooperation on a brief assignment. It is the leader's authority to "punish" team members whose work does not live up to the required standards (Mindtools, 2024). A flexible and adaptable leadership strategy known as situational leadership allows leaders to customise their approach to meet the demands of specific team members or members. It is predicated on the notion that certain circumstances call for various leadership philosophies, contingent on the degree of competence and dedication exhibited by the followers. Paul Hersey created situational leadership in 1969, and it offers a dependable method for coordinating a leader's actions with the demands of the people under their influence (Baker,2022).


I believe that throughout the past three-year period within my role I have adapted multiple leadership styles when dealing with colleagues and members of the public, namely transformational, delegative and participative. I have adopted these leadership styles alongside my personality. Firstly I am going to evaluate and evidence my leadership styles when dealing with my colleagues, I always enjoy seeing others doing well, surpassing their goals and gaining achievements and accolades for their role, however, I also believe that the best way to learn is to be told what the desired outcome is, to then discuss what the learner or colleagues path to make this outcome successful would be and then allowing them to conduct their actions and then taking time to reflect after the incident to see if there is room for improvement or to ascertain whether a different approach would have been more appropriate. I have spent a lot of time taking out new Police Officers, some of whom are within their tutorship period and therefore they look to me for advice, knowledge and experience, however by the end of their three months tutorship they are required to be signed off as competent and able to go out as a lone officer, therefore ensuring they are not taking a back seat throughout tutorship. I am a big team player, which can be evidenced by the fact I am always double crewed and backing up my colleagues at incidents they are attending, I believe building strong, emotional team bonds are essential to allow for strong team bonding and better outcomes and safety for the whole team and also to allow for a better service delivery to the persons whom we come into contact with each day. Building stronger bonds amongst team members is known as team bonding. Building social capital or solidifying interpersonal ties that facilitate improved teamwork among employees, is another aspect of team bonding. Teams with higher social capital, that is, greater social connections are more cooperative, courteous, and collaborative (Miles, 2022). 

I am now to evidence and evaluate the use of my leadership styles whilst managing members of the public that I encounter daily as a part of my role. I believe I adopt authoritarian, participative, delegative and transformational leadership styles in this area. I would say that within policing, the authoritarian leadership style is utilised more than the others, especially when managing domestic related incidents as a lot of the time the victim does not wish for the perpetrator to get into any trouble and therefore I have to make a decision without taking into consideration what they wish to happen due to having to take positive action and arrest the perpetrator to ensure appropriate safeguarding for the victim. Perpetrators come from all age groups, social classes, and ethnic backgrounds, but they often display a few basic behavioural characteristics from the very beginning of the relationship. Jealousy is a highly prevalent characteristic of abusers (Broxtowe women’s project, 2020). Once the perpetrator has been arrested and is within Police custody the other leadership styles come into play. I would further attend at the victims address and speak with them, taking into account all of their feelings and emotions, explaining to them all of the routes of actions available to them, ensuring them that they feel that they are safeguarded and ascertaining whether they wish for anything immediate to be imposed by Police at that given time. I would also fully explain the statement process, documenting that everything has been explained to the victim, also evidencing any injuries and the initial disclosure in order to push for a victimless prosecution should the victim still not be willing to support Police action. When no direct evidence is presented from the complainant, the case is referred to as "victimless prosecution." This is likely to occur only in cases where a victim is a) unwilling to provide evidence and b) it serves the public interest for the prosecution to proceed without the victim. The likelihood that the victim will be shielded from future abuse in the event of a successful prosecution is one of the most prevalent reasons of public interest (Criminal Law Team, 2018). 

Furthermore, the use of delegative leadership when dealing with members of the public is important for me, I utilise this style to explain to the person what I am expecting of them and what the end goal is, however, the actions required to get there are to be conducted by the person in question only. I may be able to provide some support to this person by submitting document to third party agencies, however, I do not have direct involvement with their decision-making process. Also, I am also promoting victim led policing and therefore when dealing with a victim the decisions are ultimately always theirs, the only exception being domestic incidents as explained above. Victim-orientated policing is a strategy in which police officers respond to a victim's needs right away, offer trauma-informed services and referrals, and assist the victim in engaging with the criminal justice system. This strategy aims to improve the involvement of the public in investigations as well as the position of victims in the criminal justice system (Paterson and Williams, 2018).

In contrast, if circumstances allow, I utilise participative leadership. This allows for me to enable the victim of crime to feel fully involved within the decision-making processes and the investigation. I am able to make the victim feel incorporated within my role by assigning them tasks and making them feel valued and as an important member in the direction of the investigation. Using this leadership style allows me to form a better policing-public bond, enabling stronger communication and trust from the victim towards the police. The trust from the victim is very important within policing. Confidence levels may be impacted by the community's relationships with the local police. Positive ratings of police confidence are likely to come from those who know the officers by name or by sight, as well as from people who think they have the power to influence local policing choices (Merry et al. 2012).

To summarise, it is clear that there are many leadership styles that can be adopted and developed by an individual for use on a daily basis and in a variety of different situation and under different circumstances. I believe that during this essay I have evidenced, evaluated and analysed the use of leadership styles that I have adopted over the past three years within my policing role. I have now realised myself how important it is to build on the use of leadership styles and being able to apply different styles and strategies as a situation changes, and in my role these changes may happen very quickly at times. Research shows that the leadership styles do vary in qualities and that some styles are assisted by an individual’s personality. It is vital to understand that the use of a variety of leadership styles allows for a more promising outcome in most scenarios and they also allow for a more positive work-based bond and also a promotion in trust from the public within policing. The use of more than one leadership style allows for a more successful and dynamic leader, making this person a more sought-after team member and/or team leader. I have analysed the use of leadership styles in multiple situations and how they affect the outcomes and more often than not, positive use gives positive outcomes. 
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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:

What is mentoring? Mentors offer a secure environment for reflective thinking, encouragement and support, exploration of strengths and blind spots, opportunity for self-challenge, creation of insight, and goal-focusedness. Mentoring is essentially about the person as a whole. Although performance improvement might be one goal, the mentor acts as an agenda-free facilitator with a more all-encompassing emphasis that encompasses learning and personal development. Typically, the mentor is more seasoned and older. Although mentees' immediate seniors have had successful mentoring relationships, it is ideal for the mentor to be apart from the mentee's assessment and daily tasks. While some definitions imply that the mentor offers guidance and whilst considering the fact that contemporary mentoring models place more focus on the mentor's role as a facilitator, helping the mentee make changes and talking through possibilities that the mentee has chosen. As a result, a mentee chooses what options are best for them, gets guidance from their mentor on how to proceed, and receives continuous support from the mentor during the transitional phase (Macafee and Garvey, 2010).

What is coaching? During the coaching process, a person receives direction on their goals or objectives in order to help them realise their full potential in particular areas of career or personal growth. By listening, probing, and politely criticising their opinions, the coach assists the person in reaching their own decisions and determining their next course of action. They can also assist in developing a more positive mindset and breaking down goals into more manageable steps. When someone is up against a particular obstacle, needs to learn a certain skill, or is being considered for promotion within an organisation, you may want to consider using a coach as a support system (Sword, 2021).

Professional goals are what make a successful career possible. The goals you set are based on your qualifications, degrees, and noteworthy accomplishments in the fields of business and education. Personal goals, on the other hand, are either short- or long-term objectives associated with your family life and way of life. Your personal objectives can, for instance, have to do with your physical well-being if you want to drop weight or finish a half marathon. Some of them, like studying yoga or journaling, can also be applied to improve your mental health. These could include long-term aspirations, like getting married and starting a family. Personal goals are more concerned with your relationships, happiness, and general well-being than professional goals are with your education and professional achievements. Professional goals usually have a timetable that you can manage. This is especially true for goals related to education, like earning a degree. Since personal goals are usually more emotional in nature, they may not adhere to a set schedule. In addition, they could be harder to accomplish than career goals. While personal goals usually have no material rewards, which makes them easier to forget, professional goals contain incentives that encourage you to keep working towards them (Indeed Editorial Team, 2022).

When I first joined the Police in 2022, I set out multiple professional and personal goals. My professional goals consisted of being able to successfully complete the Police Constable Degree Apprenticeship programme (PCDA), to be able to carry Taser, to complete my response driving course, to apply and be successful in joining the Traffic department as a Traffic Officer. The PCDA entry route combines classroom-based academic theory and learning with dynamic, hands-on practical experience gained in the job. From the moment you start working, you will be a police officer, allowing you to make money as you learn. The PCDA programme typically requires three years to finish, with a third-year option for specialisation (Join The Police, 2021). The personal goals I set out for the three-year period included improving my confidence when speaking in public to persons unknown, relying on my own decisions more often and being competent to make the correct one, understanding how to grow my knowledge and Policing ability by learning from my mistakes and to ensure I maintain a good work-life balance. 


Over the past three years, I have almost completed all of my goals, both professional and personal. I am due to attend my Taser course soon, I have completed my standard response course, and I am nearing the end of the PCDA. I have been unable to apply for Traffic due to there being no vacancies however that professional goal still stands. I have also succeeded in my personal goals. I have most definitely seen drastic improvement in my confidence levels in almost every situation, my knowledge has grown in relation to offences, out of court disposals, other disposal methods and with regards to general knowledge of Policing and other Policing departments. I am sure I have also maintained a healthy work-life balance which has assisted me physically and emotionally to continue in my role and to be the best Police Officer I can be whilst not putting strain onto family relationships at home. What is the Taser? A taser is also known as a conductive energy device (CED), is just one of the several tactical options available in a potentially conflictual situation. The CED provides an electrical current that momentarily disrupts the body’s neuromuscular system and causes excruciating pain which momentarily incapacitates the target (College of Policing, “Conducted Energy Devices”, 2022).


The coaching and mentoring I have received during my service has assisted me in becoming an experienced, knowledgeable, and proactive member of the Police force. The support and learning provided to me by my initial tutor and the ongoing support from colleagues on my team, my supervisors, and other departments staff, allow me to excel in my role with confidence. I have learnt and continue to learn every day I have been in my role. I have also learnt that if there is something I come across in my role and I am not sure of the answer, or how to deal with a situation, then the best thing to do is just ask somebody else, whether that be a team member or a supervisor, everyone helps each other, making sure there are less errors and that the Police force as a whole is represented by willing, proactive and professional staff.

With regards to my performance within the workplace, this is governed throughout the probation period by completing the Occupational Competence Portfolio (OCP), completing the Incident Checklist, and conducting regular reviews with the supervisor and the training team. The OCP allows me to document specific points each year where I feel confident within a certain area, for example, interviewing. Within the OCP there are many sections regarding interviewing, these could include interviewing as a solo officer, presenting exhibits during interview and also providing a legal representative with a briefing. I have conducted many interviews throughout the probation period and therefore when I felt fully competent in the listed areas, I was able to provide an occurrence number and sign to state I was feeling confident with said topic. The OCP was then reviewed, and dip sampled by a third party and a meeting held to ensure that I could be signed off as competent. So far during my probation I have been signed off each time and been given both positive and negative feedback on my work, however, alongside the negative feedback comes suggestions on how to improve. 

I am now going to write about how I provide and receive feedback, but firstly, what is feedback? “Feedback is a response to a person’s activity with the purpose of helping them adjust to become more effective. Feedback comes in various forms, including evaluative (how you did and where you are), appreciative (how you are valued and recognized), and coaching (how you can improve)” (CONAWAY, 2024). Some of the things you can do with feedback include finding areas for improvement as an individual, a team or a force, identify strengths you hadn't thought of, reply quickly to consumer feedback and complete the loop. The feedback of which I provide and receive generally in-cooperates evaluative and appreciative feedback and then finally, some coaching. I believe providing feedback in this way is the most appropriate way to assist in person on improving within their role or with a specific task. During the times I have received feedback, I have first of all been told on the points that were to be discussed, I have then reviewed the points with the person providing feedback and on occasion noticing the strengths and weaknesses myself, finally, the person providing the feedback will then give their advice and tips on how to improve, sometimes providing extra learning material, or direction to a task specific course or webinar. Generally the feedback received comes from supervisors or instructors, however, feedback is also received from colleagues and from members of the public, although this feedback may not always be constructive and could be interpreted as criticism, I see it as still an important part of growth as an individual, a team and a whole force and therefore whether the feedback is positive or negative it should still be considered and acted upon where necessary. 

In conclusion, it is clear that coaching, mentoring and feedback are vital during an officer’s early stages of career, especially during the initial 3 month tutorship period. I can also state from my experience that without all of the guidance and support I have received over the last three-years, I would be a completely different officer today. After conducting research upon mentoring and coaching I have been able to define and understand the differences between each one and similarly with researching about feedback, I have been able to distinguish different ways to approach providing feedback and also once receiving it what it allows for us to do. I have provided reflection upon the OCP and incident checklist which were a vital part to my three-year programme and upon looking at the retrospectively, it is clear that there are huge improvements from the initial one three-years ago and that the progress within my role is on the rise and a constant increasing learning pattern is adapting healthily. Upon reflection, I now understand fully how important goals are, whether these are personal, professional or organisational, having goals set give a focus on what to look to achieve within the future or within a certain set timescale, also completing these goals gives a great sense of satisfaction and happiness and also allows for positive feedback, again giving a higher feeling of satisfaction with the effort and progress being made. Finally, whether mentoring or coaching an individual person, a team or a force on a wider scale, the importance of it remains. Mentoring and coaching allows for development on a small or wider scale and allows for each person involved to be a part of a positive change, also giving the ability for every person to give feedback to the mentors and coaches but also for the mentors and coaches to provide feedback to the officers. 
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