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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:

In this essay, I will be focusing on and reflecting upon my final year of probation, as well as discussing how I carry out my role as a police constable to ensure I fulfil the role of a modern professional police officer.

I will begin by examining the College of Policing (COP) and their role. To do this I will critically evaluate the COP and its role in upholding standards within policing. I am also going to be discussing the COP Code of Ethics and the importance of it. The ethical policing principles are in place in order to ensure all officers do the right things, in the right way, and for the right reasons. 

The College of Policing play a crucial strategic role in professionalising policing in the UK. Established in 2012 (College of Policing, 2012), the COP is responsible in setting out standards of policing, aiming to enhance standards, skills, and knowledge within the police. As seen on a corporate strategy document published by the COP which documents their 2022-2026 plan it supports these points, (College of Policing, 2022). Through various initiatives and programs, the COP has been instrumental in shaping the landscape of policing within the UK. 

One key aspect which is outlined on the COP website (College of Policing, 2014, p.8) is where they set out their vision as “to be a world-class professional body, equipping our members with the skills and knowledge to prevent crime, protect the public and secure public trust.”
The COP also outline their values which to be precise are integrity and respect. 

The 2024 COP code of ethics is inclusive and supports all persons within policing. The code of ethics is made up of two parts which are both non-statutory. 

A key role of the COP is to ensure there is continuous support in order for police officers to develop professionally. Included within this is delivering training and qualifications. 
The COP was initially established in 2012 where it was put in place to take over training and development roles which were the responsibility of the National Policing Improvement Agency (NPIA).

Furthermore, the COP plays a pivotal role in providing training and development opportunities for police officers at all levels. Through its extensive range of courses, workshops, and resources, the COP equips officers with the skills and knowledge needed to perform their duties effectively in a rapidly evolving societal landscape. By investing in the continuous professional development of officers, the COP contributes to the ongoing improvement of policing practices and ensures that officers are equipped to handle complex challenges and emerging threats. 

In addition to training and standards, the COP also fosters a culture of innovation and research within the police force. By promoting evidence-based practices and encouraging research and experimentation, the COP drives continuous improvement and adaptation within the policing sector. This strategic approach not only enhances the efficiency and effectiveness of policing operations but also fosters a culture of learning and development within the force. 

Moreover, the COP serves as a hub for collaboration and knowledge exchange within the policing community. By facilitating networking opportunities, partnerships, and information sharing, the COP enables police forces across the UK to “learn from each other’s experiences, share best practices, and collectively address common challenges.” This collaborative approach not only strengthens the overall effectiveness of policing but also promotes a sense of unity and solidarity within the force. 

Overall, the strategic role of the COP in professionalising policing in the UK is undeniable. By “setting standards, providing training, fostering innovation, and promoting collaboration”, the COP plays a vital role in enhancing the professionalism, effectiveness, and reputation of the police force. As the landscape of policing continues to evolve, the COP’s strategic initiatives will be instrumental in ensuring that the UK police services remain at the forefront of best practices and standards in law enforcement.  

As mentioned previously, the COP corporate strategy plan sets out the five strategic ambitions which are as followed. The COP state these give strategic ambitions to be “to build trust and a fair culture, transforming police leadership, support career-long professional development and wellbeing, boost core skills and to strengthen innovation and implementing what works”, (College of Policing, 2022). 

The Policing Vision 2025 is in place in order for the COP to set out a plan for a period of ten years. The Policing Vision is in order for decisions surrounding transformation to be shaped and how police services use their resources in order to keep the public safe on a daily basis by providing an effective service who the public can trust. The Vision is set out in order to continue to make improvements across policing as a whole. In order for the Policing Vision 2025 to be effective, all policing need to work together collaboratively in the public interest. (National Police Chiefs Council, 2016).

Using the Gibbs’ reflective circle (Gibbs, 1988, p49) I will be critically evaluating and summarising on the strategic role that the College of Policing plays in professionalising policing in the UK. 

The Gibbs’ reflection circle starts off by looking at ‘description’. As previously discovered within this essay, the college of policing strives to be “to be a world-class professional body” (College of Policing, 2014). They do this by ensuring that officers working within the UK are abiding by the code of ethics, upholding key standards, and values.  This is done by ensuring that mandatory training is completed, and the training is delivered at a high standard. In addition to, recruiting to a high standard, ensuring that the future officers being recruited have and follow the same values. 
I believe that by the college of policing setting out clear standards and ensuring officers are maintaining relevant training this ensures that all officers are effectively equipped to serve the community to a high standard.
To be critical of my finding surrounding the college of policing. I am aware that these high standards and code of ethics are not always abided by. There have been occasions whereby officers have been disciplined as a result of them not acting lawfully or ethically. On occasions this can be from failings within the recruitment and vetting process. Allowing officers into the police who have been previously involved in crime. An example of this would be Wayne Couzens, who kidnapped, raped, and murdered a female named Sarah Everard. Findings showed after an investigation into Couzens that he had previous “history of alleged sexual offending and predilection for violent and extreme pornography dated back to 1995” (The Guardian, 2024). This evidences that there are failings within the current vetting process which is overseen by the college of policing. 

After using the Gibbs’ reflective model to evaluate the strategic role that the college of policing plays in professionalising policing in the UK, I believe that the college of policing does play a role in professionalising UK police by ensure fundamental values and standards are met and kept. In addition to supplying officers with constantly changing and updated training which has been created using data collected. I am aware however that there are aspects that the college of policing can improve, this being the recruitment and vetting process which I have evidenced above. 
Moving forward I believe that if there were changes to the recruitment process, such as a more in-depth vetting process into candidates, this will help the college of police reach their goal to be the leading policing governing body by ensuring that candidates who do not hold the same ethics and values are removed from the process and not allowed to serve their communities. 

I am now going to be critically reflecting upon my role as a police officer and how it has changed throughout my final year of probation. The first thing I am going to do in order to evaluate my final year is identify any changes.  Throughout my final year of probation there have been some significant changes to my day-to-day role as a police officer, including shift changes meaning that I have become more senior on shift. Being one of the more senior officers of shift prepares you for carrying more responsibility. More recently I have been able to expand my skills by completing a few additional courses in order to progress my career and open up further opportunities for me in the future. I have completed my initial taser course, initialiser course as well as a domestic abuse champion course. 

Not only have I completed various courses of value, but I have also been allocated more complex investigations to investigate as a means of progressing my development and constantly improving in order for me to feel confident with any situation. There have been several investigations I have conducted throughout my third year of probation which have included burglaries, sexual offence jobs as well as dealing with a number of juveniles. 

Alongside being given more responsibility within my role as an officer, I have also gained a lot more knowledge and understanding in relation to procedures and protocols within the police which are set out by my force. Throughout my progression I have successfully used police policies and procedures set out and have ensured they’ve been used correctly. Probation has given me the opportunity to expand and familiarise myself with the policies in order to use them effectively when serving my community. 
Lastly, another significant change which I have noticed throughout my final year of probation is the way I have become a part of my shift. I have noticed this more so in my third year of probation as throughout this time I had moved area and therefore had to learn and take on board new challenges which included getting to know new colleagues. Having worked with my colleagues for a year now, I have a better understanding of the work dynamics and their working approach. Having adapted to their working strategies, it had allowed me to contribute more to the team. 

Throughout my probation, I have made good use of training and courses to which I have been eligible to complete to allow me to progress and further my knowledge and capabilities. This has allowed me to ensure I am always fully up to date and on top of new policies and procedures, as well as any legislation changes which I need to be aware of. Another way in which I have fulfilled my role as a modern police officer is by keeping up to date and using the latest technology within policing. For example, all updates are completed by using a works laptop. All officers are also issues with mobile phone in which they can use to obtain details of persons, as well as to complete several checks whilst out and about such as person checks and vehicle checks. 

Not only has my engagement with colleagues improved but also the way I utilise my communication skills when dealing with members of the public has improvement. One strength of mine is communication and has always been something I’ve excelled in. This has allowed and encouraged members of the public to feel confident when dealing with me as an officer and it provides reassurance on a daily basis that not just myself as an officer, but the force is very approachable.

Finally, within my final year of probation I have been able to reflect upon my previous years by acknowledging mistakes and setting a plan of action in order for me to improve and continue to progress within my role as an officer. Another way in which I have been able to reflect upon my strengths and weaknesses are when I have one to one meeting with my sergeant in order to conduct workload reviews and express any welfare concerns. I have advised my sergeant along the way that I would benefit from critical feedback in order for me to set myself a goal to ensure the weaknesses are improved by the end of year three. Throughout my final year of my probation, I have felt as though I have adapted new working strategies and feel as though I have become a more senior officer on shift. I have taken on further responsibilities over time and have been trusted with more complex investigations and tasks which have been allocated to me by senior management such as my sergeant. 

To conclude, the COP has played a significant role within policing within the UK by using its training workshops and resources. The COP has made a contribution in developing and improving officers within the UK by expanding their knowledge and understanding as well as their professionalism. 
Furthermore, my final year of probation has been successful, and it has opened up many opportunities and made me a more professional officer. This has been achieved by utilising COP guidance as well as continuous evaluation from myself in order for me to identify any weaknesses and always improving these where possible to ensure I am on track for what is expected of me as an officer in third year of probation.  
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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 section of the essay, I am going to be starting off by evaluating my personal experience involving the use of social media, in particular when it comes to providing information and engaging with members of the local communities on a day-to-day basis within my role. I will also be looking into and discussing the different types of social media platforms which are often used by my force in order to provide and share relevant information concerning the public. Lastly, also going to be evaluated and discussed is the force policy when it comes to using social media for professional information and engagement purposes. 

Moving on, going into detail, and evaluating my experience and use of social media to inform and engage with the community. The overall use of social media by the police has shown an effective way to disseminate information which is relevant and important. According to the National Police Chiefs Council (NPCC,2014), social media is viewed as a powerful tool for police to successfully engage with the public. The national policing lead on Digital Engagement Deputy Chief Constable Ian Hopkins states “social media is art of modern life. Police forces and individual officers have conversations with the public about many issues using all forms of social media. We aim to be the voice of authority in relation to policing matters being discussed on social media,” (NPCC,2014). 

During my experience of being a police officer, social media is used for several reasons within policing, more often than not to inform the community of information such as Road Traffic collisions (RTC’s) which have the potential to affect their daily movements, missing persons, as well as any upcoming events which involve community engagement. Social media is also often used by the force to promote and announce success which can always help improve public perception. 

All UK police forces started to introduce social media to everyday policing in 2008. More often than not, it was initiated by individual police officers, (Crump, 2011). Since 2008, the use of social media by police has increased. All police forces across both England and Wales are using Twitter as a means of publishing and sharing relevant information to the general public, (Police Foundation, 2014). Although social media is more often than not successful, there can also be times where social media can be challenging. Information shared by the police via social media platforms need to be both relevant and useful. Posts which are published which are not beneficial or practical have the potential of leaving the public under the impression that the police are not using their time wisely, (PSI, 2012).

Social media is used for this type of information as it is seen as a fast and efficient way of providing the community with information in a timely manner. An example of this is when I have attended RTC’s where I have assessed the situation and come to the decision that the road needs to be closed in order to effectively deal with the incident. Therefore, I have then used social media in order to inform the community of the road closure. More often than not it’s a successful way of broadcasting the announcement, however, there are occasions where public comments can become insensitive and can lead to upset to individuals potentially involved in the incident. 

Social media in today’s society is used by a large number of individuals which is another reason why it is one of the more effective ways to engage with the community as a force. In 2018, a survey was conducted by Surrey police which evidenced that approximately 51 percent of respondents stated that social media was their preferred method of engaging with police in relation to non-emergency issues, (Police Now, 2023). Having used social media throughout my role, I have also identified the negatives to the use of social media as a force and the impact it can have. 

Furthermore, I will discuss my use of social media when engaging with the local community. There have been a number of occasions where I have effectively used social media when dealing with incidents which are more serious and could potentially impact other members of the public. Social media can come in handy when informing road users of road closures, as well as frequent crime which has occurred such as break ins. Monmouthshire is one of the more rural patches within the force and therefore is a higher risk of agricultural thefts. Due to this, it is published on a regular basis to our social media pages as well as increasing targeted patrols within the areas being targeted most. Upon then achieving positive outcomes such as arrests for these incidents; they are then shared via social media platforms used most by the force in order to inform the community which increases reassurance. 

I will now be critically evaluating and taking a look at my force in particular and their policing surrounding the use of social media. Gwent police often utilise their social media on a regular basis. Gwent police more often than not make great use out of their social media platforms when it comes to announcing RTC’s, increase in crime in particular areas, upcoming events, recent deaths and also missing people within Gwent area. 

When officers are dispatched to a missing person, a question asked is whether they’d be happy for police to publish a photo of the missing person on their social media for awareness and to also help in identifying where the individual was last seen. Social media posts can only be considered where the grading is ‘high’ risk. 

Gwent police use a particular grading system when it comes to missing persons which allows them to grade missing people with the appropriate grading that they consider is appropriate. The system consists of three gradings which are low, medium, and high. The appropriate grading is then decided by the attending officers once the relevant information has been obtained from their family and friends. The following information plays a significant role in helping officers come to the decision of what grading they feel is proportionate for the missing person. It is important to understand whether or not the individual has made any threats to harm themselves or others, whether medication is involved, as well as posing any immediate threat to the community and other persons around them.

Gwent police in particular have a policy and procedures documentation which supplies information in particular to do with missing persons. Throughout the documentation is a section which goes into detail about the missing person and whether they have access to any form of social media platforms. (Gwent Police, 2020). By obtaining particular details in relation to social media accounts enables officers to do some background work in order to access the accounts and identify whether or not there’s been any recent posts/messages, as well as when they were last active online. 
This could provide officers with critical information and potentially locations where they could find the missing person should they come across messages they’ve had with an individual. 

Gwent police often utilise their social media platforms in order for the community to report crime online, this can be done on Facebook for example. This is a beneficial way of members of the public reporting crime which is not classed as an emergency and does not pose any type of threat, risk or harm to themselves or anyone else. 
Having critically evaluated this form of crime reporting, I have come to the conclusion that there are several benefits to this method however, there are also disadvantages which makes this form of reporting crime not so good. 
The first benefit to reporting crime via social media is the fact there’s no wait times like there is when contacting 101. This can reduce the risk of individuals not reporting crime due to the fact their more likely to not report crime if they have to wait for a long period of time to be spoken to via the 101 service which can more often than not having long wait times due to demand. 

Lastly, Gwent police also utilise their social media platforms when it comes to introducing teams and training which has been completed by staff within the force. For example, more recently I have personally identified that Gwent police have been using their social media to advertise and make the community aware of some new teams we’ve got in force which have been made and utilised in order to tackle particular types of demand. This is not only benefiting Gwent police as a force by promoting the good work from officers and staff, but it also boosts public confidence in knowing that we’re always improving the way we work in order to prioritise the issues raised and building new teams to help target this. 

An example of the above is an increase in shoplifting within Gwent police. More recently a specific team has been created and staff have been allocated to work on this team in order to focus and prioritise prolific offenders in order to prevent further crime. 
To conclude this essay, I have identified that social media usage is more often than not beneficial. It is used frequently by forces across the UK, especially within Gwent police who use it on a daily basis. Social media has had a huge impact on being able to promote what we do as a force. I have evaluated the positives and negatives of social media and expressed reasons as to why there are also negatives to using social media as a police force and the potential scrutiny that could come as a result of what we post.

The BBC state “Police forces with strong social media presences have better relationships with the citizens they are policing, researchers claim.” (BBC, 2012). This suggests that forces across the UK who use social media as a way of engaging and informing the citizens they police have a better relationship due to the interaction they have so often with their citizens. Citizens who follow their local police forces on social media are able to not only keep up to date with important information but also they are able to be a part of and see that their local forces are successful achieving on a day-to-day basis. 

In July 2018 Surrey Police launched a Social Media perception survey which were collecting results up until September 2018. Throughout this period of time, all other UK police forces were also provided with a pack in order to publish it on their own social media platforms to obtain responses and feedback. The survey was then published via a link for each force to use across all three social media platforms including Facebook, Twitter, and Instagram. Across the UK there are approximately four Welsh forces. Therefore, not only were the surveys in English but they were also translated into Welsh to ensure that the survey was accommodating for all audience. 

Approximately 43 police forces across the UK took part in the survey and there were more than 25,700 responses received from individuals who follow the police accounts on social media. (Digital Policing Portfolio, 2018). 
Taking into consideration the number of people who responded to the survey over a period of three months gives you an idea of how many people use social media platforms in today’s society and the effectiveness in drawing people’s attention to information being shared from forces within the UK. 

Having conducted research into my own force I can identify that social media is used efficiently on a day-to-day basis within Gwent police as a way of engaging and informing the community of vital information. As a police service, Gwent police use their social media platforms in order to update the community in relation to ongoing incidents, sharing appeals, as well as posting acceleration within the force. (Heddlu Gwent Police, 2023). Gwent Police aim to make their social media platforms a safe environment for the community to engage with the police effectively, as well as feeling comfortable to ask questions. 

Words: 2,010






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 section of the essay, I will be critically evaluating and evidencing my flexibility of my leadership throughout my service within Gwent Police. 

The New Oxford Dictionary of English defines ‘leadership’ as, “the action of leading a group of people or an organisation.” (NODE, 2001). Leadership within policing has not only one but several types of styles which are used within a daily role as a police officer. The different leadership styles can be found on the National Policing Improvement Agency (NPIA) which was created in June 2011. I have critically evaluated this particular evidence review which has a total of ten policing leadership styles. Throughout the rest of this essay, I am going to be evidencing and referring to the leadership styles and linking them in with my own personal performance. 

Leadership within policing is a crucial part of improving and providing a high standard of service. Leadership plays a significant part in supporting forces in being efficient, effective, and legitimate. (HMIC, 2016). Within an organisation such as policing, it is important that during more complex policing environments there are capable leaders in order to take lead and manage the situation. Leaders must have the skills and flexibility that meet the demands within policing on a day-to-day basis as well as responding effectively to any type of demand in the future. 

The College of Policing (COP) have worked alongside officers and staff members, or all ranks to ensure that leadership is encouraging a change to policing. 
The COP have developed a leadership section called ‘Guiding Principles for Organisational Leadership’ which was set out in 2017.

In June 2015, the COP published a leadership review which was put together in order to outline the change in the way they equip individuals working in policing with leadership skills as well as knowledge. The principles which were put in place within this review were developed through the COP, the NPCC and HMIC. The aim of these principles was in order to support forces across the UK by developing an understanding of organisational leadership within policing. (College of Policing, 2017).

According to the guidance set out by the COP, there are approximately nine guiding principles set out across three themes. The three themes are ‘Understanding leadership’, ‘developing leadership’, and displaying leadership.’ 
Within the three themes are three guiding principles within each theme. 
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A more recent situation I have experienced is when being allocated a high-risk missing person who had gone missing within my patch. Having previously dealt with several high-risk missing people, I had a good understanding of my role and my responsibilities and was able to support myself moving forward whilst setting myself actions and completing them in a timely manner. 
High-risk missing people are one of the more serious incidents we deal with as officers due to the threat, harm and risk and the potential risk of that individual causing other people harm depending on the circumstances. Throughout this particular incident, I have demonstrated the use of several different leadership models in order to help me deal with the incident. 
The model I used most was situational leadership model the most which is a model commonly used by individuals who adapt their behaviour based on the specific needs of a situation and the individuals involved. Individuals who use this model often assess the competence and commitment of their team members and adjust their leadership approach accordingly, (College of Policing, 2014).

Having critically evaluated my leadership role and evaluating the leadership styles it suggests that throughout this incident my leadership style was ‘active leadership’.  
Throughout the shift, enquiries were still ongoing, and several other officers were able to utilise their skills and knowledge in order to assist with area searches. 

Given the fact the individual has previously gone missing on several occasions, I have utilised a dog unit to help conduct an area search around areas consisting of woodland. 
Having spoken to the dog unit and provided all initial information, they were able to utilise their skills and have later located the missing person within a field several miles from their home address. 

Having located the individual, I have then been able to utilise my section 136 powers in order to section the individual after several threats were made suggesting they were capable of harming themselves. Also located on the person was several boxes of medication. The individual was taken to a secure mental health hospital in order for all relevant assessments to be conducted.  

To conclude on this particular incident, I later reflected on my work and felt confident that I had the ability to adapt different leadership style approaches in order to effectively deal with the situation I was presented with. I was constantly being provided with new information and intelligence which as a result meant my leadership style did change several times to ensure I carried out my role and duties correctly. 

Another type of incident I have dealt with where I have successfully been able to demonstrate leadership was on attendance to a domestic incident whereby several assaults had been disclosed to the call handler. On this particular shift, I was most senior on shift and was in company with another officer who was not only new as a police officer but also new to the area we were policing. Due to this, I have taken the leadership role in order to support my colleague who was also attending the incident. On route to the incident address, I started to brief my colleague on the circumstances surrounding the call and ensuring they were fully satisfied on what they were on their way to. 

Upon arriving at the incident, we were greeted by the reporting person who I instantly could see had several injuries. The reporting person was severely distressed and began to shout at us to tell us her partner was still within the address, but she wanted him removed. 

As per policy when it comes to any domestic incident, I have reassured the reporting person that my colleague was going to stay with her whilst I entered the property to get eyes on the subject and obtain some details from them. Meantime, before entering, I have had a chat to my colleague and ensured that they were satisfied and confident in what I was asking them to do. I have asked my colleague to start taking an account of the incident and to obtain details of all persons involved. 

I have entered the property where I located the subject in the kitchen. I have immediately asked the subject to choose a different room to go in to in order for me to discuss the situation and come up with a plan of action by utilising the National Decision-making model. The subject has started to become irate and has alleged an assault. 

I have remained in company with the subject during the duration that my colleague was with the victim taking some details. After a short period of time, my colleague has advised me that the husband had assaulted the victim on several occasions, causing injuries to her back and there was also an allegation of non-fatal strangulation. Due to this, I have continued my leadership role and have arrested the subject on suspicion of S47 Actual bodily harm and non-fatal strangulation.

I have advised my colleague the subject would require a search before being placed into the back of a marked police vehicle, therefore I have asked my colleague to complete this. Due to previous dealings and information which was passed to me on route to this incident, I was aware that the subject was well known for wearing multiple layers of clothing and was a drug user. Due to knowing this information, I have pulled my colleague to one side and ensured he completed a thorough search, checking all pockets of clothing. 

To conclude on this incident, I believe again that I showed an effective leadership role by taking lead and delegating less experiences colleagues’ roles suitable to their ability. In this situation, I believe my leadership style fell into the ‘emotional intelligence leadership (Goleman, 1998) theory due to being empathetic and taking into consideration other people’s emotions. 

A more recent incident I dealt with whereby I took the role as a leader is during a call where there was use of my taser. The initial call did not give any indication that posed a risk to myself, my colleagues of any member of the public however upon arriving, the situation had changed, and the threat, risk and harm increased massively within a short space of time. The incident was dealt with by myself and two other very new officers who are also within their probationary period. Therefore, on route to the incident, I advised my colleagues that I would take lead given the fact I was a taser carrier and that upon arriving we would assess the situation before proceeding into any danger. It was at this point on arrival, we were greeted by an unknown male who has immediately threatened officers by chucking a chair at us. It was at this point, taser was used in order to red dot the individual and get him detained safely where he was then arrested and dealt with in police custody. However, during this incident, there were occasions where officers had very minimal time to think, and decisions were needing to be made on the spot to prevent escalation given the fact there were a large number of other persons present who were did not know or what their involvement was within the incident.

To conclude, I believe I showed effective leadership by ensuring that less experienced officers who I was in company with all had roles which were suitable for their experience and to ensure they weren’t put in any situation they were not capable of dealing with. In addition to this, I also believe I successfully used the emotional intelligence leadership theory (Goleman, 1998) when considering others’ emotions. 
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

In this section of the essay, I will be critically evaluating and analysing how effective mentoring and coaching has been to me throughout my three years of probation as a police officer. I will do this by looking at ways in which I was mentored and coached and reflect on whether or not it has been beneficial. I will also be looking into how it helped me develop and improve within my day-to-day role.

The Cambridge Dictionary defines coaching as “the act of training and organising,” (Cambridge Dictionary, 2024). 

The Cambridge Dictionary defines mentoring as “the act or process of helping and giving advice to a younger or less experienced person, especially in a job or at a school,” (Cambridge Dictionary, 2024).

Workplace coaching is a professional helping relationship, focused upon goals of the coachee (Passmore & Lai, 2019). Coaching plays a significant role and is used in order to allow leaders to deal with the unknown. Specific types of workplace environments, especially within policing can be challenging on times and therefore coaching allows leaders to know how to empower others surrounding them. 
Coaching can often be contrasted alongside “command and control” leadership style (Grant, 2017). 
A command-and-control leader is someone who is directive and can decide without prior consultation (Wheatley, 1997). 

Firstly, coaching and mentoring are used in several ways and are completely different to each other. Coaching and mentoring can often be an effective way in developing individuals. Both are used more often now within the workplace with employers in order to enhance their skills, knowledge, and performance skills. (CIPD, 2023). 

Coaching is a method in which helps improve performance within a workplace. Coaching aims to focus on the skills and goals and can often have an impact on a person’s attributes. This can include confidence and social interaction, (CIPD, 2023). CIPD describes mentoring on the other hand as a relationship where a more senior or experiences colleague assists someone in developing their knowledge and understanding. One significant difference between coaching and mentoring is the fact that mentoring is carrier out over a longer period of time compared to coaching. 

Within this section of the workbook, I will be discussing the most common model I have used when being mentored and coached. The model I am going to go on to talk about is the ‘SMART’ model. ‘SMART’ stands for specific, measurable, achievable, realistic, and timely. This model was used a lot throughout my probationary period in order to guide me when carrying out work. 

The ’SMART’ model was created by George Doran and the purpose and main focus of this model is for coaches to use in order to create effective goals and strategies (Coach Foundation, 2024). Coaches who use this model are able to ensure that the individual being coached are working towards a certain goal which they believe is achievable. The model can be a great way in staying on track and to allow the individual to make progress towards their goal. 

This particular mnemonic is split into five sectors which I will go on to discuss in further detail. The model will also be tied in to how and when I have used it. When reflecting upon my use of this particular model, I often notice myself drawn into the one section of the model which is the ‘specific’ section. The reason being that a specific goal needs to be decided in order to make improvement. In particular for myself, an area of policing I have always struggled with are case files. I have used the ‘SMART’ model to help me achieve my goal which was to improve this weakness. 

The first part of the SMART model is ‘specific.’ I have taken into consideration who I’d be able to ask for support in order for me to improve my case file learning and I also came to the conclusion as to why I needed to improve my case file work. Having identified that case files are my biggest weakness, I was aware that they are a significant part of policing and being able to complete them was a requirement. It is also important to me to improve within this area in order for me to continuously improve and develop within my role and to ensure that this weakness did not hold me back or cause me any stress, especially during times when needing to complete a case file, I wanted to feel confident in being able to complete one. There are occasions within work where urgent case file work is required and I know that there can also be times where colleagues are not always available or in a position to sit down and help. As a result of this, it encouraged me to seek support in this area to benefit myself. 

The second part of the SMART model is ‘measurable.’ In this section is where my goals were broken down into smaller, more measurable steps to allow me to stay on track and evaluate along the way. My mentor at the time was able to provide me with regular, detailed feedback on my progression and was able to identify any areas which needed improvement. 

The third part of the SMART model is ‘attainable.’ I have had to decide whether being able to complete case files independently was an achievable goal and in order to make this decision I have had to explore my options and make a decision as to whether or not I’d get the support I’d need. 


Moving onto the fourth stage now which is ‘realistic.’ I have asked myself whether the goal in being able to complete case files independently was realistic. I have come to the conclusion that this particular goal was realistic due to there being a sufficient amount of support available to me including the case file team, more senior officers on shift as well as documents accessible to me in order to support my development in this particular area. One support mechanism that I took on board was to spend some time with the case file team within the force in order to go through case files and receive guidance on completing one in order to use this as reference for future. 

The final stage of the SMART model is ‘timeliness.’ Throughout this stage of the model, I have identified how much time I think I’d need and have then set myself a realistic timeframe. 
Having previously had case files on my workload which I’d not been able to complete I have recognised the importance of being able to get the support I need to allow me to expand my knowledge and confidence when completing case files. Therefore, I came to the conclusion that within two months I’d have received the support and be confident in doing case files.

This particular model is known to be an effective and useful model in order for improving efficiency within the workplace. The model was initially designed in order to assess performance. The Coach Foundation state that the SMART model is suitable and can be used by any type of organisation, whether it be a small or larger organisation. 

On the other hand, the SMART model does have some limitations such as it being too simplistic, and it often does not consider complexity of a particular goal. It is also known for not always taking into consideration all factors which are seen to be necessary in order to achieve a particular goal.

In order for me to improve and development my skills around case files, I liaised with the relevant department to ensure I could be allocated some time to work on case files to ensure that I felt confident when completing them in the future. 
Having then taken the opportunity to improve case files, I was able to achieve my goal and as a result of receiving the right support, I now have a better understanding of case files and feel more confident when having to build them.

A particular stage whereby I have been coached and mentored was during my initial three-month tutorship period where I was provided with an experienced officer to work alongside during my shifts. Every new officer who comes out of training go through a tutorship phase which is usually a 12-week period however this can vary depending on progression. Throughout this time, you are assessed on every incident you attend and are provided with relevant feedback which is then used to analyse and helps to improve for future. A particular theory I have found helpful was cognitive coaching. Cognitive coaching is a model used to reflect and develop (Costa, Arthur, L; Garmston, Robert J 2002).

I have been coached and mentored during my initial standard driving course. This was a three-week initial course which consisted of long days of driving. Throughout the course I was mentored by a driving instructor whose role was to develop my driving skills and provide me with news skills and advice in order for me to achieve and pass the course successfully. Having always been someone who learns best hands on, I thoroughly enjoyed the course and felt as though my skills developed a lot quicker because I was repeatedly doing it every day for a long length of time. I also found it very beneficial having to reflect upon my driving and set myself improvements for the following day. This ensured that I was identifying my mistakes and setting myself a goal in order to improve. 

Another time where I have also been coached and mentored is more recently when completing my taser course. On this particular course, I took part in a 4-day course in order to become a taser carrier on duty. This initial course not only prepares and teaches you the techniques to become a taser officer, but it also teaches you how to manage and deal with conflict in a more controlled manner. This course allowed me to adapt different ways of working and taught me things I’d be able to take back on shift with me to ensure I not only keep myself safe but also my colleagues safe at calls which pose more threat, risk, and harm. 

The taser course covers a wide range of skills and techniques and is a course which allows you to get hands on to ensure you are confident with using the device. Ensuring that you can use the taser and carry the taser safely is a key importance to ensure that the trainers feel confident that you are picking up and learning information they are presenting you with. 
I am an individual who benefits from learning hands on. Therefore, this course I found very beneficial when it came to completing scenarios as it allowed me to use the taser and discover ways of using it which felt best suited to me.

Upon starting the course, the instructors ensured that all individuals taking part on the course were given the opportunity to explain or make them aware of any needs they have or any extra support they required for throughout the duration of the course to allow us the best chance of successfully completing the course. I did not have any particular needs or requirements however throughout the duration of the course, I ensured I was receiving adequate feedback in order for me to reflect and set myself improvements. 
By the end of the course, having had a lot of hands-on practice using the taser, I felt confident in carrying the device and had obtained knowledge on information I was required to retain long-term.

To conclude on this essay, I believe I have successfully mentored throughout my probationary period. This has allowed me to become a competent more knowledgeable officer which has prepared me to finish my probation. I have also researched different coaching and mentor theories and used them to assess which ones I have used throughout my probationary period in order to aid me in mentoring. 
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