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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:

Since it’s establishment in 2012, the College of Policing (CoP) had the aim of boosting professionalism, driving consistency and improving leadership. This would be carried out by following their three main objectives of setting standards, supporting professional development and sharing knowledge and good practice. (College of Policing, 2023) This evaluation will critically assess the efficiency, obstacles, and significance of the College of Policing’s strategic role in professionalising UK policing. In addition to this, it will reflect on how my time as a Police officer has changed, focusing on my final year of probation. 

According to Rowe (2006) the effectiveness of fostering ethical leadership has been questioned with officers quickly climbing the promotion ladder, without spending a considerable amount of time front line. With this in mind, officers tend to be less accepting of requests made by those as they would someone who has experience in policing and has spent their time on the frontline. 

In 2015, the CoP called for a leadership review, putting forward a total of ten recommendations which were to be delivered across all levels. The review suggested that the ideal police leader is somebody that is motivated by the core values of policing, encourages challenges and can quickly adapt in any situation. They explain that this type of leader is somebody that “empowers, trusts and supports every individual to succeed among their peers, within their teams and across their organisation”. (College of Police, 2015)

Following a structural review of the CoP, a new National Centre for Police leadership is being developed in order to further their existing leaders and leaders of the future.
In addition to the current leadership programmes that are in place, they have outlined that their new one will aim is to improve leadership by providing guidance, tools and developmental opportunities for each individual. Chief Constable Andy Marsh stated “Developing our current and future leaders is crucial so they are able to lead by example, champion policing values and call out bad behaviour.” (College of Policing, 2022)

The introduction of the Code of Ethics, which outlines the principles and standards of professional behaviour for police officers, is a foundation of the CoP’s effort to instil ethical practice across the force. The ethical principles are designed to ensure that individuals within policing do the right things, in the right way, for the right reasons. According to the CoP, each person is responsible for maintaining the integrity of the profession and supporting each other, without effecting the public. Each person is to be treated with respect and act in a way that reinforces the values and morals of our society and the required standards within policing. (College of Policing, 2024) Despite this being a unified approach, challenges may arise whereby forces have a different interpretation of the guidelines.

Despite the code of ethics being introduced many years ago and being instilled in new recruits, it is clear that not every individual abides by these. By year ending 31st March 2023, there were a number of recordable conduct matter allegations which included the standard of professional behaviour breach type. When looking specifically at police officers, as opposed to staff, 38% were facing discreditable conduct, 15.2% for duties and responsibilities and 10% for honesty and integrity. Whilst the CoP are driving the code of ethics from the outset, we’re still seeing a deterioration in standards and professional behaviour. (Home office, 2024) 

In 2018, the chief constables council announced the workforce transformation and pay reform across all police forces in England and Wales. Their aim was that ‘by 2025 policing will be a profession with a more representative workforce that will align the right skills, powers and experience to meet challenging requirements’. In order to achieve the essential advancements for pay reform and workforce transformation, one of their main priorities by January 2020, was to introduce the PEQF programme with all new recruits joining through either apprenticeships, a policing degree or a degree conversion. In addition to this, their aim was to implement a professional development programme (PDR) which offers the crucial foundation for broader workforce transformation. By aligning their four priority areas, it would assist in a national pay structure and consistency between police officers and staff. (Cunningham, York and Habgood, 2018)
The Police Federation of England and Wales (PFEW) recognise that policing has changed over the years and is now more complex and diverse than it has been before. They state that the PEQF is a new policing curriculum that replaces the current initial police learning and development programme (IPLDP). Although they note that this does boost recognition of policing and the challenges it comes with, the PFEW also argue that academic accreditation is not necessary in proving that an individual is a good police officer. (Strong, 2019) 


In 2022, the Home Office published a ‘New Recruits’ survey in order gain a better understanding of the PEQF with the aim of noting any improvements that could be made and how it differed from the initial IPLDP routes. Out of the new recruits on entry programme, there were a total of 26% participants. The key findings showed that individuals felt more prepared for the job, have appropriate training that meets their needs, increased confidence, skills and knowledge needed for the job and improved wellbeing. Overall, the survey showed that those on the PEQF route were more satisfied with their training than those on the IPLDP routes. Despite the positives, there were of course negatives. Within the survey, individuals still expressed low moral and wellbeing with protected learning time (PLT) days being cancelled due to general demand, the amount of study time not being made clear in the recruitment process and poorer work life balance. (College of Policing, 2022)

Whilst the PEQF route is aimed at professionalise policing in the UK and the reasons why have already been discussed, Andrews (2024) states that there has been a number of debates since it’s establishment in 2018 with the home secretary backtracking on the requirement for police officers to hold or obtain a degree in professional policing. Words to the effect of “the public don’t want police officers sat in classrooms” were used, despite no studies present to back this up. To fill this gap, a survey was carried out with members of the public, to which two-thirds stated that they don’t believe police officers need a degree in policing, however 90% did say they feel that all police officers should have police specific higher education qualification. The general consensus was more confidence in police investigating their crime should they held a relevant degree qualification. 

When looking at the policing vision 2025 that was set out by the National Police Chiefs Council (NPCC), they also agree that policing is becoming increasingly diverse and complex with the communities that we now serve. Their vision set out a policing plan for the next ten years and is designed to form decisions around the change on how resources are used, keeping members of the public safe and providing a trusted service which is effective, accessible and has a good value for money. There are a number of changes that are due to be implemented and these include local policing where it will be aligned and integrated with other public services, meaning a better outcome for individuals and the vulnerable. Specialist capabilities will ensure the public are better protected by improving our response to new and complex threats as well as uniting policing locally, nationally and beyond. The workforce will represent the correct skills and knowledge to meet difficult needs and digital policing will assist in intelligence and evidence, ensuring that everything sent to the criminal justice system is done in a digital format. Further to this, by 2025, there will be clear guidelines on accountability to support each force nationally and business support functions will be delivered to include efficiency and enhance interoperability across police forces. (NPCC, no date) 

Since commencing my final year of probation, I have seen my role as a Police officer change significantly. Initially, my shift included a number of experienced officers that would lead by example and guide me through a number of incidents. Since they have moved to various other departments, it has left me being the most experienced on shift with others still in their first year of probation. Since the change in shift and with me gaining more experience, I believe I have improved my situational awareness and am more confident at reading situations, predicting possible outcomes and deciding on the most appropriate response based on previous experiences. I am now confident in dealing with most situations and due to my improved communication skills, I am happy in dealing with high pressure situations and using de-escalation techniques more effectively. According to Indeed (2024), “being passionate about work contributes to your productivity and dedication in the workplace. It allows you to put effort into producing high-quality results and demonstrate your leadership potential to managers. Understanding the importance of passion in your work can help you find ways to achieve it and improve your experience in your job.” I believe that my genuine love and enjoyment for the job has allowed me to have a positive attitude in everything I do and as a result, have produced better results. 

Having more experience come my final year of probation, I have naturally supported and guided the newer members of the shift and helped with challenges, managing stress and developing their skills within their role. There are a number of courses that I have completed since joining, however more specifically for my third year, I have been able to sign up to the police constable tutor course, which is being run at the end of the year. By completing this course, it will allow me to tutor new recruits as they become operational and guide them through their first 12 weeks before they achieve independent patrol (IP). By becoming a tutor, I plan to instil good behaviour from the outset and follow the code of ethics. 
 
In conclusion, there have been a number of changes to police forces in England and Wales and a number of ways in which the college of policing are professionalising policing within the UK. The biggest change that we’ve seen, is the PEQF route being introduced across all forces, ensuring that each new recruit now holds a degree in professional policing. There are a number of advantages to this, including increased public confidence and individuals feeling better prepared for the job. The downsides are low moral with PLT days being cancelled and officers not being frontline due to completing the academic work. Despite the code of ethics being the core function of a police force, there is still room for improvement with a number of individuals still facing misconduct for their professional behaviour. Finally, my third year of probation has seen me improve my confidence and knowledge in policing and aided me in supporting newer starters who still have two years of probation ahead of them. 
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Task 2

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



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

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


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




ANSWER:

During this task, I will be evaluating the use of social media within Policing by means of engaging with the public, sharing of information and gathering intelligence. It will highlight the various forms of social media that are used by Police and discuss the advantages and disadvantages that come with it. In addition to this, it will discuss my own experience of using social media within policing and scenarios in which I’ve used it.

Social media has become a vital tool for police forces and is used to engage with communities, inform the public and promote policy initiatives. Since 2008, when police forces in the United Kingdom (UK) started using social media, it has grown significantly. Fast forward to 2014, and all Police forces in England and Wales have a twitter account, with all but two having Facebook. (Police Foundation, 2014) With social media forever growing, police forces throughout the UK now use a number of other platforms, including Instagram, TikTok and Youtube.


An unpublished guidance from Leicestershire Constabulary advised that “Good use of social media can help the police to better understand, respond to and attract the attention of specific audiences. Used in the right way by the organisation, social media enables real two-way communication with people interested in engaging with the police”. This guidance is said to improve the reputation and accessibility that staff have with their communities, enhance communication with the people they serve, improve public engagement, understand any ongoing issues that are in the community and seek views from those effected. The Thames Valley Police guidance suggests using Twitter for dialogue purposes and to respond to certain questions, rather than just publishing what is happening. Their guidance is to ensure that all tweets are interesting and relevant and uses informal language, whilst remaining professional. (Crump, 2011)

In 2013, a study was carried out on the use of Twitter by London Metropolitan Police (MET) and Greater Manchester Police (GMP) following the UK riots in 2011. The two forces evolved different Twitter behaviours, as shown by the careful comparison of tweets. MET adopted an instrumental communication strategy, whereby the force maintained a commanding presence and maintained a safe distance from the public. In contrast, GMP devised an expressive strategy, whereby they deliberately decreased their distance from the public. From the study, it showed that social media has two benefits for the police, including supporting crime investigations and preventions, as well as a faster, more direct method of communication with the public. That being said, they also identified that the use of social media poses certain risks, with criminals using it to organise themselves and with it exposing police to constant public criticism and scrutiny. (Denef, Bayerl and Kaptein, 2013)


With conventional means of disseminating information to the public becoming less effective and reaching fewer individuals, many police forces acknowledge the rising need to use social media in order to communicate with the general public. Due to the rising popularity of mobile internet, easy access to technology and internet hotspots, social media use is becoming more common by means of interacting with the public and is now being used in ways never seen before. Throughout each force, social media is being used as a way of extending their communication with communities and engaging with individuals by their preferred method (College of Policing, 2020) 

Studies have indicated that conflict exists in both public and private establishments around the function of social media. On the one hand, social media is commonly believed to facilitate the sharing of knowledge and give forces more opportunities to engage with the community in creative ways. On the other hand, it is challenging for companies to regulate social media users and the kind of content that is shared on them. This lack of control confirms the widely-held belief that social media poses a risk to organisations. Communications and PR experts consider losing control over messaging as a huge concern since they believe that their reputation may be sensitive and could be easily tarnished by any incident or misconduct exposed on social media. Despite the fact that this worry appears to be common, it might be compounded in constabularies. This could be the reason as they are tasked with enforcing the law and are constrained by legal and procedural requirements, constabularies' communications practices have historically been strictly regulated. (Bullock, 2018) 


The five methods typically used by police forces within the UK are Facebook, Twitter, Youtube, TikTok and Instagram. Facebook is networking platform where individuals can become friends, like certain pages, share posts and comments on news or other content that is relevant. (Nations 2024) Within policing, Facebook allows information to be shared on a larger scale and reach a wider pool of people. If a police force wanted to get information out quickly, for example a road closure due to a road traffic collision (RTC), then Facebook would allow them to do so. Twitter is fairly similar in that it allows forces to publish information quickly and with a large audience. It allows users to find stories about what is happening along with any news or events. (Forsey, 2021) When posting a tweet, a downside is that it only allows up to 280 characters. It could be argued that when tweeting something important, more characters may be needed. 

When looking at TikTok and Youtube, both platforms allow users to share and watch videos. Youtube is made up of two types of users, video creators who have their own channel and share videos and video users who predominantly watch videos, interact with others and subscribe to channels. (Moreau, 2020) 

McLachlan, (2022) describes TikTok as “bite sized version of Youtube” with videos generally being shorter and up to 120 seconds in length. As most platforms, it allows users to follow other users, share videos and comment on others. The aim for TikTok was to “inspire creativity and bring joy”. Forces that post on TikTok generally share videos with less of a serious nature, but still highlighting the message they want to get across. Within Gwent Police specifically, TikToks that are posted are generally engaging, easy to watch and includes updates with what is going on in the force. It allows people to see what is happening in the dog section, pre planned operations and various other departments. 

According to Dean (2024), Twitter is said to have 500 million users worldwide, 200 million daily users, is most popular between the ages of 25-34 and reaches 12.6% of individuals worldwide. With 60.6% of users being active in order to ‘keep up to date with news and current events’, it’s no wonder that police forces are using Twitter regularly to share information. 

When looking at the social media policy, specifically for Gwent Police, it was published in 2022 on ‘The Beat’ which is the internal webpage for members of staff to access. Within the policy, it outlines the purpose of any social media use, in line with the NPCC National Local Policing guidelines, which state “to achieve a tactical or operational objective, to change or influence the behaviour of our communities for the better and to build capacity and trust with communities”. In order for this to be achieved, all Gwent Police social media should have a clear purpose, function and require an outcomes for each account. The policy does however state that due to not every individual using social media, we cannot rely solely on this method and should remain inclusive for everybody. 

Throughout my time in Gwent Police, I have not personally used their social media account, however, I have been responsible for content that has been shared on there. One of the main reasons for me requesting a social media post has been high risk missing people. In order to do this, it has required an Inspectors authority, before being sent to the corporate communications team who whilst conforming to the force policy, will then publish it on their social media account. Generally, for high risk missing or vulnerable people, it is posted to Facebook in order to reach a larger audience with the idea of locating the person, or receiving valuable information which may assist in locating the person. When such post is online, it allows any individual to comment on it and with this, there can be negatives. When a post of a missing person is published, it includes a description of the person along with areas they may have links to. Many people may comment on the post believing they have seen the person or somebody matching the description and a result, can cause mis leading information and officers looking in the wrong place.

When using social media to engage with the community, I have used it in order to publish the proactive work which has been done within the local area, to keep the public informed about what has happened/is happening. Often or not, any proactive work which is carried out will be posted in Twitter and can include vehicle seizures for traffic offences, positive stop searches and arrests. Furthermore, the Neighbourhood Policing Team (NPT) post around police surgeries, community meetings and local events that they attend. Generally, I have found that a lot of the tweets get positive responses, and the community is happy to see what is going on. On the other hand, there has been some negative replies with people tweeting things to the effect of “haven’t you got better things to”. 

A number of Twitter posts around proactive work can be educational to the public, with tweets explaining certain offences. Most recently, there has been an increase in the seizures of E-scooters due them being driven on a road or public place without valid insurance. Whilst this may be common knowledge for members of the public, there are individuals who are not aware, but may see the post online. In addition to this, posts may be included around ‘be vigilant’ if there has been a spate of vehicle thefts or burglaries in the local area for example. These posts can provide users with safety advice and the best way to prevent them from being targeted and or a victim of such offence. 

In conclusion, social media platforms that are used within policing can have a number of benefits, including sharing and disseminating information on a larger scale to the public, keeping the community updated with what’s going on and engaging with members of the public. The downsides to the use of social media is it opening forces up to face criticism and scrutiny by the public and negative backlash from posts that are published. Despite this, there seems to be more positives, outweighing the negatives. The main reasons for me using social media within policing is high risk and vulnerable missing people, proactive work including vehicle seizures and arrests and informing the public of road closures following RTC’s. 

Word count - 1807
































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:

During this task I will discuss the different leadership styles that I have adopted since becoming a Police constable and evaluate what has worked well, as well as areas for improvement. Throughout the task, I will be comparing leadership styles relevant to policing and look at how they can evolve as a situation changes. This essay will be supported with referencing throughout, and my reflection will be completed using The Gibbs reflective Cycle (The University of Edinburgh, 2020). 

“Leadership is a set of mindsets and behaviours that aligns people in a collective direction, enables them to work together and accomplish shared goals, and helps them adjust to changing environments.” (McKinsey and Company, 2024) Working in a remote area with such a small shift has enabled us to work closely together and recognise each other’s strengths and leadership styles. Whilst this usually works well, there has been several occasions where it’s required me to take control of a situation and change my leadership style.

According to the College of Policing (2023), certain standards of leadership performance should be applied by officers. There are a total of fifteen and these include abiding by the code of ethics, upholding the standards of professional behaviour as well as challenging any behaviour or actions that are deemed inappropriate. They also state that building and maintaining trust and confidence with colleagues is vital, as well as using reflection and feedback to develop skills and performance. When carrying out my duties, I always ensure that these are followed in order to achieve the best outcome for everybody involved and achieve the same goals. 

When dealing with conflict situations, I have taken the autocratic leadership approach and made quick decisions based on what was in front of me. Recently, myself and two colleagues attended a call whereby a male had been found in possession of a large amount of drugs at a festival and was being restrained by security due to his aggressive nature. Upon arrival, the male was on the floor, trying to kick and punch security and was shouting verbal abuse. I immediately took over by restraining his legs and asked both colleagues to restrain his arms by placing him in handcuffs. I was mindful that one colleague was relatively new and hadn’t dealt with much conflict. Once this was done, we were able to apply fast straps to his legs meaning that he was not able to kick out. As the male was now restrained, I asked both colleagues to stay with him, monitor his behaviour and update me should anything change. I spoke to security to establish any offences and they advised that no assault had taken place, however he was found in possession of a large amount of drugs. Having seen these, I arrested the subject for possession with intent to supply class A drugs as well as public order. Due to the males behaviour escalating and the way he was presenting, I made the decision to get him in the van in order to convey with the newer colleague, whilst my other colleague remained with the witness in order to take a statement. Upon reflection, the authoritative approach worked well as it required quick decision making and guidance for my inexperienced colleague. (Indeed, 2024) By doing so, it ensured that nobody was injured and no further harassment, alarm or distress was caused to members of the public. 

Once in the van and the male was secure, I adopted a supportive leadership style with my colleague. “Supportive leadership means not simply delegating tasks and awaiting results but also supporting your employees through each stage of the process. You promote dialogue with employees and provide feedback.” (Indeed, 2024) Whilst on the way to Custody, we were able to discuss the incident itself, what went well and what not so well. I was able to provide clear feedback and discuss how he engaged well with the subject and didn’t hesitate in a conflict situation. His application of handcuffs was delayed and we talked through the importance of applying these quickly to prevent harm to himself or others. My colleague made the decision to book the subject in to custody at this stage, and I was able to guide him through the circumstances and talk him through the process. Whilst the initial incident required an authoritative approach in order to secure the male, we were then able to discuss what had happened, with each person of the team carrying out a specific role. The downside of me taking an authoritative approach during this incident was that the male was further conveyed to the hospital due to the way he presenting and the possibility of drugs in his system. Had I taken a less authoritative approach and discussed it with my colleagues first, this could have saved time by not going to Custody. 

According to Boogaard (2024), a leadership style can be changed at any point and is not an “annual membership”. They state that this can be done at any time by identifying ineffective habits and changing these for ones that are in line with the style you would like to adopt. In order to move away from an autocratic approach, I can consult with members of the team for a second opinion, carry out brainstorming sessions for more ideas and take on tasks together, rather than alone. By doing so, it could lead to better decision making and improved outcomes for Victims. 


Recently, there has been a number of changes to the shift with new members joining, individuals being absent from work and a change in supervisor. In order to improve the team camaraderie, I have followed the affiliative leadership style. According to Knight 2024, “this leadership style involves building strong emotional bonds, creating a sense of camaraderie and team spirit, and fostering a positive and supportive workplace. This helps team members feel like they belong, can freely share ideas and feedback, and work together towards common goals.” On the night shifts, I have introduced “come dine with me” whereby each person brings food of their choice in, cooks it, and we all sit down in the break room to eat together. My idea behind this was to spend time as a team, getting to know each other and switching off from work for a short period of time. Whilst this does not include anything performance related or provide feedback, it has created a positive environment for everyone to work in, has built better relationships and gives everyone something to look forward to when coming to work. I believe that by building team moral and camaraderie, in turn, improves performance. Thus far, everybody has commented to say how much they enjoy it and the difference it has made in moral, with other shifts also adopting this approach. The only downside to this is that it’s not always possible due to call demand and other commitments. This can have the opposite effect, meaning that it can leave the feeling of disappointment and lack of team bonding. 

Whilst my leadership style adapts depending on the situation I am faced with, overall, I have an active leadership and role-modelling approach with every call that comes in as well as my general attitude day to day. (Campbell & Kodz, 2011) One of main approaches has always been to attend calls, hitting the arrival time and backing colleagues up if needed. In addition to this, as soon as the call is dealt with, I close it down and go state two. During night shifts or quieter periods, it allows me to carry out proactive work including vehicle stop/checks and stop searches providing I’m up to date with my admin work. During my working day, I ensure I abide by the code of ethics by taking responsibility of my actions, leading by example and being honest, open and accountable. (College of Police, 2024) By taking this approach, it ensures that I instil good behaviour in new recruits and sets the tone on how the shift should perform. 


For me personally, I enjoy working under a supervisor that has a coaching leadership style. When first becoming operational, my sergeant at the time took this approach and I always felt fully supported and that I was reaching my full potential. According to Schaffner 2023, “by providing guidance and mentoring, offering constructive feedback, and promoting skill building, coaching leaders create an environment conducive to continuous learning and improvement. This style promotes employee engagement and generates long-term organizational success.”  Every month, we would have workload review which would be an opportunity for my supervisor to go through my workload, provide any feedback, discuss what is going well and areas for improvement. My supervisor would talk me through my current stats including positive outcomes, stop searches, arrests, intelligence submissions and any good work/feedback. By having a visual, I was able to see where I was performing well and where I needed improvement. By setting targets together for the coming month, I was able to have a clear goal of what I needed to achieve and how I would do so. In addition to this, my supervisor had a hands on approach and would often attend calls with the team, meaning that we had continuous support and guidance. Whilst this works well for me, I understand that not everybody is driven by stats or having constant supervision and could potentially find this overbearing. 


Since being under a new supervisor who adopts a laissez-faire approach, I have had to make decisions on my own with very little support or guidance. Coming into my final year of probation, this has encouraged me to improve my knowledge and trust that I am making the right decisions. I have found it challenging working with a shift who are so new in service as due to the laissez-faire approach from our supervisor, often or not, they direct their questions and decisions at me. Whilst this helps with my personal growth in coaching and mentoring, I feel as though my professional development is being hindered as I don’t have those clear goals to aim for. This approach may work well for individuals who are extremely experienced and motivated and do not need supervision. (Cherry, 2024)


To conclude, my leadership style adapts depending on the situation I am faced with. For incidents including conflict, I take the autocratic approach in order to make quick decisions and ensure no persons are injured. On a day to day basis, I have an active leadership and role modelling approach which ensures that I lead by example and promote good behaviour, as well as a supportive leadership style meaning that I can help less experienced people in achieving their desired goals and improve their knowledge. Regardless of the incident, I am able to adopt a different leadership style depending on the outcome that is needed and reflect on what went well and what didn’t, in order to approve next time. Having been led my two different supervisors, I work well when they have a coaching leadership style meaning that I feel supported and have goals to aim for. 
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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:


During this task, I will reflect upon my three year probation and how I have benefited from coaching and mentoring throughout my time. I will look at coaching and mentoring theories that are applied within policing and relate these back to ones I have used in order to meet goals and assist me in learning and developing myself. 

Throughout my probation, I have received continuous mentoring and coaching, whether that be through additional training courses, university work, learning on the job, or workload reviews. Coaching has helped me improve my knowledge and further my skills. 

Coaching is described as the process of an experienced professional helping a person meet their objectives by providing support and motivation in achieving their goals. Generally, when it’s within a workplace, they are typically career-orientated objectives such as improving an individuals qualifications or assisting in a new job role. The core theory of this approach is that the learner is already capable of solving all of their problems, with the coach’s role being to assist them in finding the solutions to these problems. Prompting creativity, thought and dialogue is a common component of coaching techniques. Mentoring is different to coaching and is when a learner, referred to as a mentee, establishes a relationship with a mentor, who is generally a senior professional or industry expert. Although it’s typical for the mentor and mentee to just work in the same sector or industry, they can frequently work at the same company. Mentees have excellent learning opportunities when they seek advice and direction from their mentors. As well as professional relationships, mentees and mentors can form permanent personal bonds and friendships. By creating and building this relationship, it’s said to create a positive work environment. (Indeed, 2024) 
During my initial tutorship period, I was coached and mentored by an experienced tutor. Throughout my twelve weeks, I found my tutor to be extremely knowledgeable and would assist me in powers, policies and legislation. Whilst attending calls, he would always talk me through the circumstances and the initial details that we had, followed by him asking questions around this, in order to get me thinking, therefor increasing my knowledge. I did find that often or not we would clash and if there was something I was unsure on, he would become quite short and expect me to know the answer. I tackled this by ensuring that I wrote everything down that I could refer back to, should we be faced with a similar call in the future. I also spoke openly with my tutor and said how it was making me feel, to which he said he had not noticed. Following the conversation, we built a better relationship, meaning that I felt more comfortable in approaching him with questions. I found his knowledge and the way he policed to be extremely beneficial in the long run, with me adopting similar approaches. Once out of my tutorship, I was able to work alongside other colleagues who had different ways of policing and different coaching and mentoring styles. This was helpful in allowing me to develop myself professionally and improve my performance. 

Once operational, my supervisor would have monthly workload reviews with me and would use this time to talk through ongoing crimes that I was investigating and what actions were best to take. I regularly seen my supervisor as a coach and a mentor in the way he would support and motivate me, as well as help me in reaching my goals. In terms of performing in the workplace, my supervisor would always talk through my current performance by highlighting the good areas and discussing the bad. I would always have clear feedback on where I needed to improve and how to do so. As a conscientious person, I always strive to perform to the best of my ability and get the best outcomes for victims. I found it beneficial for my supervisor to coach me in various disposal methods and explain that an arrest is not always the best option for the victim. By learning about community resolutions and conditional cautions, it enabled the victim to have a better outcome on occasions, whether that be a letter of apology, compensation or the subject attending a course, therefor reducing the risk of reoffending. Not only did this get the desired outcome for the victim, but it has also helped me in reaching professional and organisational goals by improving my positive outcomes.

Up until recent changes within my team, I have been guided by the senior officer on shift who has coached me through several different incidents as well as in the station when it comes to admin and case files. I found that working with somebody who had such experience has motivated me and improved the way I police. I found my colleague to be great at explaining things and was straight to the point, which assisted me in learning quickly. The main area that he coached me on was traffic legislation and this was due to him having such a keen interest for it and me wanting to improve my knowledge. When double crewed, we would use the opportunity to carry out proactive patrols in order to stop vehicles and target drink and drug drivers. By doing so, I was able to identify various road related offences, identify when a traffic offence report is applicable and increase my knowledge around the legislation. Due to my interest in traffic, I completed an intoxilyser course and prior to the course, my colleague guided me through the relevant forms that needed to be completed as well taking time to go through the procedure with me. With his support and guidance, I now feel confident in dealing with traffic offences and putting together case files for such offences. 


Throughout my time in probation, I have had regular meetings with my PEQF assessor who has mentored me since joining. By having regular meetings, he has guided me through completing my evidence matrix, stresses of university work and general work life balance. Having been in the job for many years, I trust his judgement and knowledge, and this has helped me in my learning and development by getting me through my occupational competency portfolio (OCP).

Kolb (1984) states that one of most important parts of learning, is the role of experience and refers to this in his ‘experiential learning cycle’. He describes how adults learn in a four stage cycle to which the learner goes through. It’s suggested that adults learn through experience, and by reflecting upon things that have happened to us, it enables us to make sense of them. With that in mind, learning is a combination of experiences and reflections upon them. The four stages of the cycle include concrete experience whereby you experience new or unfamiliar events, reflective observation where we think about the event that has just occurred, abstract conceptualisation which allows us to make sense of the situation, and finally, active experimentation which allows us to test our learning in other situations that may occur. He believes that the final stage is the most important as it shows if learning has actually taken place by putting the new ideas in to practice. (Copely, 2011, p.25-27)

With every incident I attend, I follow these four stages in order to reflect upon the situation and what happened. During my tier two interview training, I was faced with new information and techniques around interviewing that I had not done previously. This was the concrete experience. When carrying out my first interview after training, I was able to reflect on how it went, having now put my new skills to use. From watching the interview back, I went at my own pace, summarised each section and was happy to introduce bad character evidence. This was the reflective observation stage. Following this, I was able to piece together my prior knowledge from initial training, what I had learnt in tier two training and what worked well in this current interview. This allowed me to make sense of the situation and therefore fell under the abstract conceptualisation stage. Finally, having gone through the three stages, I was able to identify what worked well for me and where I still needed improvement and upon completing further interviews, I was happy that I had put all my learning in to practice. 

Whilst I carry out reflective practice with every incident I deal with, I am always open to receiving feedback and encourage it, in order for me to develop personally and professionally. Having looked at the six P’s of receiving feedback written by Conway (2022), these are the approaches I try to take when receiving any. Poise is about fully listening to the feedback, rather than listening in order to give a response. By neither agreeing nor disagreeing at this stage, it allows you to fully understand what the feedback is and remain neutral. Process is about metabolizing the feedback, meaning this generally doesn’t happen straight away and can require time to fully understand what is required. Positionality is looking at where the feedback is coming from and if you trust the person providing it. Within my role as a Police Constable, the majority of my feedback comes from my supervisor who I believe to have good motives and the want to help, meaning I am therefore more receptive to feedback. Percolate is looking at whether the feedback aligns with personal values and professional goals as well as the trust in the person that is delivering the feedback. By asking yourself these questions, it increases consistency and structure to your decision making. Proceed is putting the feedback in to practice and implementing the changes. Perspective is about asking those that you trust and who works around you if they have seen an improvement in your performance or the specific area that the feedback was delivered on.

There have been occasions where I may have disagreed with the feedback or certain elements of it and in this case, I’ve always sought clarity by speaking to the person providing the feedback. When feedback has been provided over email previously, I have asked to have a call with the person so that it can be discussed in further detail and any questions I have, can be answered. By doing so, it’s allowed me to understand exactly what the feedback is, what is required of me going forward and steps I can take in order to achieve this. 


To conclude this task, I have been fortunate to have worked with various people who have coached and mentored me during my probationary period. Having worked with different people, I’ve gained skills and knowledge which has influenced the way I now police and enabled me to improve my performance. This has ensured that I meet personal, professional and organisational goals. When receiving feedback, I do so with an open mind and by having a clear conversation with the person providing it. Once I’ve processed the feedback, I am then able to understand where I need to improve and how to do so. 

Word count - 1849












1


Bibliography

Andrews, T (2024) Public expectations of police education in England and Wales: A Policing journal of police and practice. Volume 18. https://doi.org/10.1093/police/paad101

Bayerl, P., Denef, S., and Kaptein, N. (2013) Social media and the police – tweeting practices of British police forces during the august 2011 riots. pp. 3471 - 3480
Available at: https://doi.org/10.1145/2470654.2466477

Boogaard, K (2024) 10 Most Common leadership styles and their pros and cons 2024
Available at: https://www.themuse.com/advice/common-leadership-styles-with-pros-and-cons
Accessed 20th September 2024 

Bullock, K. (2018) ‘The Police Use of Social Media: Transformation or Normalisation?’, Social policy and society : a journal of the Social Policy Association, 17(2), pp. 245–258. Available at: https://doi.org/10.1017/S1474746417000112.

Campbell, I., and Kodz, J. (2011) What makes a great police leader
Available at: https://library.college.police.uk/docs/npia/Great-Police-Leader-REA-2011.pdf
Accessed 20th September 2024 

Cameron, C (2022) The right way to process feedback
Available at: https://hbr.org/2022/06/the-right-way-to-process-feedback
Accessed 22nd September 2024

Cherry, K (2024) The pros and cons of Laissez-faire Leadership?
Available at: https://www.verywellmind.com/what-is-laissez-faire-leadership-2795316
Accessed 19th September 2024

College of Policing (2020) Communication 
Available at: https://www.college.police.uk/app/engagement-and-communication/communication
Accessed 16th August 2024

College of Policing (2023) Leadership standards 
Available at: https://www.college.police.uk/career-learning/leadership/leadership-standards
Accessed 19th September 2024 

College of Policing (2023) Our Values
Available at: https://www.college.police.uk/about/our-values
Accessed 27th August 2024

College of Policing (2022) College developing National Centre for Police leadership
Available at: https://www.college.police.uk/article/college-developing-national-centre-police-leadership
Accessed 27th August 2024

College of Policing (2015) Leadership review
Available at: https://assets.college.police.uk/s3fs-public/leadership_review_ol.pdf
Accessed 27th August 2024

College of Policing (2ew recruits Survey 2022: Views of student officers 
Available at: https://assets.college.police.uk/s3fs-public/2022-12/New-recruits-survey-December-2022.pdf
Accessed 12th September 2024

College of Policing (2024) Ethical policing principles
Available at: https://www.college.police.uk/ethics/code-of-ethics/principles
Accessed 27th August 2024

Copely, S (2011) Reflective practice for policing students. 1st edn, SAGE publications, London: ProQuest Ebook Central

Crump, J (2011) Policy and Internet: What are the police doing on Twitter? Social media , the police and the public. Volume 3, issue 4. P13.

Cunningham, C., York, G., Habgood, F (2018) Workforce Transformation and Pay reform 
Available at: https://npcc.police.uk/2018%20FOI/NPCC%20Misc/098%2018%205%20Workforce%20Presentation.pdf
Accessed 7th September 2024

Dean, B (2024) X (Twitter) Statistics: How many people use X? 
Available at: https://backlinko.com/twitter-users
Accessed 13th September 2024

Forsey, C (2021) What is Twitter and how does it work
Available at: https://blog.hubspot.com/marketing/what-is-twitter
Accessed 16th August 2024

Home office (2024) Police misconduct, England and Wales: year ending 31st March 2023
Available at: https://www.gov.uk/government/statistics/police-misconduct-england-and-wales-year-ending-31-march-2023/police-misconduct-england-and-wales-year-ending-31-march-2023
Accessed 7th September 2024

Indeed (2024) Benefits of being passionate about work (plus how to guide)
Available at: https://uk.indeed.com/career-advice/career-development/passionate-about-work#:~:text=Understanding%20the%20importance%20of%20passion%20in%20your%20work%20can%20help
Accessed 12th September 2024

Indeed (2024) 13 Leadership styles and their characteristics
Available at: https://uk.indeed.com/career-advice/career-development/leadership-styles
Accessed 16th September 2024 

Indeed (2024) Coaching and mentoring: definitions, differences and uses
Available at: https://uk.indeed.com/career-advice/career-development/coaching-and-mentoring-definitions
Accessed 21st September 2023 

Knight, R (2024) 6 common leadership styles – and how to decide which to use when
Available at: https://hbr.org/2024/04/6-common-leadership-styles-and-how-to-decide-which-to-use-when
Accessed 19th September 2024 

Moreau, E (2020) What is Youtube: A Beginners guide
Available at: https://www.lifewire.com/youtube-101-3481847
Accessed 16th August 2024

McLachlan, S (2022) What is TikTok: Best facts and Tips for 2024
Available at: https://blog.hootsuite.com/what-is-tiktok/
Accessed 16th August 2024

Nations, D (2024) Facebook explained: Origins, why people like it and key features
Available at: https://www.lifewire.com/what-is-facebook-3486391
Accessed 16th August 2024 

NPCC (no date) Policing Vision 2025
Available at: https://www.npcc.police.uk/SysSiteAssets/media/downloads/publications/policing-vision/policing-vision-2025.pdf
Accessed 7th September 2024 

Rowe, M (2006) ‘Following the leader: Front line narratives on police leadership’ Policing an international Journal 29(4):757-767 DOI:10.1108/13639510610711646

Schaffer, A (2023) Exploring different leadership styles: A comprehensive guide
Available at: https://positivepsychology.com/leadership-styles/
Accessed 19th September 2024 

Strong, J (2019) Policing Education Qualifications Framework (PEQF) implementation frequently asked questions
Available at: https://www.polfed.org/Wilts/media/1580/policing-eductation-qualifications-framework-faqs.pdf
Accessed 7th September 2024

The Police Foundation (2014) Police use of social media 
Available at: https://www.police-foundation.org.uk/wp-content/uploads/2017/08/Social_media_briefing_FINAL.pdf
Accessed 16th August 2024 

The University of Edinburgh (2020) Gibbs reflective Cycle 
Available at: https://www.ed.ac.uk/reflection/reflectors-toolkit/reflecting-on-experience/gibbs-reflective-cycle
Accessed: 16th September 2024



 CONFIDENTIALITY and PLAGIARISM 

This is automatically checked via Turnitin submission of your workbook.

Please sign below to confirm that the work submitted is your own. 

Sign Laura Jones 

Date 22/09/2024




image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





