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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:

As part of this reflection workbook task, I will be exploring and critically evaluating the role in which the college of policing play to create a professional police force across the United Kingdom. The college of policing are a professional body in England and Wales which have the responsibility of training police forces and providing a framework for police forces to follow (College of Policing, 2021). With the College of Policing setting frameworks for police services around the UK, there can be many changes and strategies to help these changes be implemented. A number of these strategies will be explored within this task. These strategies are both past and present. These are the ‘Policing vision 2025’, the ‘Workforce Transformation 2018’ and the ‘College of Policing’s 5-year strategy’. The strategies within this piece will be explored by evidencing what they are and then evaluating their current effectiveness whilst considering how these strategies have further professionalised the police services around the United Kingdom. These strategies will be linked in with previous incidents in which I have played a part in. Within these incidents, there will be a clear correlation between part of the strategies explored and the way in which the incident was handled. 


 In November 2016, Association of Police and Crime Commissioners (APCC) and the National Police Chiefs’ Council (NPCC) launched a vision for policing. This vision was to be explored until 2025 and also involved members from the college of policing advising various ideas and methods as best practice (NPCC, 2016). It is firstly important to know what this vision sets out. One area that was set out to improve was local policing. The goal of this was and still is to be more proactive in order to prevent crime instead of reacting to it (College of Policing, 2016). This action and vision is then broken down into 8 actions in which the police service can incorporate so that the vision can be worked towards. Another one of the visions that effected incidents I have dealt with was the digital policing decision. This vision sets out the need for police to enhance their technology to align their technological capabilities to that which is ever evolving currently (Calam, 2017). This vision discusses the need for advancements in policing technology to assist with evidential findings. This vision seems to be moving in a positive direction. This is indicated in an article whereby it is stated that police forces have made advancements in capturing the Identification of offenders remotely, gaining secure access to the CPS’ system which allows evidence to be transferred securely and digitally, along with many other positives (Kimbell, 2023).


This vision from a police officer’s side is on its way to completion. This can be evidenced by an incident I recently dealt with. Having been called to an incident whereby a persons ex-partner had entered their address without their permission, an investigation commenced with offences such as burglary and harassment being looked into. This required phone work to be examined to prove or disprove the offence of harassment. Once all the evidence had been gathered, a case file was created which needed to be sent to the Crown Prosecution Service. The crown Prosecution service (CPS) prosecutes criminal cases which have been investigated and sent to them by police services in the United Kingdom (The Crown Prosecution Service, 2022). Due to the upgrading in police systems, once the case file had been completed, it was sent through to the CPS efficiently, timelessly and securely. This advance in systems does show that steps have been made to improve policing as per the policing vision 2025. These type of case files used to discussed via phone call, and still can be however are now primarily sent via secure digital servers (College of Policing, 2013). 


In 2018, as a result of the Policing Vision 2025, a number of work transformation programmes were undertaken. The programmes focused on the way in which police services recruited. This was where the Police Constable Degree Apprenticeship, pre-join degree entry and direct entry programmes were created from (National Police Chiefs’ Council and College of Policing, 2018). These programmes were created under a bracket called the Police Entry Qualification Framework (PEQF) which was created for policing to been seen as a profession and for officers to be trained at a higher education (Watkinson-Miley, Cox and Deshpande, 2021). The Police Constable Degree Apprenticeship is a programme that entails a mixture of practical learning which is done on-the-job alongside academical theory (Andrews, 2023). It could be argued that this new PEQF shows a clear intent from the NPCC and College of policing that their goal was and still is to professionalise the police service. 


This part of the programme has caused a divide within the UK since being implemented with many arguing against the programme. Dave Bamber who is the professional development lead for the Police Federation has been outspoken about his worries and concerns relating to the PEQF programme (Police Federation, 2019). An article written discloses that one Police Force in the UK had around 120 officers leaving in one year, with many being part of the PEQF programme (Daily Mail, 2021). Another person outspoken about the negatives surrounding the PEQF programme was Craig O’Learly. O’Leary states that the programme takes officers off the streets as they need time to complete their university work (Thompson, 2022). 


This PEQF programme is something that has been undertaken by myself. It has heavily affected the way in which I conduct my job and has had a number of negative connotations. An example of this is having to spend working days studying in order to meet deadlines thus meaning I spend less days investigating, reacting, and preventing crime. This aligns with what O’Leary says in the article. Furthermore, with the aim of the Policing Vision 2025 being to professionalise policing by having new joiners become critical thinkers, it could be argued on how results of this are recorded and how it will affect their role as a police constable. Does a critical thinker in an academic aspect effect a constables thinking into how to investigate crime or respond to conflict? There is no data to show this theory.


In 2022, the College of Policing decided to create a new strategic plan with the goal of further professionalising the police service. This plan sets out 5 points to assist police in reducing crime in a professional and efficient manner. These 5 points are; building trust and culture, transforming police leadership, supporting career-long professional development and wellbeing, boosting core skills, and lastly strengthening innovation and implementing what works (College of Policing, 2023). These 5 points were created as a result of Lord Herbert’s’ fundamental review of policing. It is difficult to know whether the implementation of these 5 points have had a large shift within policing due to a lack of existing research into these points. However, upon conducting literary research into one of these points, namely building trust and culture, it has been found that only 52% of people felt that the police did a good or excellent job (Brown and Hobbs, 2023). 


During a 2023 survey, the percentage dropped to 51% with this figure being the lowest since 2009/2010 (Richards and Davies, 2023). This figure, within just under a year, has decreased a small amount however this decrease is clearly not in the direction aimed to go in. This is a relatively short-term project that the college have set out with it lasting around 4 to 5 years. This meaning their will be a key focus on fast results however with this negative start, the college may begin starting to wonder whether they have their priorities straight. Upon considering this review of the 5 year plan, a number of considerations should be had. One of these considerations has already been mentioned and that is that it has not even been a year since this plan was outlined by the college and it will take time for processes and changes to not only be implemented but also be understood and mastered by officers on the ground. Another reason being that it will take more time for the public to begin to see these changes that the police have implemented and may take the public some time and reassurance to start changing their mind on the police service. These are just some considerations when comparing the 2022 and 2023 confidence figures. However, to explain the figures, it could be as simple as the forces not focusing enough on what the college has implemented. 


With myself currently being in my last year of my policing probation, I have seen a multitude of changes since beginning this final phase. One of these changes has been the need to complete a university dissertation as part of the PEQF programme. A dissertation is a written project in a chosen field of study with this project usually being around 10,000 words in length however can vary (Leeds Beckett University, n.d.). To complete this, police forces around the UK allow their officers to have ‘Protected Learning Time’ also known as ‘PLT’. This time allows officers to focus on studies and training without the strains of the job on that particular day (Gloucestershire Police, 2015). These days have given some respite to myself in order to allow me some time to complete this dissertation project. This has been a change since my year 2 of probation as there was no requirement to complete a dissertation in this phase of the probation. It has been incredibly difficult this far to balance work, personal life and university work with the stresses and strains of all mounting. Being a police officer is said to be a vocation and is hard enough without added pressure of research work on top however must be done to complete the probation phase (Lumsden , 2017). 


In addition to the added university work, actual policing work has changed for me since embarking on my third year of probation. I have started to investigate much more complex crime. Examples such as burglaries where there are a number of complex outstanding enquiries. These investigations can be complex and can take a number of months before offenders are identified or prosecuted. This is the case with one of my investigations currently. In addition to burglaries, I have also begun to deal with sexual offences where forensic evidence is crucial and time critical to the proving or disproving of a case. Both of these types of offences do have specific departments that usually investigate them however on certain occasions, response police officers can investigate them as is the case for me at present. This shows a trusting from other departments and my supervisor that I can investigate offences such as these to a high level. Lastly, since beginning the final year of my probation, increased responsibility has come my way. This is by way of being asked by my supervisor to tutor new officers coming out of their initial training phase. Being a tutor constable requires me to become a mentor to the officer and to assist them through their initial 10 weeks of being on response policing (Lloyd, 2022). This is an increased responsibility which was not asked of me whilst in year 2 of my probation. As per the ‘protégé
effect’, the best way to learn is to teach and this is something that rings very true when reflecting on tutoring new constables (Murphy Paul, 2012). 


To conclude, the college of policing are attempting to implement a number of different plans and framework to advance policing for a number of reasons. These reasons include to professionalise the police service further, to make the police service more of a profession along with increasing public confidence and help the police service to get results (College of Policing, 2021). The final year of probation has a number of challenges with the dissertation project and increased working responsibility however will help in amalgamating me into being a critical thinker who can deal with a number of projects/investigations at once. 
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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:


Technology has vastly improved through the years of my life. Technology is now involved in everyday life, with social media being included in this. Firstly, it is important to understand what social media is. Social media is a way of communicating via internet to all locations across the world (Britannica, 2023). Technology is now reported to be used by 5.3 billion people across the world with 4.95 billion people using social media (Petrosyan, 2023). These figures alone showing the sheer number of users of both. More specifically, in the United Kingdom in 2023, there were 66.11 million users of technology with 57.10 million of these using social media (Kemp, 2023). This should give an understanding to the target audience available to the police service. 


With such a large number of users on social media now being the case in the United Kingdom, the use of social media by police services gives them a good opportunity to engage and inform the public (The Police Foundation, 2014). With the police services in the UK working towards the Policing Vision 2025, the increased use of social media is one area which is within the policing vision plan due to the National Police Chiefs Council feeling that the enhanced use of technology and social media by the police service will assist in protecting the public from cyber related crime and give easier access to all persons when contacting police and supplying police with evidence (National Police Chiefs’ Council, N,d).


The police service now use a number of social media pages. Namely platforms such as Twitter or newly named as X, Facebook and Instagram (Gwent Police, N,d). These platforms allow members of social media to report crime and speak to the force control room. This giving users of social media another way to report crime other than calling 999 or 101 and allowing police to inform members of the public about good work that they have been doing in the community. Gwent police also have a variety of X accounts which are more localised. For example, Gwent Police have an X account dedicated to Caerphilly County borough which gives members of that specific community more regular updates on what is going on in their area (Gwent Police | Caerphilly Borough Officers, 2015).


Since joining the role of police constable, I have used social media on a number of occasions for a number of different reasons. An example of one of these occasions is upon investigating an incident of assault. The incident occurred during an evening where there were a number of pubs and clubs on the same street. Following an altercation in the street, the victim was left with injuries and the offender made off prior to police arrival. It was not known at this time who the offender was, and the victim did not know either. There were no witnesses either that provided the identification of the offender meaning there was little to identify the offender. Upon conducting CCTV enquiries, the altercation and offender was caught on CCTV, but with no knowledge of the person in question still, I took the decision to put a still image of the offender on the Gwent Police social media page. This in turn led to the identification of the offender and assisted in my enquires. 


When considering the uploading of an image of the offender, there were a number of considerations to be had first. One consideration before posting this image was the wording on the post. The reason for this being due to British media law and more specifically, defamation. It was important for the wording to not indicate or suggest, that this person who the picture was of had done anything wrong at that stage. If the wording was giving an indication to that person committing a crime, I may have put Gwent Police into a predicament whereby they could be sued for criminal defamation (International Press Institute & The Media Legal Defence Initiative, 2015). Another consideration to be had was the contempt of court act. The contempt part can be committed when something is published post arrest or charge which could have an impact on a person’s human right of having right to a fair trial (Merseyside Police, 2023). This carefully worded appeal ended up being a great assistor to my enquiries whilst also not having any negative implications on the investigation, court case or on Gwent Police. 


Another example whereby I have used police social media to engage with the community was when I seized a vehicle due to it being driven on a road without insurance and the driver drinking with excess alcohol in their system. This of course puts members at the public at risk should they be involved in a road traffic collision. This seizure and arrest were as a result of proactive policing in the area. This type of policing is one in which is approved by the college of policing with them saying that proactive policing can reduce crime and anti-social behaviour (College of policing, 2021). Members of the public reportedly want to see police be more visible and proactive policing like this is a prime example of this (Strategic Review of Policing, 2020). An image of the vehicle was then taken and placed onto social media with the caption stating that the vehicle had been seized and what for. 


When reviewing this post, it can be seen in both positive and negative light by members of the public. Some members of the public could be happy with this due to the proactive nature of the seizure and a drink driver being taken off the road. However, in contrast, some members of the public will feel negatively about this. Some of these people may be victims of crime who feel they aren’t receiving a good enough service or were waiting for a police officer attendance at the time of the seizure and feel their report is more important. This is a fair argument that could be had however this good work has protected other members of the community due to the driver being intoxicated and presenting a risk to other members of the public. A consideration had when posted the vehicle on social media was again, contempt of court act. The vehicles number plate was redacted from the image so that members of the public could not identify the vehicle from that identifier. Consideration had to be taken to the safety of the driver in question should people find out he had been arrested and charged for drink driving. 


Similarly, to the post regarding the drink driver that I arrested, police forces across the United Kingdom run campaigns which are highlighted on social media. Around Christmas time most years, police forces run a number of Drink and drug driving campaigns. These campaigns are said to be brought in to cause fear into people that they would be liable for arrest, cause fear of the harm they could cause to themselves or others and to stigmatise drink drivers as being irresponsible (College of policing, 2015). These campaigns can include YouTube videos, social media adverts along with many others. Recently, West Yorkshire police posted on their website a drink driving campaign which they stated they run annually. On this post, they discuss the common excuses people use which can be used by drivers in a reflective practice prior to making a decision whether to drive or not (West Yorkshire Police, n.d.)


Recently, a new campaign has been created by a number of agencies called “White Ribbon”. This campaign has been created to be a recognition in tackling and reducing violence against women (Essex Police, 2023). This campaign has been created and shared on multiple platforms by police services. The reason for this would highly suggest raising an awareness of the campaign to a large target audience. Promoting campaigns such as these are a brilliant way for police services to show the public that they are committed to tackling a specific issue. Additionally, these campaigns require little consideration prior to their posting. By this, it is meant that campaigns such as these, will not include any person’s personal information and will be received positively by most. This then shows offenders that offences of this nature are taken seriously by the police and other agencies. Upon review, there is a risk when running and posting campaigns such as this on social media however. One of these being that it could deter men who have been a victim of violence feeling that their incident will not be taken as seriously with their being such a focus on violence against women. This may be uncommon however research suggests there is a lack of reporting of domestic violence by men (Scott-Storey et al., 2022). Campaigns such as the white ribbon campaign can risk further this issue. 


Lastly, another reason police use social media is to update the public of ongoing situations. These situations incidents can include missing persons, road closures and police powers in operation. An example of this would be when a person is reported as missing. It is common for police to post a picture of a person on their social media when the person is missing. It was reported in 2013 that of the 9,836 posts the UK police forces posted on X, 330 of these were about missing persons (Webster, 2013). Now, there is no research readily available to show the direct correlation between missing person social media posts and the locating of missing persons. However, a common sense thought process would show that with members of the public being aware of what missing persons look like, then there are more eyes looking for them and more chance of locating them. A recent appeal by West Yorkshire Police shows an email for a missing person. This appeal was posted on all of their social media platforms and their website (West Yorkshire Police, 2023). To post this type of appeal on their social media platforms, the police service must obtain permission to post an image of the person on their social media page. It is important to note that this is only required with persons under the age of 18 (College of Policing, 2022). There are a number of considerations the police must consider prior to posting a missing person on social media. One of these is the human rights act, namely article 2 when there is a real and immediate risk to life. Additionally, when the missing person is a child, there are additional acts to consider such as the children’s act 2004 and the children and social act 2017 (National Police Chiefs’ Council, 2022). These are just some considerations the police need to consider adhering to and posting the young persons on social media with family’s permission can give them a better chance of locating them and working with the acts in place.


In conclusion, the use of social media bridges a gap between the police service and the public by acting as a further method of communication. Numerous examples of how the police service use social media have been identified and show that not only can it assist police in investigations but show what work they are doing to make the public feel safe. The police have a high number of policing policies in which they must adhere to. All of these policies should be considered prior to their posting on social media. It is also indicated that no matter what the police post on social media, people have different views on what the police upload with these views being positive and negative. To keep up with the ever-growing technological advancements, the police forces in the UK are now on all of the major social media platforms. 
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Task 3

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


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

A commonly used phrase, the captain of the ship at the helm. A common term to describe a leader. Within this essay a thorough evaluation of my leadership style will be discussed. In addition to this, a critical analyse of leadership strategies I have developed which have been utilised during operational situations within my policing career thus far. There are many different types of leadership styles that I could have to my disposable however upon reflection, only few are used. The definition of a leader is “a person in control of a group, country, or situation” (Cambridge dictionary, 2023). Examples of this would be the captain of a sporting team, the prime minister or more policing related, the sergeant being the leader of his shift. All of these roles require similar attributes however varied their goal is. A number of different sources state different attributes make a good leader, however this is very subjective and every person has their own preference on attributes they want within their leader (Arora, 2021). Adding to this subjectivity of attributes, there are many different styles of leadership. The two that have been identified as being used by myself would be a democratic style along with affiliative with a coaching element added into this. These styles will be explored with examples of how they are used in an operational situation. 


One style of leadership that I have identified and used is called democratic leadership. Democratic leadership is a style of leadership which allows others to be part of the decision-making process (Kumar, 2023). This type of leadership has both its advantages and disadvantage as with anything. There are a number of benefits to working with this style of leadership. A number of these benefits include the invitation of participation, obtaining a number of different points of view, increasing of commitment along with an honest group of individuals (Slingo, 2022). The goal for me as a leader for the team to feel a sense of belonging and that they have a say in decisions being made. Ultimately and this is understood, that all final decisions sit with me however having a number of different points of view is a really good way to understand the full picture from a number of various angles. This can help make a much more informed decision (Burbidge, 2017). An example of where I have used this type of leadership style is when speaking with a new constable of whom I was tutoring. Upon meeting this constable and introducing myself, I began to discuss my role and how they would like me to assist them with their learning. The reasoning behind this is due to the fact people learn in a number of different ways. My goal as a tutor is to assist the constable in their learning and development and help set them on a path of success and knowing their best way of learning only helps this (Pashler et al., 2009). Being adaptable in my leadership here helped me gain a better understanding of my student and achieve the best possible results. Having spoken with the student constable, they stated they liked to be coached and receiving feedback and assistance should they struggle. 


In addition to my use of democratic leadership, I also use another style of leadership. This style is called coaching leadership. Coaching leadership is a way by which mentoring and learning is at a heavy focus. This guidance is instead of directions or reprimands (Boogaard, 2019). The mentoring and coaching is the heavy focus when l lead a team however it would be very naive to say that reprimands and directions are not occasionally used. When acting as a leader which I always try and do, I have three main goals. One of these goals is to achieve good results which can clearly be seen by others. Another goal is for everyone to enjoy the process in achieving these results and lastly, to learn whilst achieving these goals. These types are goals are extremely comparable to that of a coaching leadership style (Sharma, 2022). Although from personal experience, I find coaching leadership extremely successful, there are many negatives to this coaching style. One of these negatives is the time consummation that ensues when coaching others. This can lead to a lot of time and energy being spent on the task in hand (Miller, 2018). Although this is the case, in the future, time could be saved as a result of the hard work inputted in the earlier stages and this is what I look to achieve.  An example where this effort of coaching is time consuming was in a recent case I dealt with whereby a number of persons on my shift did not know how to complete a document that was required to be completed on a file. Therefore, I took it upon myself to guide and coach the members of the team through the document meaning that it was completed to a high standard in which they should be able to complete it to the next time they do it. This does corroborate MILLER whereby he states coaching and mentoring can be time consuming however MILLER fails to mention that time in the future will be saved due to the quality of the coaching allowing this to only have to be done once. 


With both of these leadership styles being evaluated, there are a number of examples which highlight these styles and their effectiveness in situations. Upon entering my station where I parade out of, I was informed that my supervisor was not coming in and would not be there. In addition to this, I was the most experienced officer within the shift on that given day. Due to this, I took it upon myself to act as the supervisor for the shift due to someone needing to obtain a handover and allocated what needed to be allocated. Upon obtaining a handover from the supervisor on the previous shift, it was time for the team briefing. Here, I used a democratic leadership style. I informed everyone of what was being handed over and asked members of the team who would like to be allocated what. This ensued a discussion between the team around what everyone had on and who had time and experience in allocating what. This led to a harmonious team with all members happy about their tasks for the day. I had a number of thought processes upon reflecting on this. The team were harmonious and felt included in the decision-making process which aligns with named positives of a democratic leadership (Taylor, 2021). There was also a negative to this way of dealing with the handovers, however. This was that one of the tasks was given to a less skilled team member. This meant that help was required. Although this was not a problem, as already mentioned the coaching leadership style can be a time consuming one. In this instance, it required me to change from democratic leadership style into a coaching leadership style for this one individual. In further detail, it meant that I had to spend a number of hours with this team member whereby I had to guide them through the process so that they could learn. This meant that other team members were left to their own devices for a number of hours. This was not an issue however could have been if issues were to arise. 


To work to these leadership styles, it is important for leadership strategies to be in place and to understand what leadership strategies are. Leadership strategies are plans and ways which help align an organisations goals and aspirations (indeed, 2022). These strategies are put in place to help work toward the achieving of a goal. An example of leadership strategies include defining and communicating a vision, recognising achievement and commitment to continual education (Crestcom, 2016).


Communicating a vision to some can be seen as a very obvious leadership style however may not understand the true importance it can have. It is important to have a policing team on side when working towards a vision and by communicating it in an effective way, can help the team buy into the same vision so you are all working towards the same (Community Tool Box, 2019). A pertinent example of this would be when I discussed with my supervisor a way in which we as a team could improve our stop search figures in areas which are high in crime. Once detailing a percentage goal and outlining my vision to him, it was agreed that he would implement this and therefore communicated the vision to the whole team. This meant all of the team were working towards the same goal and trying to increase stop searches in the area. There were a number of positives that came from this communication of the vision which are common in all circumstances of this strategy. One positive that was found is that the face-to-face communicating of the vision from our supervisor to staff had a largely positive effect and this seemed due to the passion and hunger from the pitch to get everyone on side. It was reported that face-to-face dialogue amplifies the positive effect of the message and leadership (Jensen, Moynihan and Salomonsen, 2018). On the flip side of this, the teams workload was extremely high at this time due to a busy period having just been seen when responding to crime. This meant that a number of people felt this vision put forward was not one that was urgent and could be looked into and targeted as and when. This non-urgent and complacent mindset is one negative that has been identified as a key barrier to communicating a vision effectively (Gleeson, 2017).


In addition to the communicating of a vision, another leadership strategy is to recognise achievement. Recognition of achievement is said to keep employees 40% more engaged if they are to be recognised by their supervisor of achievements (Littlefield, 2022). This figure shows just how important a ‘pat on the back’ can have on working towards a goal. In a recent blog, it was stated that recognising achievement had a number benefits such as increased morale, increased motivation and increased productivity (Goode, 2023). Drawing on this, a number of these can be seen from similar situations in my workplace. Upon completing a high-level and complex job with the help of a student constable, I praised them on the outcome we achieved together. This complex job took a lot of time and hard work and the vision when communicated was to interview, charge and remand the person into custody whilst making sure this was done within the 24 hour PACE clock. Having completed this and recognising the achievement from the student constable, you could immediately see the delight on their face showing that their morale had increased. In contrast to the positives of recognising achievement, there can also be a number of negatives that can be gained from this strategy. One key negative is that praise can lead to complacency (James, n.d.). It is important to note however that JAMES states this complacency leads from over-praise which is not the case in the example given within this paragraph. The reason that this over-praise can lead to complacency is due to an overconfidence growing as a result of being praised (Robinson, 2021). This shows how incredibly conscious I and other leaders need to be over over-praising others due to the performance issues it could cause further down the line. It shows that there is a very thin line between the two. 


To conclude, the definition of a leader has been identified and now understood. In addition, there are a number of different leadership styles which have varied ways of dealing with people and situations which may alter outcomes as a result. It has been shown that having a number of leadership styles at your disposal can be a real important trait and that the adaptation of your style can help you in changing situations. With this in mind, it is also understood that leadership strategies can help build a leader’s team in confidence and performance leading to striving success however can also lead to a downfall in success and productivity if there is a slight move or action in the wrong direction. 
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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:

Having began my role as a police constable just short of 3 years ago, the time looms where my 3 year probation comes to and end. This period has had its ups and downs and has been extremely tough at times. Now that this period closes, I will look to critically evaluate my probationary period and reflect on teachings and ways I have learnt. Within this reflection, the definitions of coaching and mentoring will be explored with their being a clear understanding represented as to whether these are the same or there are differences. Additionally, I will reflect on how I have benefited from coaching and mentorship and what theories I could see being used to assist me by others. Additionally, I will look to provide examples of how moments through my probation have aided me to learn and perform to a level which is expected of me. Examples will be given on how I am now working to a higher level than what is expected of a number of probationers and the ways in which I receive and provide feedback to and from others. 


Firstly, it is important that a proper understanding of what is meant by the terms coaching and mentoring. To many, these words may be thought of as being the same thing however their attributes differ. Coaching is the act of training a person or team in a particular sport or particular subject (Collins Dictionary, 2019). This in essence means that coaching is a way of teaching people in how to do particular activities. Whether that be coaching them to play sport or coaching them to complete a task. Whitmore however argues that the Collins dictionary definition of coaching is incorrect. Whitmore states that coaching more about the way things are done and not what was done. He continues by saying coaching focuses on the future possibilities and not past mistakes. What is interesting about what Whitmore says is when he states coaching is not dependant on what the coaching persons knows about the topic in hand and it is more important for the person to know how to coach (Whitmore, 2010). Another finding which further helps understand the meaning of coaching is whereby Passmore and Lai state “the role of the agent (the coach) is not to guide, direct or instruct, but to ‘facilitate’. The process is to support the client (coachee) in new discoveries, insights and move closer to their goals” (Passmore and Lai, 2019). This gives a further affirmation of what Whitmore states. 


Differing to coaching, mentoring is a relationship between colleagues whereby one individual helps another by sharing their experiences and knowledge within in a certain field (University of Cambridge, 2020). This differs from coaching as this definition of mentorship would imply that knowledge in a specific subject would be required to mentor in the correct way which is dis-similar to coaching. Mentoring has a number of benefits to both the mentor and the mentee. When being the mentor, leadership skill development and improving their skills of delivering feedback are increased due to the continuous need to give this when being a mentor (Cronin, 2019). Similarly, the benefits for the mentee are similar which include building resilience and adaptability along with increasing their ability to learn (Cook, 2022). These positives do resemble significant similarities to the coaching style and this could be due to the reasoning for both coaching and mentoring. Them goals being to develop, grow and help individuals achieve their potential in the environment they are in (Sword , 2021). 


Both coaching and mentoring has helped me greatly throughout my three-year probationary period. I believe there are a number of reasons for this. One being that continual feedback has been given to me throughout the three years after dealing and responding to incidents. Upon reflection, I feel that there is a stage in your probationary period where your tutor constable changes from a coaching style to a mentoring style of development training. To visualise this theory efficiently, within the first day of starting your role as a policing constable out on response, you are given a tutor constable who will stay with you at all times throughout your first 10 weeks or so. This tutor will coach and mentor you to develop you into a competent officer who can deal with incidents and members of the public safely whilst on your own. Within the first 4 weeks or so, it is likely that at this stage of the tutorship, the tutor will coach his student on how to deal with incidents. This by way of showing and telling them how to do this. This would be the coaching phase. Once the tutor felt they had done this phase adequately and the student has obtained and understood what they have seen, it would then be pertinent for the tutor to begin the mentorship stage of the tutorship. To explain this further, the tutor would allow the student to deal with the incidents whilst guiding them through the process and issuing feedback afterwards. I noticed this through my tutorship phase. It began by me being coached which was useful as I could see how things required to be dealt with and completed. However, there was only so much of this I could do. From the day my development changed from being coached to being mentored, my development increased dramatically. This is because I was able to make decisions for myself and deal with various incidents and persons alone, with a mentor helping with any learning points afterwards. This is something that has then continued since the initial 10-week tutorship and is managed by my sergeant and colleagues. 


As I have evolved as a police officer over the three-year probationary period, I have been trusted to begin investigating more complex investigations. This is due to my improving investigation skills and understanding of crime which has all been improved through being coached and mentored along the way. An example of this would be my first crime I was given to a crime I have very recently just received a charge for. The first crime I was given investigated was a report of a theft from a shop. This was on CCTV and the value of items stolen was low from a commercial store. Theft legislation defines theft as “A person is guilty of theft if he dishonestly appropriates property belonging to another with the intention of permanently depriving the other of it; and “thief” and “steal” shall be construed accordingly” (Gov.UK, 2011). An offence of theft is a triable either way offence which can result in a maximum of 7 years custodial sentence depending on the amount stolen (Sentencing Council, 2016). This shows that the offence is serious in nature however there are other offences with a higher custodial sentence. In contrast to my first investigation, my most recent was one of much more seriousness. This was a report of a burglary, attempt burglary and harassment from an ex-partner of the victim. This was an investigation which had a number of extremely high vulnerability factors with a number of serious offences being committed. This meaning that it was a highly complex and high-level investigation. Burglary is whereby a person enters a building or part of a building as a trespasser with intent to steal, cause damage or inflict grievous bodily harm upon a person (legislation.gov.uk, 1968). This offence has a maximum of 14 years in custody showing it is determined to be a much higher offence than that of theft (Sentencing Council, 2017). It is important to note that this is the custodial sentence for just burglary and within this incident there were two further offences that were being investigated. This shows a clear development and trust from my supervisors on the improvements I have made throughout my three-year period due to being asked to investigate such serious crimes which are usually investigated by different departments. This shows that coaching and mentorship throughout the three years has been a success and the assistance with my development has resulted in this charge of such serious offences. 


Incidents such as the burglary I had to investigate have helped work towards organisational goals. There is a current drive within Gwent Police to combat serious crime. Within this serious crime includes violence against women and girls (Gwent Police, n.d.). This incident of burglary falls right into the category of this category in which the organisation works towards. This shows that through my development throughout the three years, I am now able to assist my police force in working towards their organisational goals such as that above. The charge of the offender is this instance is the very goal in which the force wishes to achieve if an offence like this is committed. Charges such as this also help me achieve personal goals in why I joined the police service as a constable. Part of the motivation of joining as a police constable was to protect those who have been victim of crime and do not feel safe even in their own home. Investigating incidents such as this burglary and proving the offender had committed the offences meant that the justice services could impose the appropriate outcome with the victim having some sense of security back in their life. 

There are a number of ways in which I have received feedback throughout my three-year probationary phase and a difference in how effective I find them. Initially throughout the 10 week tutorship phase, the tutor constable would give me immediate verbal feedback after dealing with an incident which was useful. I found this useful as the way it had been dealt with was still fresh in my head. However, it was possible on occasions for this information to not be retained so well as a number of thoughts were going through my head in the aftermath of dealing with some incidents. To make sure this feedback did not get lost immediately after being given, both myself and my tutor constable would write about the incidents in three columns. These columns being ‘What went well, what didn’t go well and What would I do differently next time’. This was a real useful tool to use to review all the incidents. Part of this reason being it would force me to self-reflect but also to see from the tutors perspective. Reflecting after completing activities and learning helps increase performance by 23% in a recent study (Porter, 2017). After this tutorship 10-week phase, you no longer have to complete this model of reflection. Instead, certain incidents are inputted into an evidence matrix where you must evidence your understanding and dealing of certain incidents. This matrix is then sent to a mentor from within the police service who provides you feedback. This is another very useful mentorship tool used within the police service that helps continue to assist in development. 

To conclude, the three-year probationary period has been an extremely valuable period for me to make me the police officer I am now. The tutorship reflection model was invaluable to my initial learning and me gain a further understanding of how a more experienced officer thought the incident was handled. In addition, the mentorship models the police use by the way of evidence matrix has been a great help to the continuing development, helping their be a realisation that the learning does not stop after the 10 week phase. Furthermore, the changing from coaching and mentoring has been such a useful variable way of helping me learn and the interchangeability has really allowed me to learn in the ways I learn best. As a result of the last three years, I believe I have now become a good police officer whilst also having a firm understanding that the learning does not stop here and now know the models available to me such at the reflection model mentioned within the first 10 weeks which I can continue to use to further enhance my learning and performance. 
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