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Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



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



ANSWER:

In this answer I will review what impact the College of Policing has had on professionalism in policing and how it is impactive, as well as analyse the positives and negatives to their input. Also, explain how my role as a police constable has adapted to meet new standards of policing within my probation. 

The background of professionalism in policing is identified by Maile, A. ‘et al’ (2023) the authors illustrate that the professional body for policing in England and Wales, the College of Policing was established in 2012, advancing the professionalisation agenda by, among other things, addressing low public trust and confidence in the police and combating corruption by establishing standards for good professional practice. Maile, A. ‘et al’ (2023) elaborates that the professionalisation of policing in England and Wales is a subject that has attracted a lot of attention and discussion. The author’s add that while some argue that it should be referred to as "re-professionalization," others are not persuaded that it should be associated with the job of a police officer. To summarise, the word "unprofessional" denotes a failure to uphold the moral standards of behaviour and conduct required of an occupation, whereas the term "professional" can also characterise the characteristics of an occupation that designate it as a moral practice. 

Herbert and Marsh (2022) discuss in their fundamental review of the College of Policing regarding professionalism, that there is a key strategic priority for policing which is boosting professionalism in the role. Adding that supplying officers and police employees with the most professional capabilities possible to carry out their duties, by making sure they have access to and are appropriately trained in continuing professional development is given top priority. Moreover, by doing this, officers and staff will have even more authority to protect the public and handle complaints regarding specific aspects of the policing culture, while using outstanding professional judgement in their job. In short, the review by Herbert and Marsh (2022), is not meant to imply that personnel are not professional; rather, it is to highlight the fact that professional growth has not been given priority by police services as a whole.

The College of Policing (2023), illustrates how their values as well as purpose, is to be innovative, support officers and police staff, and keep the communities that those constabularies serve safe on a national level. For instance, in the College of Polices’ corporate strategy for 2022 to 2026, one of the core functions is the support of professional development. As can be seen in the report, the author explains how professional development is the hallmark of any profession, adding that the sheer scale and scope of the demand on policing, means that professional development is often seen as an abstraction from current demands. The College of Policing (2022) discusses how their ambition is to provide communities with the greatest service possible, therefore policing must foster a culture of learning that will increase professional standards and enable the police force to continuously develop. The College of Policing (2022) then imply that along with professionalism, a strategic competency for policing is having a workforce that is well-developed, in good health, and driven. To summarise, it can be established that the College of Policing believe that professionalism in policing is something that is to be improved, as well as its standards heightened. Additionally, both professionalism and overall excellence in performance of officers go hand in hand. 

Professionalism in policing is a fundamental core value, this is exemplified by the Code of Ethics as observed by the College of Policing (2024), the Code of Ethics is at the foundation of the policing profession, which is characterised by professionalism and ethics in the ways that it respects, listens to, responds to, enhances, and serves the public. The author adds that The Code of Ethics offers guidelines for moral and professional behaviour as well as ethical policing concepts to aid in decision-making. To elaborate, the College of Policing (2024) discusses that professional behaviour is compulsory to all police officers and staff, suggesting that by promoting a positive professional image of the police service at all times, to remain calm and professional under pressure, as well as being conscious of the impact that police behaviour and decisions have on others, would have a positive impact on the community. Overall, it is of paramount importance that police officers and staff work in a manner that is professional and ethical, as this will allow members of the public to develop a confidence in their service.
Despite the College of Policing being strong advocates in supporting professionalism in the policing role, the author Martin (2021) argues that that The College of Policing (CoP) is too standardised. The author discusses that the CoP's uniform approach to creating a national curriculum, which may replicate an environment in which prioritising process over practice is ingrained in society. If professionalism is to be successfully developed, this gap must be closed. According to Martin (2021), the CoP must find the right balance between giving new officers the proper training and foundational theoretical knowledge, as well as understanding the reasons for this situation is necessary to support one's actions. Additionally, they emphasise the need of having a clear concept of what makes an excellent professional officer and downplay the possibility that this will vary based on the situation and area. 

The National Police Chief’s Council (2016), discuss in the Policing Vision 2025 that a competent workforce with the knowledge and talents required for 21st-century law enforcement, requires professionalism. Adding that, in order to guarantee that the police service draws in a representative mix of individuals with the necessary abilities to carry out the policing vision, it must be considered in conjunction with the workforce model and the supporting frameworks for police education and professional development. This suggests that in order for a competent police service to be successful, there needs to be a high level of professionalism within the workforce. The National Police Chief’s Council (2016) emphasises that they will achieve professional growth by establishing independently approved frameworks, for lifelong learning for all law enforcement personnel in order to enable them to realise their full potential, advance their careers, and be recognised for their abilities. In summary, professionalism in policing is paramount for building trust as well as maintaining public safety, however while strides have been made, reaching complete professionalism in police services will require ongoing improvement, policies and reforms. 

As a serving police officer in my final year of probation, demonstrating modern professionalism is a necessity that I present in my role. To aid me in this, I utilise the National Decision-Making Model (NDM), as at its heart is the Code of Ethics. as observed by the College of Policing (2024), the Code of Ethics is at the foundation of the policing profession and can be used in any policing situation. The NDM allows for my rationale to be guided by ethical decision making, as well as demonstrating my professionalism and knowledge in powers available to myself. The College of Policing (2013) states that throughout a situation, decision makers utilising the model should consider the following; is the action that is about to be taken reflect professionalism in a positive way, also what is being considered consistent in the guidance of ethical and professional policing behaviour. To summarise, being a police officer is a public facing role, which means my actions reflect not only myself but my force, therefore professionalism and ethical decision making should be the core of my rationale. 

I have noted that there has been a strong development in my independence, decision making and judgement of high-risk situations, I have been able to understand this development by utilising Kolb’s experimental learning cycle. According to the author Copley (2011) Kolb defined adult learning as a four-stage cycle that the learner goes through. He expands on the notion that experience teaches us valuable lessons and proposes, that we might apply this lesson by thinking back on past events and trying to make sense of them. Thus, learning is a process that involves having experiences and thinking back on them. For instance, when I have been to a incident I use this reflection of my actions, as well as decision making, thereby making a conscious effort to understand and improve my skills as an officer. However, it is not just post incident reflection that is effective, Copley (2011) discusses that there is a second type of reflective practice, whereby the learner will be faced with times when someone must get a fresh perspective on a problem while it is happening. In summary, I have come across situations that I had never encountered before and have had to make an instant assessment of many incidents that I attend because the circumstances are different in some way, moreover I've quickly realised that in certain incidents, I need to apply what I already know. 

Another example of my continuing professional development in my final year of probation, is how my situational awareness has changed. Hansson and Borglund (2024) discuss that in dire circumstances, the police's response time is forced when an unexpected threat or circumstance materialises, adding that it has been determined that situation awareness is a critical component of effective tactical decision-making. Thus, this supports the police in making safe, legally sound decisions and interventions. This emphasises the fact that situational awareness is a necessity for effective policing. The College of Policing (2020) reinforce how important situational awareness is to an officer, specifically determining when, and how to be forceful and try to take control of a situation, officers and staff can make more informed decisions by using situational awareness. The author adds that, officers should be able to use and comprehend the National Decision Model, which entails evaluating the circumstances, considering potential benefits, risks of harm, and any threats. Overall, in the past three years of my role, my situational awareness has significantly sharpened, allowing me to better anticipate and react to changing circumstances. Especially if it were to be compared to when my probationary period started. 

My experience on probation has been one of continuous change, motivated by a desire to adjust to the dynamic environment of contemporary law enforcement. One of the ways I have developed with modern policing is how I’ve embraced new technology; digital technology plays a key role in policing. This is conveyed by Laufs and Borrion (2021), who discuss that Body-worn cameras, drones, and police applications are a few examples of technology that may be considered game changers. Adding that governmental agencies are compelled to innovate at an ever-increasing rate to stay up with the latest technological advancements, since technology has influenced every aspect of life. Moreover, technology has always played a significant role in law enforcement, and advancements in technology have always followed developments in law enforcement procedures (Laufs and Borrion, 2021). To sum up, technology and policing is an important partnership, and it is crucial that as an officer who is young in service, to embrace new technologies and changes for the benefit of law enforcement. 

To conclude, the pursuit for professionalism in law enforcement is a continuous process that calls for modification and improvement considering changing public demands. My personal probationary experience has verified to this fluid procedure. Adopting contemporary police methods and approaches, has improved my skill set and given me a better grasp of how to effectively engage with the community. This last year of probation has been productive; it has been a year of learning, growth, and a renewed dedication to serving my community with professionalism and honesty. As my career progresses, I'm committed to maintaining the greatest professional standards and welcoming the continuous growth of law enforcement, ensuring that justice and public safety always come first in all I do. 

Word Count (1,964) 










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:


	In this answer I will evaluate how social media has aided me in informing and engaging with members of the community, as well as its effectiveness for communicating effectively with members of public on a much broader scale. 

	Social media is a powerful tool that can be utilised to connect with millions of people across the globe, as depicted by the author Bullock (2017), who explains that social media has been hailed as a means of encouraging community involvement, openness, and transparency in modern policing. Adding that since social media use is still relatively new to some constabularies, little is known about its long-term uses and benefits. Bullock (2017) comments that what is known, however, is how officers and staff understand social media and incorporate it into their communication strategies, as well as how social media functions to either facilitate or otherwise hinder community participation. It can therefore be inferred that, social media is a useful tool for police services, however it’s long-term benefits are still unknown. 
	The most common policing incident where I have used social media, in means of informing and engaging with members of the public, is attending at missing person reports. Every 90 seconds, someone in the UK is reported missing, according to South Wales Police (2022). Adding that an average of over 8,000 reports of missing persons are received by South Wales Police annually, as well as 1,000 persons have been reported missing in only the first two months of 2022 alone. This illustrates that incidents involving missing persons is all too common, therefore it is important that police officers and staff should have an awareness on how impactive a social media appeal is. In addition, South Wales Police (2022) explains that their followers frequently offer extremely helpful information and potential sightings; thus, their social media appeals have been effective on multiple occasions. Another essential point is that missing persons can be located without the need for a social media plea, and other times it can be the case that making an appeal on social media could backfire – meaning if there was cause to think that doing so would place the person at greater risk. To summarise, it is important that there is a duty of care that myself as the potential first attending officer must uphold, in order to safeguard the missing person. 

[bookmark: _Hlk169088948]	There is an array of social media platforms that can be used to engage with members of the public regarding missing persons. Solymosi (2020) discusses in his article, specifically making references towards the use of Twitter, how using social media to spread information requests is one way to locate missing persons fast. Nevertheless, despite the widespread use of Twitter-based missing person alerts, nothing is currently understood about the most effective way to craft these messages to guarantee widespread distribution. The research conducted by Solymosi (2020), determined that Tweets with ordinary photos receive more retweets than those with custody images, while tweets with the question "have you seen..." and a clear request to be retweeted receive more retweets overall. This implies that by using simple and informative wording as well as, use of a standard photo of the missing person will have a greater impact. According to Khoros (2018) Social media companies are very skilled at targeting particular demographics, and age plays a major role in these campaigns. Younger audiences are the main target audience for platforms like TikTok because of their emphasis on trends and short-form videos. 
On the other hand, a broader age range is drawn to Facebook due to its emphasis on connections and news sharing, especially among older generations who value the platform's well-established network and recognisable interface. Although this is an essential point, it's vital to remember that generalisations like this aren't always true. Individual preferences might differ greatly, and age groups on social media sometimes overlap (Khoros, 2018). When I interact with family and friends of a missing person, I ensure I use clear wording in relation to last known description, also request the most recent photograph of the person, this will ensure a broader media appeal. 

	When I have utilised media appeals, they have predominately been published via South Wales Police’s official Facebook page, which is an effective tool for engaging with the community. The NPCC (2014) supports this by explaining how today's world encompasses social media usage. Using all social media platforms, police departments and individual officers converse with the public about a wide range of topics. Social media may be incredibly effective in assisting with both crime prevention and detection. Officers can use it as a very effective tool because of its quickness and reach. The importance of correctly using social media for appeals is essential for officers, as the information being released to the public must be accurate and appropriate. Furthermore, a level of professionalism should be upheld when using social media appeals, Jelly (2023) discusses that police services can interact through official media channels, and any usage of corporate social media should be; community-focused, credible, trustworthy, and authentic as well as policing in the public interest. The author continues by referring to the importance of professionalism regarding social media, stating that using various forms of communication, police officers and staff are required to conduct themselves with the same professionalism as in all other aspects of their jobs. All police personnel are expected to abide by the explicit ethical guidelines and standards of behaviour when using social media. More significantly, officers who behave below the required standards will face harsh consequences (Jelly, 2023). This implies that officers should utilise social media appeals ethically and professionally, which are values that I strongly believe in as well as uphold. 

	As an officer in South Wales Police, I have access to multiple social media platforms which enable me to engage with the public. There are policies as well as regulations which I adhere to when utilising this effective tool, this can be observed by South Wales Police (2023) who illustrate that since everything shared on social media platforms is accessible to the public, content placed there is legally responsible. South Wales Police (2023) also comment, to preserve the integrity of investigations, for instance, the force may choose to disable comments. The goal of the social media channels is to facilitate two-way communication between the public and South Wales Police. Moreover, South Wales Police reserves the right to modify our criteria at any time and without warning, as well as to remove, conceal, or ban any comments that violate them, all without providing a reason. This indicates that the use of social media is something that should be used professionally as well as respectfully, not only by myself but also the responses from the public. It is not only for the purpose of appeals for missing persons that I have utilised social media, I have also requested for traffic updates and incidents to be posted for members of the community to be made aware of.

	It is not just South Wales Police policies that I follow in relation to the use of social media, there are also national guidelines. Social Media Today (2012), emphasis the fact that in 2010, Engage: Digital and Social Media Involvement was distributed to UK police agencies by the National Police Improvement Agency (NPIA). It continues to be a useful manual for police usage of social media. The NPIA's guidelines recommend that forces embrace effective communication practices. According to the guidelines, social media can help staff members communicate with the communities they serve, improve their reputation and accessibility to them, increase public engagement, assess the effectiveness of police and partnership activity in addressing community issues, and get community members' opinions on issues that impact them (Social Media Today, 2012). This emphasises the fact that social media, although a significant tool for officers has appropriate limitations for its best use. 

	Ralph and Robison (2023) assess police services using social media through a democratic lens, the authors discuss that social media's potential to create a closer relationship between the police and the public, could help the community provide feedback on local policing efforts, aimed at lowering crime and disturbance. Social media may also strengthen more established modes of participation, such community meetings, which have come under fire for their narrow representation of certain demographics and lack of democratic accountability (Ralph and Robinson 2023). Finally, the authors summarize by explaining that social media is supposed to be more democratic and able to reach populations that are difficult to reach, but there isn't much research yet that considers what it's like for people who interact with police posts. It can be inferred that social media, although useful for engaging with populations, is still somewhat of a new concept for police services, like anything else in policing, development is required. 

	Gater and Critchley (2018) from the National Police Information Risk Management Team (NPIRMT), discuss the risks of social media in an operational context. The authors assert that there are five categories of risk that need to be acknowledge by both police staff and officers, those risks being; a breach of trust or confidence, unauthorised disclosure of personal data, bringing discredit on the police service or its partners, revealing personal information and finally revealing operational material or tactics. This conveys that, although it has been established thus far that there are multiple benefits in relation to the use of social media, there are some risks to its use, as a professional it is important that I am consciously aware of these risks in practice. Developing on the risks of social media use in the police, is the essential point of data protection, as an officer I have access to sensitive information which could subsequently be utilised in a social media appeal, however the College of Policing (2023) has principles to avoid a data protection breach. For example, the leading principle is that the processing of information gathered is fair and lawful, essential for the defence against and prevention of threats to public security, as well as the prevention, investigation, discovery, or prosecution of criminal acts or the imposition of criminal penalties (College of Policing, 2023). To summarise, it is essential that I am aware of the data protection legislation in line with social media use, as well as that the information I am to release is relevant and lawful. 

	To conclude, from my use of social media in my role I've had a positive experience connecting with the local community, allowing me to both effectively inform and engage. The vast array of channels, ranging from Facebook to Twitter to niche interest groups, enables me to customise my interaction with members of the public and target audiences. Even though I am aware of the negative aspects of social media, such as false information and the echo chamber effect, I am nevertheless positive about its potential benefits. It's an effective tool for raising awareness, encouraging communication, and creating a feeling of community. I think social media may be a useful tool for interacting with people and having a positive influence as long as we are aware of the hazards and practise responsible use.

	Word Count: (1,853) 




Task 3

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


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

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




ANSWER:

	In this answer I will analyse different styles of leadership strategies that I have utilised, as well as discuss my use of Gibbs Reflective Model on my use of those strategies. This essay will also discuss the effectiveness of leadership models that are used in policing. 

	The point of view presented by Thanh and Quang (2022), is that employee engagement with a leader and the success of the organisation is seen to be significantly influenced by the leader's leadership style. The impact that a leader chooses to have on their staff is substantial. Their leadership objectives are important to both inspire and to make decisions, as well as influence attitudes and behaviours in compliance with the guidelines of leadership activities. Thanh and Quang (2022) add that, to make choices and sway team members, leaders might apply a variety of leadership techniques. The selection of a leadership style, however, can be strongly impacted by organisational rigidity in the public sector. It can therefore be suggested that, an individual’s style of leadership can have a substantial impact on both the performance and influence of their team. 
	Thus far in my role as police constable, I have identified multiple styles of leadership that can be utilised in policing. For instance, Schermuly et al (2022) discusses multiple key leadership styles, focusing on the transformational. The authors suggest that transformational leadership has been extensively studied in organisational research, and empowerment research has given considerable emphasis to transformational leadership. The four components of transformational leadership are intellectual stimulation, idealised influence, individualised consideration, and inspiring motivation (Schermuly et al, 2022). The supposition drawn from this, is when a leader demonstrates to followers how to achieve a desired future, they are providing inspirational motivation. I find this to be a very positive form of leadership style, as there is a sense of shared achievement when the desired outcome is achieved. In the same way, Bush (2018) discusses how transformational leadership is the most widely used models of leadership, which describes a potent process of influence in which charismatic leaders convince followers to do specific actions, to effect change that the leader views as positive. The concept of "vision" is key to this, and team members are encouraged to commit to pursuing the objectives that flow from the vision to create a better future for the organisation. However, Bush (2018) adds that sometimes the vision is not shared, and it might have undesirable effects. For instance, focusing only on achieving better may marginalise team members with less aptitude or whose interests don't align with the vision. With the use of Gibbs Reflective Cycle (University of Edinburgh, 2020), I can provide an illustration of this leadership model in action. There are two key policing incidents in which I have achieved this, firstly is being a role model not only to my team but also as a member of the community, secondly inspiring motivation of my team, I have found it can be particularly effective during periods of significant organisational change or when aiming to improve community relations. Gibbs Reflective Cycle (University of Edinburgh, 2020) suggests that reflection on ones actions is required, I believe that both these incidents allowed me to produce a positive experience, not just for myself but for the members of my team as well, in hind sight there will be ample opportunity to utilised these skills again, as there is always improvement required for community tensions, as well as difficult periods. However, if there were opportunity to make changes in the future, I would tailor my form of motivation for different members of my team, as some appreciated words of encouragement, whilst others considered physical assistance more beneficial.
	Another leadership style I have identified is transactional, according to Nisar (2017) strategic leadership for organisational effectiveness was actively influenced by the transactional leadership style, whereby individuals come up with new concepts and methods for negotiating, communicating, working together, and solving problems. These ideas are frequently spread throughout an organisation and become standard procedures. It can therefore be implied that organisational leaders must be imaginative and foster an environment that encourages innovation and creativity, thereby facilitate the generation of new ideas and services. Additionally, Gaille (2018) discusses the advantages of the transactional style of leadership, which emphasises structure and order, in successfully inspiring team members to work as productively as possible. This leadership style has the advantages of creating a clear chain of command that the team as a whole, can easily recognise and effectively motivating individuals to maximise productivity. In addition, each member of the team is aware of their role within the command structure, and knows what is expected of them, as well as enables them in the event that an issue develops during the work period, to get through to the right people. I find this type of leadership to be a dominant style used in the police service, as at the foundation of our constabulary is a rank system, as a constable in those ranks, I find that my sergeant and other higher-ranking officers often display transactional leadership, I personally have not used it in practice. However, I do support it’s use in the higher-ranks, as it allows for a greater network of support within the police service as well as reassurance to decision-makers. 
 
Another essential point to be discussed is the disadvantage of utilising transactional leadership, Martins (2024) expands on some of the common drawbacks; while some team members can be motivated by transactional leadership, not all team members are driven by benefits. Furthermore, team members are not encouraged to go above and beyond or be creative in their responsibilities by the transactional leadership paradigm. With this kind of team, there is a clear chain of command, and transactional leadership tends to uphold rather than disrupt the status quo, additionally this style of leadership may not work well for creative teams (Martins 2024). It is therefore implied that transactional leadership, is not best suited to a team that would be willing to contribute to the creative expansion of their role. To summarise, I believe there are strong benefits to the transactional style of leadership in the police service, however if a constabulary was to look to its officers for creativity and innovation, then it is not a best practice. 

	The leadership style to which I find to be the most flexible, as well as the type to which I personally utilise the most, is the democratic style of leadership. Gastil (1994) theoretically defines that, democratic leadership is different from positions of authority since it consists of three things: sharing responsibilities among members, giving members of the group more authority, and supporting the group's decision-making process. Adding that a group's members fulfil these responsibilities to varying degrees, frequently switching between the positions of leader and follower. The University of Villanova (2024) expand on this by discussing that in 1939, Kurt Lewin, a pioneering psychologist, distinguished between three main types of leadership: authoritarian, democratic, and laissez-faire. Summarising that theorist John Gastil claims that Lewin and his associates drew out an early version of democratic leadership, which is still in use today. This indicates that democratic is a longstanding and well-practiced style of leadership. An illustration of the advantages of democratic leadership are discussed by Regoli (2019), who conveys that the best strategies that anyone can employ is the democratic leadership style, which frequently results in increased both greater group contributions, and improved morale. Moreover, democratic leaders are concerned in involving their group in the process of solving problems, every team member benefits from democratic leadership due to the knowledge that their ideas will be carefully considered, even if they are not included in the final solution. Democratic leaders need to be open-minded and make choices based on their knowledge or personal experiences. Additionally, to be most effective they include a wide range of suggestions from the team members they work with on a daily basis (Regoli, 2019). 

	Out of the three most prominent leadership models that I have discussed, I find democratic to be the most effective in South Wales Police as an organisation. This model is frequently marked by inclusivity, collaboration, and open communication. Encouragement of involvement and appreciation for each team member's contribution are key components of this approach, which can promote cooperation and respect for one another. These are all values which South Wales Police strongly upholds (South Wales Police, 2022). By utilising Gibbs Reflective Cycle (University of Edinburgh, 2020), I can give an example of this leadership model in use, which would be a high-risk domestic related incident I attended with my team. Upon reflection, this incident would not have been a success, whereby I safeguarded a vulnerable member of the public, without the use of open communication, positive action, knowledge, and collaboration with my team. When analysing my thought process as well as feelings at the incident; at the heart of my decision making was the National Decision-Making Model (NDM), as the Code of Ethics is its key component. The Code of Ethics, according to the College of Policing (2024), is the cornerstone of the law enforcement profession and is applicable in all circumstances. The NDM shows my professionalism and my understanding of the authority I have over myself, while also allowing my reasoning to be informed by moral judgement. I was aware at this incident that I have members of my team who range in experience as well as knowledge, therefore when positive action had to be taken I could consider the powers and policies available to me (College of Policing, 2024), as well as utilise the knowledge of those policies that members of my team possessed, that I may not have been aware of, for my decision making to be supported. Another point that could be drawn from this incident, is that as the leader of this situation, I demonstrated a transformational style to my team to achieve a desired future (Schermuly et al, 2022), as well as motivation to safeguard a vulnerable person. Upon evaluation, I find this to be a very positive form of leadership style, as there is a sense of shared achievement when the desired outcome is achieved. To summarise, it could be conveyed that the most effective form of leadership model, is to be hybrid with what options are available and utilise the best qualities of those styles. I demonstrated the flexibility of how two leadership styles could be combined to achieve a positive result. 

	In conclusion, democratic, and transactional, each have unique advantages that make them useful in law enforcement. Democratic leadership ensures that team members feel heard by promoting inclusivity and collaboration, in addition to motivating and inspiring, transformational leadership also aligns team objectives. Efficiency and accountability are ensured by transactional leadership, which has a clear framework and rewards system. All three could be suitably modified to satisfy the requirements set forth by law enforcement officials. I believe that this kind of hybrid approach, adapts to the requirements of the police force and its officers while also promoting innovative thinking and working towards the greatest results. A dynamic and resilient leadership environment that can successfully navigate difficult situations and promote long-term success is produced by this well-balanced strategy. 
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER


	In this answer, I will reflect on how certain styles of mentoring and coaching have been beneficial towards my personal development as well as professional growth. Moreover, the answer will highlight how I have both provided and received feedback in my role, also how this feedback has had an impact on my performance in the workplace. 

	The author Conyers (2004) defines what coaching and mentoring is, as well as discusses how they are a different from each other. Specifically, a long-term connection with regular, continuous feedback between a protégé and mentor is referred to as mentoring. Conversely, coaching involves providing short-term, problem-specific counsel. The long-term nature of the mentor approach means that the challenges it addresses are more general and less practical. Additionally, the point of view presented by Johnson (2021), suggests that a mentor is an individual who provides guidance and support to another by sharing their knowledge, abilities, and/or experiences. A coach is a person who helps a client realise their full potential by offering advice on their goals. It can be inferred that, one of the most obvious distinctions between these two definitions is that coaching is non-directive and mentoring is. In the end, the goal of both mentoring and coaching is to use the mentor's or coach's experience to assist others in reaching their goals. 

	The author Siocon (2024) discusses that utilising effective coaching models and techniques for use in the workplace is crucial to promoting a successful, cooperative environment. Adding that, effective mentoring can improve performance by; developing abilities and motivation, as well as improving output. An illustration of these coaching models would be; the GROW model, the OSKAR model and the CLEAR model. Personally, I believe that coaching and mentoring are a fundamental aspect of policing. There are multiple coaching and mentoring theories as well as models that have aided not only my mentors, but by myself for personal development. In order to aid this development, I have primarily utilised the GROW model, as this model is best suited for response policing. According to Panchal and Riddell (2020), one of the most popular models in coaching as well as training programmes is the GROW model. The authors suggest that for the majority of coaches, it is the standard operating procedure when it comes to assisting them in implementing behavioural and cognitive changes. This implies that the model gives a coach, the freedom to guide their protégé through a series of steps in a sequential manner. Miller (2020) also supports how effective as well as popular the GROW model is, by discussing how Sir John Whitmore established this coaching paradigm in the 1980s. Whitmore authored Coaching for Performance (1988), a book that has been in widespread usage for many years as well as contributed to global performance. The acronym for these elements is GROW, which stands for Goal, Reality, Options, and Way ahead. 

	To illustrate a time when I have been subject to the GROW model, was my time on tutorship on response, my tutor was a hybrid of being both mentor and coach to me and by utilising GROW, my tutorship period was a success. By utilising Gibbs Reflective Cycle (University of Edinburgh, 2020), I can reflect on my experiences with the use of the GROW model, as well as analyse my thoughts and feelings, evaluate the negatives and positives from its use, also plan for future improvements. My goal was to be competent in my role as an independent constable, when examining the current reality at the time, I was already on the correct path and had the self-confidence to achieve independence, my tutor provided the majority of the options to achieve independent patrol status – but it was down to me to understand those options appropriately, finally achieving that status I knew the way ahead was self-improvement and professional development. Gibbs Reflective Cycle (University of Edinburgh, 2020) suggests that analysis of reflection is crucial, I strongly believe that a combination of the GROW model as well as having a positive and encouraging mentor supported me through that journey. Additionally, the model made me feel less overwhelmed when achieving my goals, as its structure was clear as well as easy to adapt to suit my requirements. To summarise, the GROW model can be utilised and adapted to meet any persons professional goals, I strongly recommend it to be a model that can be used throughout any career. 

	Blackbyrn (2023) also discusses that the OSKAR model is most beneficial for self-assessment and reflection on professional development. The OSKAR model is an additional structured framework, that I have utilised in order to both achieve and maintain South Wales Police’s values and priorities as a service. South Wales Police (2024) have the organisational goals as well as priorities of; to be the most adept at comprehending and addressing communities. To approach all with pride, professionalism, and positivity. With a policing purpose that is comprised of the three Ps: protecting the weak, pursuing offenders, and giving priority to victims. After giving some thought to how I applied this model to satisfy the standards set by South Wales Police, I had to ask myself what result I wanted to attain and how important it was to accomplish this goal Blackbyrn (2023). I was then required to consider the scope of this goal, including how not achieving it might affect others and myself. Lastly, how committed am I to reaching my goals and what steps am I willing to take to increase the likelihood of accomplishing these priorities. To summarise, I strongly believe that I not only achieve, but uphold these values and priorities whereby I remind myself of the OSAKR model to refer to upon reflection of my duties. 

	Thus far in my role as a police constable, I have also had opportunities presented to me, whereby I have acted as a mentor and coach younger servicing officers on my team. Colete (2023) illustrates that the CLEAR model functions to maximise workplace performance, as well as to foster officer growth in the fast-paced, demanding world of modern police, the model heavily emphasises the importance of coaching and mentoring. The CLEAR model I found was the most beneficial model to put into practice, when supporting my colleagues. Janse (2023) describes the acronym that CLEAR is complied of; contract, listen, explore, action and review, adding that while it emphasises additional features, it is comparable to the GROW Coaching Model. I have found that this model is not the same as solution-based coaching, which only helps a person reach a specific objective, this model allows for constant self – development and growth. By the six stages of Gibbs Reflective Cycle, as discussed by Hasim et al (2023) I can reflect on the benefits of the CLEAR model, as well as how it has aided not only myself as a coach, but the officers who are subject to it. The first stage of contract required me to identify the areas that required focus for the student officer, this ranged from confidence in speaking with the public or handling conflict. This was a benefit as it allowed me to pinpoint a development required for that officer. According to Janse (2023) the second stage of the CLEAR model is to listen, upon reflection, I believe that I listened well to my colleagues, as it was not only development goals that I identified, but I allowed my colleague to inform me of their own personal aims, as well as feelings towards their goals. Additionally, I encouraged my colleague to provide context into previous experiences, which in turn would allow me to have a better understanding of current knowledge as well as skills. Moreover, this also admitted me to complete the evaluation of the Gibbs Reflective model (Hasim et al, 2023), whereby I was able to identify what was important to my colleague, as well as what difficulties they were encountering, thereby establishing methods of required improvement. 

	Another essential point of the analysis, is how I found my coaching to be effective, I found that the most prominent way to establish this was via feedback. Prayson and Rowe (2017) observed that an essential element of a successful work environment is effective feedback. Adding that it offers a way to evaluate how well an employee is performing, a road map for helping a colleague learn how to become proficient in a new skill or task, material for introspection, and possibly even an incentive to perform better. Effective, however, is the operative word here. A variety of feedback formats are covered by Blanchard (2017), with the main types being formative, summative, informal, and formal. Upon reflection, I found that a learner's development at a certain point during the acquisition of a new skill is the focus of formative feedback for learning. For instance, before a student constable is made competent in their role, it offers chances to get feedback, think back, and, if necessary, refocus effort. It is dependent on ongoing support and provides the recipient with the experience of completing that necessary skill without directly affecting your progress (Blanchard, 2017). Moreover, the most prevalent type of feedback is informal, the author discusses how it is offered daily by any multidisciplinary team member and covers any area of a professional performance and behaviour, usually, it is expressed vocally.  To summarise, I found that both styles are ideal when providing feedback, as response policing is a fast-paced work environment, therefore a more formal type of feedback may not always be possible, I would also ensure that my style of wording for the feedback is understandable and fair. Upon analysis, I found that it was far more beneficial by utilising those two styles of feedback, as they could be conducted presently and effectively. 

	Similarly, feedback is something that I have also received thus far in my role, I have reviewed this experience with use Gibbs Reflective model (Hasim et al, 2023), by thinking about the choices I would make after receiving the feedback from peers, as well as supervisors. Cherry (2023) illustrates how feedback should be received in a work environment, suggesting that when feedback is received, maintain an open mind, and see it as a chance to improve. The author continues in this point by adding that, by making any misunderstandings clear is also effective, as well as if something in the feedback seems unclear or confusing, do not hesitant to ask questions. Finally, express gratitude from the given feedback, by thanking the other person for their time and views, even if the input is not what was wanted to hear (Cherry, 2023).   I personally find that this approach to feedback is a positive one, it’s a terrific approach to demonstrate an eager to listen, therefore I do my upmost to approach it this way, as I feel this provides the supplier of the feedback with a level of respect and appreciation. 

	In conclusion, during my professional development over the last three years as a police officer, coaching and mentorship have been extremely important. Interaction with seasoned mentors has improved my decision-making, as well as problem solving abilities, by offering priceless insights and useful expertise. The application of many coaching models, including GROW, has proven to be beneficial which in turn has had a direct impact on achieving organisational objectives like strengthening departmental effectiveness and fostering better community ties. In addition, the outgoing input I have received from mentors has been crucial in helping me feel more confident. Not only have constructive criticism and encouraging remarks improved my abilities, but they have also refined my dedication to excellence. Finally, I believe that there is a necessity for improvement on my behalf when supplying feedback to others, in the future I can consider emotionally intelligent phrasing. 
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