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Task 1

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

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


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

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

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


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



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



ANSWER:

The College of Policing which was established in 2012 plays an extremely important role in the professionalisation of policing in the UK. From its creation in 2012 it has caused policing to make a significant shift towards formalising training, standards and police officers and police staff across the United Kingdom. The College of Policing’s aims include efficacy, accountability, and public trust in policing. 
The College of Policing has developed national standards and accreditation processes for policing across all forces in the U.K. This standardisation ensures consistency in the quality of policing across all forces. Setting these clear benchmarks for entry level qualifications, the PCDA Police Constable Degree Apprenticeship and the DHEP Degree Holder Entry Programme, the College of Policing aims to attract a more diverse and educated workforce, thus bring the police more closely in line with other professions. 
A cornerstone of the College of Policing’s strategy is the promotion of evidence-based policing. By fostering a culture where decisions are infirmed by research and data. The College of Policing helps forces across the UK implement practices and procedures that have been proven to be effective and that produce results. This approach to policing enhances operational efficiency and effectiveness as well as reducing a reliance on outdated methods. 
The college also emphasises lifelong learning through continuing professional development. This ensures that both police officers and staff continually update their skills and knowledge. This doesn’t only help in adapting to evolving crime trends and advancements in technology, but it also gives police a professional mindset among personnel. A key example of this is the leadership development programme. This programme aims to create a new generation of police leaders equipped with the knowledge and skills to manage any contemporary challenges they may face. 
An important introduction made by the college of policing is the code of ethics (College of Policing, 2013). This code sets a standard of behaviour expected from all police personnel no matter what role they may be in. This code also serves as a base document that guides officers and staff in maintaining integrity, fairness and respect while carrying out their duties.  This in turn creates an enhancement in public confidence and trust in police forces across the UK.  
However there have been challenges faced by the college in achieving these goals. 
Despite the establishment of these national standards the implementation of these practices can vary greatly from force to force. This may be due to differences in local leadership, resources available, and different regions priorities. These points can greatly affect how rigorously the College of Policing’s guidelines are followed. This then can cause inconsistencies and undermine the goal of a uniformly professional police service.
Resourcing constraints can also greatly affect the implementation of these guidelines. A crucial part of the guidelines being followed are adequate funding and resources however budget constraints and financial pressure on all police forces in the UK can limit the scope and reach of these training programs and other professional development activities. 
In conclusion the College of Policing plays an extremely significant role on professionalising policing in the UK through standardisation and evidence-based policing, however its effectiveness is greatly affected by implementation consistency and resource allocation. It is therefore important to address these issues in order to create a professional and trusted police service. 
I am actively working to fulfil my role as a modern professional police officer in my final year of probation, by focusing on my continuous professional development as well as engaging with the community and also ensuring that I am adhering to both professional and ethical standards. 
I am doing this by participating in training sessions such as the NCALT system which is educational material set out by the College of Policing (College of Policing, 2021). This system provides numerous courses that provide training based on areas such as evidence-based policing, techniques of investigation and crisis management strategies. For example, I have recently completed a course on the intoxilyzer machine which will now enable me to carry out breath testing to charge people with the offence of drink driving. 
I regularly meet with my course assessor and reflect on my progression as an officer. These meetings allow me to analyse and gain feedback to allow me to learn how I may be able to do things better as a professional police officer. This is completed by completing a spreadsheet document whereby certain criteria has to be met to show I can cover all aspects that a police officer is expected to be able to deal with. This is a key part in my development as it allows me to be able to have time to reflect on what I have done and can produce both positive and negative analysis of these situations for the next time I may come across them. 
Also to adhere to my role as a police officer I have made sure that I am sticking strictly to the code of ethics. These ensure that all of my actions are guided by the principles set such as integrity, fairness, and respect. I also ensure that it is my own priority that I treat all individuals with dignity and to act impartially in all situations. I also ensure that as an officer I am transparent, and I am accountable for my work. I regularly seek work from not just my supervising officer but by my fellow colleagues also. This openness helps me to be able to maintain public trust and ensures that I remain accountable for my conduct.

Reflecting on my final year of probation as a police officer, I can see several significant ways in which my role and perception of policing have evolved. This last year has seen me have an increased sense of responsibility, more of an understanding on the community I serve, enhanced professional skills and finally a greater appreciation for the complexities of policing in the UK. 
During the first ten weeks of my probation, I worked closely with a tutor, and this would lead to me rely on them for answers in a time of need or time of not understanding. In my final year I know I can no longer rely on this as I may be somewhere on my own with no one to be able to speak to or ask questions, so I have rely on myself to make those essential and important decisions. I may in turn to look to other members of the shift to provide answers, however, due to the lack of staffing this is an extremely difficult line of enquiry to pursue. Also, response policing has seen a great reduction in officers over the last year. My shift especially has seen an influx of the longer serving officers leaving to pursue alternate career opportunities thus leaving the shift with younger and less experienced officers. This has some serious implications with regards to my own personal development, whereas before I may be able to turn to a longer service officer for advice and assistance, the officer I may turn to now may only have the same length of service as myself or less. This however doesn’t stop myself from enquiring with other officers as ideas can be shared in order to progress and discuss how I might progress with what I am trying to achieve.
The past year also has seen me come under huge amounts of pressure due to a number of factors. As mentioned earlier, there is a great reduction in numbers on my shift. Due to this reduction, it has seen myself having to carry a higher workload and attending more calls than before due to the demand. I am trying to use my own coping strategies to maintain my mental health and wellbeing however this remains extremely difficult as it has left me feeling both mentally and physically exhausted. My previous strategies would have involved me to remove myself from policing and not get involved on my rest days however due to the high demand and higher workload it has now left me unable to do this. Previously we were able to have protected learning days allowing me to complete university and police related work on these days however these have sometimes been cancelled and moved which then means I have to complete police related work on my rest days causing me to struggle even more.
 I reflect that a year ago with the higher numbers on my shift I was able to go on walks and do other activities on my rest days, but the lack of resources has had a knock-on effect to my work life balance because of the exhaustion.
Also, within the last year my shift has seen changes of management. This has been in the form of my supervising officer changing 3 times. This has created a very difficult year for myself as a police officer and my development. A year ago, my sergeant was a long serving officer with a great deal of experience and understanding. I found that I could turn to them for support at any time, this was crucial for me as an officer as it helped me to learn new skills and understand my role. They were able to share their wealth of knowledge with myself and my colleagues which in turn allowed me to provide members of the public with the best service possible. Knowing that I had this level of support behind me allowed me to undertake my role as a police officer with confidence and a sense of passion. This feeling allowed me to create a good work life balance which in turn had a positive effect on my mental health. However, during the last year my supervisor changed and along with that came a change of management style and knowledge. The new sergeant had less years of service and experience as she had recently become a sergeant and my team were her first to manage. This has affected my development as a police officer greatly. Whereas before, I was able to turn to my supervisor to ask a question to progress my development, I felt at the time that I was no longer able to do so with confidence. Whenever a question was asked, she wouldn’t make a decision. I had to put my knowledge of what I’d learnt from being on the job and from the previous sergeant together and make an informed decision myself. By making these important decisions without assistance from the sergeant, it started to have an impact on my confidence in my ability to perform the role as well as on my wellbeing as I would constantly question if what I decided was correct. From this experience I have now gained more confidence to approach and discuss situations with colleagues and other senior management in order to help with my own decision making. This has in return helped me get a bit of clarity in my choices. 
Over the past year my workload seems to have greatly increased, thus also having a knock-on effect on my day-to-day role. The increase in workload has caused my stress levels to rise and I have begun to start feeling a lot of pressure from the role. The pressure then has started to see my mental health deteriorate and see me loose the work life balance that I had developed previously. There is no time to rest from work, once the shift has ended and I am home, I am constantly thinking about work. I know the issues that weren’t dealt prior to rest days will still be there, as well as increasing the workload when I am on call next. Not only does this not allow me to unwind from the role but the requirement of having to do university work about the role doesn’t allow for rest bite. Due to the demand on police, we are rarely given time during work to complete any assignments given therefore these are having to be completed on rest days. 
My conclusion from the above that it is seriously important in policing to have a supportive supervisor in order to help staff. Not only was this my experience but this was the same across my shift and had a huge knock-on effect to how officers conduct their roles. 
My final conclusion is that my past year as a police officer has been extremely difficult with many obstacles and is not something I have enjoyed. A year ago, I was an officer that enjoyed my position as a police officer, however, now due to the points discussed above it has left me with the desire to seek alternative opportunities elsewhere.

WORD COUNT 2109
1

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


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

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


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




ANSWER:


During my time as a probationary officer, I have been able to utilise the use of social media in multiple ways when carrying out my day-to-day tasks. Social media in the public domain has developed from strength to strength with more and more people using it regularly. Media platforms such as Facebook, Twitter and Instagram have become more accessible and is used by a wide range of ages across members of the public. With the use of social media being increased by members of the public it is important that police forces develop and adapt to this in order to assist them in a number of ways. 
There are a number of reasons why the police should use social media. Firstly, it is an effective way of getting information out to members of the public. Ofcom states that in 2014 eighty three percent of adults go online in one way or another and also 55 percent of adults in the UK have some sort of social media profile. It was also shown in these statistics that ninety six percent of adults have a Facebook profile while three in ten members of the public have a twitter account. It was also shown that eighty three percent of those users were aged sixteen to twenty-four and visit these social media sites more than once a day. 
Social media therefore provides a crucial tool for police forces across the UK to connect with members of the public. Social media sites also provide members of the public a way to engage and raise concerns with police in an anonymous way. Many users can contact police using a different name thus allowing them a layer of protection, whereas before traditional methods may not have provided this option thus deterring them from contacting the police as they may not want to reveal their identity. A survey by Accenture in 2012 found that 69 percent of members of the public stated they would interact with police more if they could remain anonymous (Accenture 2012) This in turn is a positive for the police as social media now allows members of the public to contact police who may not have done so before. 
Uses of social media by police forces across the UK can be mainly split into three main area. Firstly, providing information, social media gives police forces the ability to share information with members of the public as opposed to older conventional methods such as newspapers and leaflet drops. Social media posts allow forces to communicate directly and quickly with members of the public about criminal activity in their area and can provide these members of the public with live help and advice on what to do. The information by police can be broadcasted live to persons that have signed up to them. These members of the public can then in turn share that on to other members of the community and possibly persons who are not using social media platforms. Using social media also reduces costs to the police force as there is not a need for printing or producing any physical copies of anything required, it can also be easily edited if needs be thus not incurring further costs. 
Social media also provides police forces the ability to engage with the local communities. Community engagement is playing a vital role in the effectiveness of a police force in their respective area. Social media gives the public the opportunity to feel like they can communicate with that force directly thus making them feel more accessible. Social media sites provide an opportunity for officers to show the ‘human’ side of policing and discuss the day-to-day incidents that make up an average day at work (Webster, 2013) 
Forces are able to post content that encourages communities to engage with forces such as polls and videos. In doing this it starts discussions and can broaden conversation on policing. Social media can also be used to communicate internally within forces helping them engage with police officers and staff members this can sometimes help boost morale. 
The use of social media can also assist police forces in the UK in gathering intelligence. This can be done in a number of ways, for example, it can be used in appealing for witnesses to incidents. It is also used quite often for looking and locating missing persons. For example, with the permission of the missing persons family their photos can be posted to the respective force’s social media which in turn essentially turns the public into a number of persons looking out for the missing person. Footage from C.C.T.V can also be posted on social media in an attempt to identify potential subjects in offences. Members of the public will then in turn share the posts put out by the police forces spreading them to their audience and so on. The comments in these posts then are useful for gaining vital evidence with regards to the investigations with members of the public potentially providing the missing pieces to the puzzles of an investigation. 
However, there are some challenges when the police come to using social media. It is important for forces to use the correct tone when posting on social media. Information posted on these platforms needs to be relevant and useful and needs to benefit the public. If the tone does not come across right, then the public may get an impression that the police could be using their time more productively thus having a negative effect on how the police are viewed. It is therefore important for police forces to get the right balance between an informal account which allows forces to feel more connected with members of the public and a more professional approach which keeps the police as a professional organisation. 
It is also important that forces find a good balance between engagement and not just giving out information. In order for police to use social media effectively forces must find a good balance between providing basic information and posts that are engaging and fun. If followers of the forces social media enjoy reading the updates and in turn trust the tweets or posts as good sources of information, these members of the public may be more inclined to engage with these forces and come forward to provide information themselves. 
With the use of social media by police forces this also comes with risks. There is a potential for mistakes to occur if the right information is not given, or inappropriate details disclosed. Social media in itself is a fast-developing platform and can be very difficult to control and mistakes that are made can be immediately exposed to the members of the public following the platform. 
It is important that police forces manage their social media properly. Police officers of all ranks are able to use force social media to help them with their day-to-day tasks however it important that these are managed and monitored effectively. As previously discussed, it is crucial that content is posted is of the right tone and style, therefore there must be a process in place to ensure this. For example, in Gwent there is a dedicated social media team who manage Gwents social media accounts. The process I have experienced for posting on these are that an email has to be passed to them containing the content and why it needs to be posted before it is approved and posted. My experience with social media includes me mainly using it for posting and asking for any sightings of missing persons. However, there’s is a process that has to be followed when doing this. Firstly, when completing a missing person report consent has to be obtained from the missing persons next of kin. However, the risk factor towards the missing person is also considered before posting on social media. If there is a high risk that the missing person may come to harm, then it could be more likely that a social media post would go out. There is however a slight delay when doing this as a form has to be completed before it is then forwarded on to a specific team. 
Gwent police as a force also use social media in other ways. Another way Gwent police use social media is to put out photos of persons of interest. This may be for a number of reasons why this is done. Firstly, CCTV may be posted of events and within that Gwent may request for any information on the persons in these videos as they may be witnesses with key information with regards to the incident.
Gwent police also use social media to post photos of wanted persons, this can also turn a number of subscribers to look out for these persons aswell as making them aware of any potential risks. This has proven successful with members of the public commenting on the persons whereabouts. However you can sometime get persons giving false information on these posts which could also deter and cause the investigation to take and wrong turn and also waste time so it is important the information given is verified in other ways such as pnc checks of the person providing the information along with potential statements and signed acknowledgements of the information provided.
Within Gwent however there are multiple teams that use social media. The neighbourhood policing team regularly use social media to engage and communicate with members of the public. This usually includes posts that document engagement events in schools and local communities with community support officers. This helps the public see where the police are engaging and what they are doing. 
Posts are sometimes created by Chief officers usually has more of a political engagement with members of the public as these officers are less likely to be the ones attending public facing calls, however they are the ones that can have an influence on the voting public and are the ones that can express their views of that some of the members of public want. 
A time I have personally used social media was during an incident involving a missing person. The missing person was reported and after some time a social media post was accepted by the social media team. This post was then sent out to be viewed by members of the local community. On this social media post it was again shared by multiple people extending the reach of the post. Within this post then there were comments and suggestions of potential sightings of this person. People also then directly messaged the force as they didn’t know this person was missing and this social media post prompted them to do so. With this information the missing person was eventually found safe and well. Another social media post was then put out advising that the person had been found, again communicating the information across to members of the community.
Reflecting on this I think social media is neither good nor bad. The concept has its positives and negatives, for example due to the restrictions on posting it can take some time for a post to be put up thus eating into valuable investigation time, also members of the public can provide false or misleading information about certain subjects again wasting time. On reflection as an officer, I would make social media more accessible to members of the response policing team and not have so many barriers up for them to use it as this could be a crucial tool and save valuable time when they are trying to deal with investigations.
In conclusion social media is an extremely important and useful tool that can be utilised by police forces across the UK in many different ways. It can assist the police in a number of ways from community engagement to solving crime. However as also discussed it is crucial that these platforms are managed effectively and efficiently this for them not to have an adverse effect on what they are actually trying to achieve. Myself personally I do not have a great wealth of experience in using the forces social media however as an officer I can apricate its benefits and its usefulness to police forces however I also respect the negative effects it can have when not use correctly.


WORD COUNT 2048












Task 3

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


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

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




ANSWER:

During my final year in probation as a police officer I have had to learn to develop various leadership styles to manage different operational situations. It is important to have developed these management skills as many situations are extremely dynamic and can be unpredictable.
It is important to be flexible with my leadership style as the situations I find myself in can vary greatly. Incidents can range from the high stress fast paced emergency response calls or back down to normal day to day routine patrols with low risk and a lot less stressful. 
There are key elements that have allowed me to adapt to these situations. These skills in turn allow me to assess each situation and 
Firstly, is situational awareness, while at incidents I need ensure that I am constantly assessing the environment I am in. This would include keeping informed about current events any potential threats and the overall condition and morale of my team.
Effective communication skills also play a key part in these situations also. Having the ability to give clear instructions, listen to feedback, and also provide support as needed will allow for quick adjustments in my leadership style.
I also have to be aware of emotional intelligence. Recognising and managing my own emotions in these situations are crucial as they may influence the emotions of others. This again enhances my ability to effectively lead in varying circumstances. 
Finally, decision making, I need to ensure that I have the ability to make quick and sound decisions, and also alter them as the situation I am in evolves. This however requires a balance of intuition, experience, and input from the team I am working with. 
I have developed many leadership strategies since I have joined the police, these strategies allow me to manage a wide range of operational situations and are rooted in a comprehensive understanding of both tactical and human aspects of policing. 
The first leadership strategy is a Directive leadership style. This would be commonly used in a high-risk scenario and in situations involving immediate danger or high risk. This leadership strategy involves making quick decisions, decisive actions and issuing clear, unambiguous commands to ensure the safety and coordination of all involved.  However, directive leadership does come with its downsides, directive leadership can quickly turn into micromanaging. Directive leaders can stray into smothering and autocratic style, which in turn can alienate team members. 
Directive leadership can also shut out new ideas this is due to members of the team not being involved in the core decision making process. Directive leadership can also put a lot of pressure on one person’s shoulders. These leaders are in turn responsible for making most of the major decisions and strategic planning.
The next leadership style is participative leadership. This leadership style particularly suits policing activities such as community engagement or regular day to day patrols. This style involves gaining input from team members, fostering collaborations, and building trust within the community. Participative leadership does come with its pros and cons. Pros in this situation are such as the leader makes those involved feel valued and empowered. A good leader in this situation can promote morale and can encourage new and creative ideas. However, the downsides to this leadership style. Some persons who don’t do well in group situations will not prosper under this leadership style it can also prove costly and inefficient and the leader will have to consider the opinion of every member of the team before coming to a final decision. 
The next leadership style is Transformational leadership. This is crucial when organizational change is needed. This style can be used when introducing new policies or adapting to a large-scale change within a department. 
Another type of leadership style that is commonly adopted by the police is an Autocratic style. This style is also known as authoritarian leadership or authoritative style is where the leader controls all the decisions with little to no input from the members of the group. The leader of this group in this style controls all of the decisions based on their own thoughts and beliefs, with little or no advice from those reporting to them. 
Another leadership style used is Laissex-faire leadership. This model is also known as the hands-off model. This model allows officers to take the lead in their own activies and tasks with minimal interference from leaders and supervisors. This leadership model risk most effective when some team members are highly skilled and motivated. This can include delegation which allows officers significant autonomy in their work. Also providing support when it is needed and not micromanaging and finally trust. Trusting their officers to manage their tasks responsibly and effectively.
It is essential that leaders in policing are are good role models. It is extremely crucial that leaders are seen to be fair in how they treat people and that they are open to a challenge. It is crucial that leaders show openness, accountability, and fairness.
It is key that police leaders are committed to being fair and ethical in both their treatment of their colleagues and members of the public.
In policing there are a number of key characteristics that are found in good police leaders. 
First is commitment, Leaders in any setting require a certain degree of commitment to do the job. Leaders must have the willingness and true commitment to lead others and achieve a common vison and goals. In policing specifically leaders should process a high level of commitment to all forms of police work and to make their communities a better place. 
The next key characteristic is honesty. This is whether working internally in the force or when interacting with members of the public, community leaders, the media having honesty is essential. This can also be transparent throughout ongoing investigations. It is crucial that leaders are honest with their officers under their command about their performance and ultimately being honest with themselves about their potential shortcomings as leaders and how they can improve. 
The next characteristic is integrity, for leaders in policing acting with integrity means that they have to be doing the right thing, even when it is the more difficult option. When a senior officer of chief demonstrates their commitment to honour and integrity, other officers are more likely to follow their lead.
The next key characteristic of a leader is Humility. This is a vital and important role for leaders in policing. This characteristic however is the most challenging one to develop and sustain as sometimes it can be mistaken as a sign of weakness. However, when leaders display this characteristic, it helps foster an environment whereby their fellow officers and subordinates feel safe to voice their concerns about conduct and or incidents that reflect poorly on the department. Humility also allows police officers to feel comfortable when approaching their leaders with their own ideas and questions that may be able to help those departments operations and day to day tasks. Having humility can also help establish more relationships that can benefit the working styles such as the participative leadership style.
Mentorship is another key characteristic of a good leader. The police as a whole are constantly evolving and insights from experienced officers is a crucial asset. This makes mentorship an extremely valuable attribute. It is therefore crucial that leaders encourage partnerships between longer serving members and the younger in-service members to create those bonds and improve the working relationship across the shift as a whole.
To analyize myself as an officer changing my leadership style seems to come with me even noticing. As previously discussed above there are many different styles and theories behind these leadership styles. As an officer I believe that I just undertake these roles and styles without even knowing. It appears to be something that is quite natural to me. However, assessing them and writing about them does make a lot more sense as to where they can be applied. As an officer I can also apricate where each of these styles can be applied and used. I can also appreciate that changing between these styles also needs to be a smooth and seamless transition. I can understand this as I also acknowledge that applying the wrong style approach in the wrong situation could have an adverse effect thus making it harder to deal with the situation that is infront of me. I also acknowledge that even though I am at the entry level of rank, and I may not feel like it I am actually applying these practices on a day-to-day basis without even knowing. This also makes more sense when reviewing these theories as it makes me as an officer understand why some situations may work and others not. Going forwards I now acknowledge these theories and will apply them in my day-to-day tasks as a police officer. I also understand that if I in turn look to move roles or progress up the rank ladder, I will still need to apply these theories throughout.

In conclusion I acknowledge that there are many leadership types and theories. I acknowledge that there are different applications for each of these theories to be applied. I also acknowledge that there are it is also crucial that certain theories may not be as successful with different student officers. This is an extremely difficult situation to be in as there appears to be no right or wrong answer in this situation and appears to be a simple trial and error basis whereby as an officer different strategies are applied and eventually the one that works would be apparent. I know as an officer that these leadership styles cannot just affect the current situation, I am dealing with but a wider range of issues to. Failure to identify the correct technique can have an adverse effect on multiple areas not just myself but my colleagues and the wider community too. I also understand that with the above discussed models as an officer I can blend elements of multiple models into one to address the specific needs of each situation this will allow me to become and effective police leader. Doing this can allow me to maintain an extremely high standard of performance and foster positive community relationships and ensure that I am ethical in my practices and effective as a police officer when conducting my role. I also acknowledge that as an officer I am working with a wide range of persons, so my own flexibility is crucial when applying the above roles. If I am not flexible in my approach this can also hinder myself when applying these theories above and in turn, make it harder for myself to carry out my role as a police officer.
An example of a leadership style I used was Directive leadership during a car accident. During this incident I have attended a crash whereby there were persons still trapped in a vehicle. As said, I used the directive leadership style to instruct colleagues, other emergency service members and members of the public on what they needed to do. This as stated, is important to give clear direct messages in a high-risk situation. Initially this was effective as there was no time to think about what needed to be done and it needed one person making the decisions and taking control of the situation. However, as the situation developed this style did not work as all the pressure would remain on myself to develop a working strategy. It was important then that I allowed my management style to develop into a Laissex-faire leadership and allow other persons to make decisions and work on their own situations themselves. I think that this was the best action to take in this scenario and would not have changed it in the future as it worked well.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

During my three-year probation there has been a wide range of coaching and mentoring that has happened to myself. It is important to have coaching and mentoring within the role as it helps me develop as an officer and learn new skills and achieve new goals. To understand how it has affected me I first must understand the difference between coaching and mentoring. Coaching and mentoring are development approaches based on the use of one-to-one conversations to enhance my skills, knowledge, and work performance. It is possible to draw distinctions between both coaching and mentoring however both terms are often used interchangeably. 
Firstly, coaching aims to produce my optimal performance and also improve my work. Coaching focuses on specific skills and goals and can also have an impact on my personal attributes such as my social interaction and confidence. The process typically lasts for a defined period of time or forms the basis of an on-going management style.  
There are a variety of definitions on coaching however there are several generally agreed principles within organisations. Firstly, coaching is a non-directive form of development focusing on improving performance and developing myself as an officer. Next my own personal factors may be included to emphasize on performance at work. Coaching activities have both organisational and individual goals for staff to assess their strengths and areas that may require development. Finally, it is a skilled activity which should be delivered by those trained in coaching skills for it to be implemented effectively. 
Next, we look at what mentoring is. Mentoring within the workplace describes a relationship whereby a more experienced colleague shares their greater knowledge to support the development of an inexperienced officer. Mentoring calls on the skills of questioning, listening, clarifying, and reframing that are associated with coaching.
However, there is one key distinction between both coaching and mentoring. Mentoring relationships tend to be longer term than coaching arrangements. Mentoring relationships work best when they move beyond the directive approach of a senior colleague. An effective mentoring relationship is where there are learning opportunities for both persons involved, this in turn encourages joint sharing and learning.
An example of when I was coached was when I was initially deployed from training school. When I left training school, I was partnered with a Professional Development Unit (PDU) Tutor. The tutor’s role as discussed above was to coach me into ensuring I was fit to complete my role as a police officer. This was done by ensuring that I have completed a Personal Development record (PDR) which is a criteria of situations that I need in order to display I am capable of completing before I was allowed to undertake my role as a solo officer. The coaching session was for a time scale of ten weeks whereby each shift we were paired together and attended calls as discussed above to meet the criteria. In doing this I was able to find what areas I was strong at and what areas I needed to develop in. My tutor would take the time to break down each scenario we attended and would discuss the good and bad points allowing me to learn and develop further. This one-to-one basis allowed me as an officer to learn at a manageable pace that wasn’t under high pressure. The skills, knowledge, and training that my tutor had allowed him to communicate how to achieve these goals effectively and timely. I think that this way of coaching was extremely effective as it gave me the confidence, skills and knowledge to become a police officer, however, I think that the ten week period was too short to allow me to develop fully as there are so many different scenarios and situations to learn, this was an added pressure that caused me to feel stressed and worried as to whether I was going to pass or fail in becoming a police officer. 
Following the ten-week period as mentioned above, I was then deemed competent as an officer. At this point my PDU tutor was no longer there to coach me and help me with my development. This is where my own personal development went from a coaching role to a mentoring role in the form of my on-shift supervisor. The main difference that I noticed instantly was that there was no longer a one-to-one connection as my supervisor had members of staff to manage. This in turn slowed down my own personal development as there may be a delay in getting a response for a question I may have and in turn slowing down my learning as an officer. I acknowledge however that my on-shift supervisor did also play a partial role as a coach in the form that he would carry out one to one meetings and performance conversations with myself. However, I also acknowledge that my supervisor’s effectiveness as a coach can be affected by the power relationship and the need for impartiality in the coaching relationship.
 In this situation I had to then also look to other more experienced members of my shift for the answers I may have if my supervisor wasn’t directly available. However, I acknowledge that these members of my shift were not trained in the same techniques my PDU tutor had, so sometimes the information they gave me was harder to understand and process. However all though these are negative points the biggest advantage I noticed with this mentoring style was the wealth of knowledge across the shift. It has allowed me to learn from a wider pool of knowledge from many members of my shift. As previously discussed, the negative aspect was that I may not have been able to attend all of the required scenarios, members of my shift may have then attended such incidents allowing me to learn from them on how to undertake and analyse these situations which has also given me a lot more confidence in the role. 
Having experienced both of these teaching styles, my preferred method that I found worked better for me was the coaching style as this was personalised to me and adapted to my learning and development needs. 
Evaluating my time as an officer to date I also see that I may have taken the form of a mentor myself to other members on my team. Over the time of being a police officer, even though I am still in my probation and new myself, many experienced members of my shift have left leaving me as one of the more experienced officers on shift. Members of my shift now ask me for help the way I would have done a year or two ago, I have regularly been paired with new and inexperienced officers that are still developing to use my current skill set to progress them in their own development. I would use my own experiences of scenarios to break down and explain to these officers how I have previously handled that, or a similar situation and I would do this in a way I believe I would understand it myself. I often ask for feedback from these officers to make sure I am allowing them to understand how I have explained it to them to ensure I haven’t confused them or hindered their progress. I have subconsciously become a coach to some members of my team whereby I have noticed a particular member of staff struggling with a certain scenario and I have unofficially then taken them under my wing to help them develop as this is how I would have wanted to be treated in that stage of my development. Like my PDU Tutor taught me, I have used that style to communicate and assist in the learning of these members of staff. However, I also acknowledge that I am still new to the role myself, so I prefer to adapt a style whereby I am not trying to overshadow them as an officer and also use their knowledge and advice to assist my own development also. I often like to discuss how a situation went with these colleagues so be can both learn and assess what things went well and what things didn’t go so well so that in turn the next time both of us attend a situation like that we may do it slightly different or the same way. This is a skill I learned while being coached in the PDU stage of my career. I think this is a big advantage to policing as a whole as if one officer keeps doing something the way they believe is right that might not be the right way and they may not develop. If the situation is discussed, it allows officers to find ways to develop different approaches that can be shared with other members of the team thus benefiting all parties. 
As a developing officer it is crucial that I receive feedback to ensure I develop further. As I was being coached, I was regularly receiving feedback from my tutor he did this in the form of the EEC feedback model which stands for Example, Effect, Change/Continue. An illustration of this is whereby an example of a certain situation or action is given. The Effect is the effect that this action had on the person and then the Change/Continue is dependent on whether the feedback is positive or negative, whereby it is mentioned that the recipient of the feedback should continue to do what they are doing or whether they should change their behaviour in a certain way. This is crucial in a policing format as rather than just discussing what has happened, the model focuses on the future. It looks at what the recipient of this feedback should change to improve their behaviour, output, or work method. However, if a positive outcome, you can in turn let them know to just keep working the way they are. This model is very well suited for positive and negative feedback, which is often the case in a policing role. Personally, I found this to be very helpful and constructive. As an officer this above discussed model allowed me to break down the situation I was in, not seeing any mistakes I made as a negative thing but a learning point to develop myself from. Negative feedback can often cause a negative mindset on me as a person as I have a sense of personal pride, but this feedback model allowed me to break down and assess and turn this into a positive thus reversing the negative effect. Although feedback may seem negative, negative feedback itself is extremely positive and productive as it teaches me to correct my errors in a way that does not have an adverse effect on me as an officer. Feedback in my role is crucial as if I am not to learn from my mistakes and progress, there could be serious implications not only for myself but for members of the public also.
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