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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.  


	
[bookmark: _Hlk113873591]Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

[bookmark: _Hlk113873610]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.

[bookmark: _Hlk113873625]Critically reflect upon how your final year of probation has seen your role as a police officer change. 


[bookmark: _Hlk113873666][bookmark: _Hlk113873688]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:

For the purpose of this essay, I will be critically evaluating the role of a Police Constable. I will also be discussing the strategic role of the College of Policing in professionalising Police in the UK and using my own experiences to evaluate the new degree process. 

In December 2011, The Home Office announced a new professional body, which was to be known as The College of Policing (CoP). Several agencies worked alongside the Home Office to create CoP, including the Police Federation, National Police Chief’s Council, Unison and the Police Superintendents’ Association of England and Wales. In 2012, CoP went on to take over the developmental roles of the National Policing Improvement Agency, (Police Federation, 2021). CoP states it is a professional body for all Police forces in England and Wales, with the main aim being to connect all members of the police service to fully understand needs and challenges they may face. CoP ensures all Police forces have access to appropriate knowledge and training to ensure a uniform approach to training, whilst providing a voice in relation to professional standards (College of Policing, 2022).

CoP works closely with the Home Office to set the standard of Policing throughout the United Kingdom. To assist with setting this standard and following being granted the powers to create their own standards through the Anti-social Behaviour, Crime and Policing Act 2014, CoP created the Code of Ethics. The Code of Ethics was a major step in Policing and was created to set a uniform standard of behaviour expected from all members of all levels of the Police force (The Home Office, 2014). On the creation of the Code of Ethics, CoP chief executive Chief Constable Alex Marshall stated, “The vast majority of people who work in policing are hardworking, honest people who want to serve their communities. The Code of Ethics clearly defines the expectations of standards and behaviour for everyone in policing and brings policing into line with other trusted professions that have such codes, like those in medicine and law” (Marshall, 2014).

In more recent years, one of the main aims of CoP has been to professionalise the Police Service. CoP explains the requirement of this is to help achieve the aims of the Policing Vision 2025. The Policing Vision 2025 highlights the need for consistency through specific skills and knowledge (College of Policing, 2020). This need has led to the introduction of a requirement for all new Police Officers to achieve a degree, prior to the end of their probation period. Following on from this, there are several entry routes now available to new Police Officers. These include the Police Constable Degree Apprenticeship (PCDA) and the Degree Holder Entry Programme (DHEP). The PCDA entry route is a three-year programme which works alongside the University and on completion, individuals achieve a degree in Professional Policing Practice.  The DHEP entry route is a two-year programme available to officers who have already gained a degree prior to joining their selected Police force. Upon completion, individuals achieve a graduate diploma in Professional Policing Practice.
The introduction of these entry routes has been very controversial and there are mixed reviews on whether Police officers need to complete a degree to be competent in their roles. Lee Sims, Chairman of Humberside Police Federation voiced his opinion on the degree programme, stating, “Yes, it is good to have a mix, but life experience is just as important as academic achievement. Somebody could come from the army with no degree and be just as good as someone with one” (Sims, 2021).
Some of the required qualities of Police Officers are good communication skills, sense of ethics, compassion, empathy, and respect for others. (Goodwin University, 2022). I believe that these qualities are vitally important in my role as a Police Officer, and I would argue that these qualities cannot be learnt academically and are ‘life skills’ which are learnt from face-to-face interactions. 
CoP has responded to criticisms regarding the degree programme and explained the importance of having highly trained Police Officers. Bernie O’Reilly, interim CEO of CoP, stated “Policing has changed significantly in recent years and the new training has been created to reflect the challenges officers face and recognise the complex nature of the job.” He went on to explain that the public deserves highly trained officers who can protect vulnerable people and protect them from crime (O’Reilly, 2021).
I joined South Wales Police in June 2020 on the PCDA entry route. At my time of joining, the PCDA was a relatively new entry route which had been in practise for around a year. From my personal experiences so far, I have found the PCDA to be a struggle alongside working full time as a Police Officer. Whereas I understand the reasons why CoP aims to professionalise the Police Service, I have found that the degree entry route has been a struggle due to me being a more practical learner, rather than an academic learner. I am now in my third and final year of my probation and achieved Independent Patrol status approximately 18 months ago. During this time, I have found my role as a Police Officer change considerably as I have moved from working closely with a tutor to a fully independent officer. During this time, I have found that I have a lot more responsibilities and can carry an extensive workload, including complex investigations, which has put more pressure on me, which can be difficult alongside completing academic work.
To summarise, I believe CoP has an important role in making sure the standard of policing meets the aims of the Policing Vision 2025 and that standards are consistent throughout the UK, however the question remains as to whether the degree entry programme is the best way to achieve this. I feel that more research involving the opinions of officers completing this programme needs to be completed and a compromise needs to be taken. I will now use the Bortons Model of Reflection (1970) to reflect on my final year of probation. 
What?
My role as a Police Officer requires me to attend a variety of incidents. This can be anything from complaints of abusive text messages to serious assaults. Throughout my first two years in this role, I have learnt the importance of being open minded and not making assumptions whilst enroute to an incident.  I have learnt the importance of constantly risk assessing a situation and being ready to adapt my approach in line with the risk assessment. I utilise the National Decision Model (NDM) to assist me with this. CoP describes the NDM as “suitable for all decisions and should be used by everyone in policing”. It goes on to explain that the NDM can help officers to justify their rationale for their decision-making certain decisions during an incident (College of Policing, 2022).
I attended a call following a report of a domestic incident inside an address. Upon reading the initial call text, I became aware that the individual involved was known to me and this male had been aggressive to officers during previous incidents. I immediately risk assessed the information and asked several other officers to accompany me to this call due to the previous incident and warning markers which were attached to the male. Warning markers are extra bits of information for attending officers which may be attached to individuals or addresses following previous incidents. For example, this male had warning markers for violent, mental health and previously assaulting Police officers. 
After arriving at the address, I knocked the door to which there was no answer. I could hear shouting inside the address so knocked loudly, identifying myself as a Police Officer. There was still no answer and I continued to hear shouting. I noticed the front door to the address was unlocked, so I utilised Section 17 of the Police and Criminal Evidence Act 1986 (PACE). This gives a power of entry to save life or limb or to prevent serious damage to property (Gov.uk). I entered the address and located a male and female. The male inside the address was compliant, however appeared to be under the influence of either drink or drugs. Due to the male’s warning markers and the risk of him becoming non-compliant due to being under the influence, I made the decision under Section 117 of PACE, to handcuff the male to the front as a precaution. This power enables Police Officers to use reasonable force if necessary (Gov.UK). I took the male outside the address and engaged with him regarding what had happened prior to officer arrival. The male informed me that nothing had really happened, and he had just had a disagreement with his partner.  As I was speaking with the male outside the address, my colleagues spoke with the male’s partner who confirmed that an argument had taken place, however stated the male had assaulted her. In line with South Wales Police force policy regarding victims of domestic assault and the importance of taking positive action, I arrested the male on suspicion of domestic related assault.
So what?
This was not an uncommon experience for me as a Police officer. During my time as a Police officer, I have attended a large number of calls relating to accusations of Domestic Violence. Since achieving independent patrol status, I have found that my knowledge of Police powers such as Section 17 PACE and Section 117 of PACE has vastly improved, and I feel confident in utilising and justifying the use of these powers as necessary. 
During this incident I constantly risk assessed the situation in line with the NDM and adapted my decisions and actions based on the risk assessment. These are all crucial skills I have learnt since becoming a Police Officer. 
I feel that my knowledge has vastly improved due to being what is referred to as a ‘modern day’ Police Officer. I believe that by undertaking the degree through the PCDA programme, this has encouraged me to investigate Police powers and policies in more depth for the purpose of writing my essays. 
I also made the decision to handcuff the male due to his warning markers and being under the influence of drink or drugs. I made this decision to ensure the safety of myself, my colleagues, and the male. This action is counted as a ‘use of force’. After all instances of use of force, Police Officers must complete a ‘Use of Force form’, explaining the rationale as to why force was used on this individual. This is to ensure that there is a balance of safety and adhering to the human rights of the individual. Police officers can make their own judgement as to when force is required however, they must always justify why force was used and ensure that only the necessary amount of force is used. Police Officers should always expect to be held accountable for any instances where the level of force is questioned.
Now what?
Upon reflecting on my decisions and actions throughout this incident, I would confidently say that I believe I made the correct decisions to protect all parties involved, whilst only using the appropriate level of force for the situation. Throughout this incident, I used the knowledge I have gained throughout my two years of Policing to ensure that the incident was managed safely, and safeguarding was put in place for all parties involved.  I believe it is important that Police Officers have an in-depth knowledge of their Police powers and ensure that the NDM and Code of Ethics is always adhered to. Going forward, I believe that the ‘modern day’ Police officer does have a place in Policing, however there are many changes which need to be put in place to strike a balance between the need of academia and life skills. 
Word Count: 1972
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Relevant areas of the National Policing Curriculum:  
Communication Skills, Social Media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


  
	
[bookmark: _Hlk116982830]Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

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


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




ANSWER:

During this essay I will be discussing the different types of social media platforms used by Police Forces. I will then evaluate these platforms and investigate the risks and benefits of them, before considering South Wales Police’s force policy on using social media for professional information and engagement purposes. 

Lutkevich (2022) defines social media as, “a collective term for websites and applications that focus on communication, community-based input, interaction, content-sharing and collaboration.” As technology advances, social media has become a popular method of communication for people of all ages, with recent statistics showing that 4.62 billion people worldwide use social media (Chaffey, 2022). 

There are various platforms of social media available, from picture sharing applications such as Instagram and Snapchat, micro blogging sites such as Twitter and more recently, video sharing applications such as Tik Tok. These applications allow users to share a wide range of information, thoughts, and feelings at the touch of a button.

It is no surprise that UK Police forces have followed this trend and started using social media for engagement purposes, with every Police force in England and Wales having set up their own twitter account (Police Foundation, 2014). There are several Police social media accounts available from official force accounts, to smaller, community specific accounts which enables local Police Forces to share information specific to their force with people in their local community. 
South Wales Police is no different to other UK Police Forces and they have a wide range of social media platforms, including, Facebook, Instagram, Twitter and Tik Tok. South Wales Police’s twitter account has 154,600 followers and their Facebook account is followed by 181,000 people, with users being able to see and engage with content posted. 

There are many benefits of Police Forces using social media, including thousands of people having easy access to important information. Prior to the use of social media, information was usually disseminated to the public by attending face-to-face meetings or news briefings from Police Forces. Social media has provided the opportunity for thousands of people to know what is happening in their local area, which can lead to a diverse range of people having access to information that they may not have had previously. 
Police Forces can use social media to provide updates and request information from communities following major incidents. The nature of social media means that users will often comment on a high Police presence in their local community, and this leads to speculation about what may have happened. Social media platforms give Police Forces the opportunity to make short statements regarding major incidents and help to stop speculation and rumours from spreading through the community, which can lead to mass panic. This also gives Police Forces the opportunity to request information such as locating potential witnesses or CCTV/camera footage to assist with ongoing investigations. 

Social media is also used for intelligence purposes. Police forces often share images of persons who they need to speak to in connection with an offence or ongoing investigation. The use of social media allows these images to be shared between users and can assist in the location of these individuals, whereas prior to the use of this method, officers would need to locate individuals in person, often using a lot of time and resources. This is beneficial to both the Police and the public due to having the ability to locate potentially dangerous persons a lot quicker than they could previously. 
Posting on social media can also assist Police forces when trying to locate missing persons. Missing person cases can often be complex and time critical, especially involving vulnerable persons. Social media enables investigating officers to post an appeal for information which will reach a wide range of people. Officers are also able to access the social media pages of the individual to gather information quickly for evaluation and passing onto searching teams. 

Social media enables users to report crimes or complaints online. This can be beneficial to the public due to there often being a long wait for calls to be answered via 101, with Devon and Cornwall Police being under review for missing their target of answering non-emergency calls within 20 minutes between 2019 and 2020 (Oldfield 2020). This is echoed by Manchester Evening News, who reported that people are giving up on ringing 101 due to waits of up to three hours (Williams, 2017).
Social media provides the opportunity to speak online with a Police Force via the live chat function. Users can then be signposted to the correct place for assistance. This can also be beneficial if a member of the public requires an update on an existing case. Providing they have a reference number, they can speak with the Police control room, who are able to search for active incidents and provide an update or request contact from the investigating officer. This in turn helps to keep the telephone lines free and prevent a further backlog of calls.

The use of social media enables members of the public to gain an insight into the various roles in the Police Force. Police officers and specialist teams can upload videos and pictures of their daily role which often shows community engagement. This can help public perception as it is often believed that the Police force is no longer seen in the locality and engaging with the community.
More recently, South Wales Police have created a Tik Tok account. This account is currently followed by 180,000 people. This account enables the Police Force to share short videos of the daily life of Police Officers and Staff, whereas this was relatively unknown to members of the public prior to online engagement. South Wales Police Chief Constable, Jeremy Vaughan often uses the force’s social media platforms to engage with the public on a variety of matters, including live question and answer sessions regarding upcoming recruitment campaigns. 

Although there are clear advantages to Police Forces using social media for engagement purposes, there is also an element of risk.  A risk is defined as, “the possibility of something bad happening in the future” (Oxford University Press, 2022).

Police Force social media posts are often open to all members of the public. This means that they are not private and enables anybody to place a comment on the post. Whereas this can be beneficial when trying to gain information or intelligence, this can also have a negative affect following major incidents such as Road Traffic Collisions or threats of safety. A large Police presence at these incidents often draws a lot of social media attention, with members of the community commenting on Police social media. This can cause an issue if involved individuals are named by commentors prior to family being informed by Police. 

Although posts are often open to the public to ensure that information can be widely shared and allow for investigators to gain information and intelligence, there is also the opportunity for ‘Trolls’ to comment.  An internet ‘Troll’ is defined as, “to antagonise others online by deliberately posting inflammatory, irrelevant, or offensive comments or other disruptive comments” (Merriam-Webster, 2022). With more and more people engaging with Police Forces social media, it opens the opportunity for these groups of people to post deliberately offensive and argumentative comments directed at Police Forces and their officers. This can influence the reputation of the Police force and particular officers as users can name officers personally if they are unhappy with something they have been involved in. This can in turn affect officers’ personal lives as their names have been posted and potentially shared between thousands of people online. 

Not all Police social media accounts are monitored. Officers and staff can set up their own Police accounts for their local area, which is often done by local Neighbourhood Policing Teams to assist with engaging in their community. 

There is also the risk that Police Officers or staff may misuse the use of social media. Police officers and staff are bound by the Code of Ethics. The Code of Ethics are standards and behaviours that all members of the Police Service are expected to uphold (College of Policing, 2022). These standards are expected to be followed when members are on or off duty and includes the use of member’s personal social media pages. 
South Wales Police’s social media policy (2020) states, “people must be conscious of using and viewing social media and its content, ensuring at all times they do not take part in any activity that could undermine the vision and values of the Police and Crime Commission.”
If this policy is not adhered to, it is likely that the officer will be investigated by the force’s Professional Standards Department. The College of Policing (2022) describes the role of the PSD as investigating vetting, complaints, misconduct and anti-corruption. 
The PSD will investigate the circumstances and conclude whether the officer is found to have breached this policy, it is likely that the officer will be in breach of the force’s Code of Ethics and therefore liable to misconduct proceedings, which could result in the officer being dismissed from the profession. Potential breaches of this policy include, sharing details of ongoing investigations on social media, sharing offensive content, and sharing extreme views. It is important that if officers are sharing information via official or personal social media accounts, they are aware of their force’s social media policy and always adhere to this as they are representative of the Police force, both on and off duty. Failing to adhere to this policy can result in damaging the reputation of the Police and affect public perception of the police. Collins (2022) defines public perception as, “the way you think about it or the impression you have of it.” There are many things which can affect public perception of the police including, their personal experiences with police, influences by family and friends and what is seen on social media. In more recent years, as police social media platforms have been more popular, it has been more common for Police officers to be filmed whilst on duty and this footage being shared online. It is very common for short snippets of an incident to be filmed by members of the public, for example, when an officer is having to become hands on with an aggressive person. This footage is then shared via social media and can portray the officer in a bad light as the full story has not been shared, and this can result in the public perceiving the officer as being unnecessarily forceful with the person involved. 

Since I joined South Wales Police in June 2020, I have not had much experience in the use of South Wales Police’s official social media accounts, and I do not have access to any Police accounts, however I have been able to use social media to assist me whilst investigating incidents. 
I responded to an emergency call to locate a high-risk, missing male. This male was elderly and had dementia, which made him particularly vulnerable and the investigation time critical. I attended the address from which the missing male had absconded from and spoke with family members, who provided a direction of travel. I went to search for the male, alongside several other officers and search teams, however, was unable to immediately locate the male.  Several hours passed and the male had still not been located. As it was a particularly cold and wet evening and there were no further leads to help locate the male, an appeal was placed onto social media to try and gain any information and locate any persons who may have seen the male. Intelligence officers monitored this appeal, gathered relevant information and were able to trace the last known movements of the male. This enabled searching officers to pinpoint locations of interest, before locating the male after he had fallen in a grassy area. 
Social media was critical in ensuring this vulnerable male was located safely. Without the engagement via social media, it is likely that the enquiries to trace the male’s last known steps would have taken a lot longer and this could have had disastrous results. Incidents such as this demonstrate the importance of Police Forces engaging with the public via social media and how this can assist with locating vulnerable people.

Overall, I believe that the advantages outweigh the negatives of Police Forces using social media. I believe that as technology advances, it is important for Police Forces to keep up with the trends and provide easier ways for the public to contact them when needed. However, I think it is important for Police Forces to ensure that measures are put in place to monitor information which is posted on a public forum and any breaches of misconduct are investigated quickly and effectively.

Word count - 2132














Task 3

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


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

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




ANSWER:

During this essay, I will be describing an incident which I have attended. I will be discussing leadership strategies and different leadership styles and their relevance during this incident. I will be using Gibbs model of reflection (1988) to structure my answer and evaluate my actions during this incident.

Description
I attended an incident following a report of a dwelling burglary, where a male had woken up in the morning and discovered that someone has entered his property during the night and taken several items, including a TV, clothing, food, and alcohol. I attended this incident in company of a colleague, who had not long finished her tutorship stage of probation. Whilst enroute to the incident, my colleague informed me that she had not attended a burglary and was not aware of the process which needed to be followed. Due to this, I was conscious that she may be lacking in confidence, and I was prepared to take the lead. 
As we drove to the address, I spoke with my colleague about what details we needed to take and the ‘Golden Hour’ enquiries which we needed to conduct. ‘Golden hour’ refers to the first hour following a crime having taken place, where evidence is believed to be the freshest (Villiers, 2009). Following this, we created an action plan regarding the best way to approach this incident, whilst also being aware that this plan could change depending on information received. I spoke with my colleague about the importance of liaising with specialist departments such as CID and CSI and assuring they have initial details as soon as possible. Following this discussion, my colleague informed both departments of the incident and assured them that we would provide an update as soon as possible.
As we entered the address, I spoke with the male to ascertain details about what had happened and the items which had been stolen. I asked my colleague to take a detailed statement recording relevant dates, times, and descriptions of the stolen items, before updating the CID and CSI departments. Following this we spoke with neighbours in the vicinity of the address to see whether they had seen or heard anything during the timeframe the offence was believed to have occurred and enquired whether they had CCTV outside their properties which could assist with the investigation. Once these actions were completed, I noticed a CCTV camera in a local church, which was facing the property where the offence had been committed. As my colleague had been with me to the neighbouring addresses and observed the questions I had asked each of the residents, I encouraged her to speak with the member of the church to conduct CCTV enquiries. My colleague was initially nervous, however I encouraged her to conduct the enquiries the same way in which she had previously observed and assured her that I would be nearby if she had any issues. Following this encouragement, my colleague was able to successfully conduct the CCTV enquiries, which resulted in the location of a potential suspect which was seen loitering outside the address prior to the incident. This information was then passed onto the CID team to assist with their investigation. 

Feelings
Whilst enroute to this incident, I felt a feeling of ownership due to my colleague being unsure of the processes which needed to be followed and a lack of confidence. I was prepared to take the lead, however understood the importance of discussing each step of the process and actions which needed to be taken with my colleague, to ensure that she would feel more confident when attending similar incidents in the future. Taking ownership is a crucial part of policing and enables officers to feel empowered and able to learn from mistakes (College of Policing, 2022).
Although I am still in my probationary period, I have been a Police constable for several years and I have attended several reports of dwelling burglaries similar to this one. This made me more confident whilst dealing with the incident, which made me feel able to take the lead. This is also known as self-efficacy. Self-efficacy is defined as: “people’s beliefs in their capabilities to exercise control of their own functioning an over events that affect their lives.” (Bandura, 2008). Initially this definition was defined as, “how well one can execute courses of action required to deal with prospective situations” (Bandura, 1977), which I feel is a simpler definition to follow and understand.
Research into self-efficacy has concluded that there are four main influences of people’s self-efficacy. Mastery experiences are experiences which a person gains by taking on new challenges and succeeding. Bandura (2008) describes this as the most influential source on a person’s self-efficacy as this provides a person with overwhelming evidence that they can complete the task and succeed. The second type of experience discussed is Vicarious experiences. These experiences involve a person observing others completing a task in a particular way and use these skills themselves to succeed. Social persuasion is based on a person receiving positive feedback whilst undertaking or completing a task and emotional and psychological states refers to the way the person is feeling whilst undertaking the task (Lopez-Garrido, 2020). From this research, I can see that during this incident, I used several of these methods whilst encouraging my colleague to step out of her comfort zone and achieve the task which had been set.

Evaluation
During this incident, I feel it was a good decision to discuss what I knew about the incident with my colleague whilst enroute. This is because my colleague had disclosed to me that she had not been to an incident like this before and was unsure of the actions which needed to be taken. This enabled us to discuss anything my colleague was not sure of prior to attending the scene and enabled us to be on the same page. This discussion also enabled me to be aware that my colleague may be lacking in confidence, and I may need to prompt and encourage her to complete certain tasks.
I feel it was an important decision to encourage my colleague to complete the CCTV enquiries at the church alone, whilst assuring her that I would be nearby if she had any issues. I felt this was important as it encouraged her to step out of her comfort zone and gain confidence in her own abilities to ensure that she would feel more confident when attending similar reports in the future. This is echoed in studies by Bandura, who argues that the best way to build self-confidence is through experiences. Bandura’s belief is that from setting goals, persisting through adversities, before finally reaching their goal, this will help a person believe that they are able to succeed (Bandura, 2008).
During this incident I took on the role of a mentor as well as a leader. I was conscious of the lack of experience and confidence which my colleague had and encouraged her to complete tasks and gain new experiences. Having a good mentor helps you to be successful and grow faster (Rao, 2020). I feel this is important in a policing role as situations are quickly evolving and officers need the ability to confidently make decisions quickly and to stand by them (Peterson et.al, 2008).

Analysis 
From reflecting on the actions which I took during this incident, I have decided to research different leadership styles and analyse which leadership style I adopted during this incident.
International institute for management development (2006), discusses the five most common leadership styles. The first is transformational leadership. Leaders often focus on change and transformation and inspire others to achieve their goals, whilst always thinking ahead to achieve common goal. Delegative leadership focuses on delegating tasks and decisions to others. Those who follow this leadership style often have a trust in others, giving them freedom to make their own decisions. Those who follow an authoritative leadership style tend to be mentors who motivate and inspire others to achieve the best of their ability, through guidance and feedback. Authoritative leaders are also able to adapt easily to quickly changing circumstances. Transactional leaders like structure and are more likely to follow procedures and routines, whilst establishing roles to team members. The final leadership style is participative leadership. This style of leader listens and involves others in the decision-making process. This leadership style encourages collaboration and accountability within the team.  
From the above research, I believe that Policing uses elements of each leadership style, however, tends to follow an authoritative leadership style, with the focus being on mentoring and inspiring others. Authoritative leadership is an engaging and effective style (Rumay et.al, 2011), which I believe is crucial in Policing. It is important that leaders are not stuck in one leadership style, with the belief that the most effective leaders do not rely on one single leadership style and are able to change between leadership styles and adapt to the situation and circumstances in front of them (Goleman, 2017).

Conclusions
As a result of this incident, I have learnt the importance of teamwork. I have learnt that being part of a team includes sharing knowledge and experience with those who may not feel confident in a situation. This in turn, helps to build their confidence and will benefit the team as a whole. 
I believe that discussing the incident and the information which had been provided to us whilst on the way to the incident was beneficial to both myself and my colleague, as this enabled us to devise an action plan. I believe this was beneficial as it may not be appropriate to discuss certain things, such as potential suspects and investigative enquiries at such an early stage, in front of the reporting person. I made sure that my colleague was also aware that although we had an action plan in place, it was also important to be openminded and mindful that the plan may change, depending on the circumstances which were presented to us at the incident, as from my experience, I have found that it can be quite common for details to be different than initially reported. 
During this incident I used a combination of transformative and authoritative leadership style. The transformative style was used to enable me to motivate and encourage my colleague to make her own decisions and the authoritative leadership style was used to mentor and guide her through the incident, whilst providing feedback and guidance to help her moving forward. I believe this provided her with a balance of being able to step out of her comfort zone and gain new knowledge and experiences, with the need to follow policy and procedure, whilst achieving a common goal. I believe this in turn, provided her with a sense of safety and stability, which is believed to be a quality of a good leader (Stanfield, 2009). 

Action plan
If I was to be faced with the same circumstances again, I would ensure that I continue to communicate effectively with my colleagues, in order to achieve a common goal and assure that all members of the team understand the actions which need to be taken. This incident has shown me the importance of being aware of the different leadership styles and adapting between them as necessary, in order to be an effective leader.
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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:

I joined South Wales Police as a Police Constable in June 2020 as part of the Police Constable Degree Apprenticeship (PCDA) scheme. There are currently three separate routes into Policing, with the PCDA entry route enabling those without a degree to work full time as a Police Constable, whilst working towards a BSc Hons degree in Professional Policing Practice over a three-year probationary period (South Wales Police, 2022). This scheme was first introduced in September 2018, with many forces following suit by mid-2019, and aims to support the Policing Vision 2025 by professionalising the Police Service (The Police Federation, 2019).
The first stage of the PCDA entry route is to attend initial training. This training takes place at an approved training facility over a six-month period and is a mix of classroom based academic and practical learning, through both the College of Policing and an approved University partner. Following completion of this initial training period, student officers are posted to a station attached to a shift to complete their next stage of training, which involves a twelve-week tutorship phase. During this stage student constables are allocated an experienced tutor constable who helps to coach and mentor the student constable, prior to them achieving independent patrol status which allows them to attend incidents independently. 

There is notably a difference between the role of a coach and a mentor. The role of a coach is mainly to improve the student’s own performance and skills (SkillsYouNeed, 2022), whereas the role of a mentor is more personal and involves a relationship between the mentor and student, where the mentor passes on their experience, knowledge, and skills to a more junior person (Oshinkale, 2019). Although the role of a mentor and coach can be quite similar, from my experience during my three-year probationary period, I have found that the Police Service tends to take on the role of a mentor, rather than a coaching role, due to student constables working closely with a trained mentor over their first twelve-weeks on the frontline. A good mentor is someone who offers guidance, support and feedback throughout the learning and often comes from a place of experience (Kalish, 2020). This is beneficial for learners as the mentor has been down the same path themselves so is able to provide advice and feedback about what has gone well for them and what may not have worked so well. There are four key elements of positive mentorship. These are to build trust, establish goals and share lessons learnt, to take action and to celebrate successes (Schafer, 2022). Upon reflection, I feel that the twelve-week tutorship phase allowed me to use these four stages to reflect on my performance and build the required skills and knowledge to be an independent Police Constable. 

Following completion of the twelve-week tutorship phase, I had the opportunity to work alongside other members of my team. This has allowed me to work with Police Constables of varying experience and knowledge, which I feel has helped to develop my skills further. This has been beneficial to me as I have had the opportunity to work with people who have decades of experience, who I am able to learn from and develop my skill set, as well as having the opportunity to work alongside less experienced Police Constables who look to me to help improve their skills and knowledge. 

During my three-year probationary period, I have learnt that Policing requires officers to be on a constant learning curve and professional development will be an ongoing process. This is undertaken through continued training and encourages learners to learn through self-direction and self-management (insights, 2021). Due to this constant learning process, it is important to consider different learning models and theories. The Competence Cycle Model of Learning was created by William Howell (1982) and explains how learners go through four different stages of learning: 

· Unconscious incompetence
· Conscious incompetence
· Conscious competence
· Unconscious competence

This model was created in 1982 and is still used today to explain how learners move through each stage, from the first stage, where learners are unaware of their lack of skills and knowledge, to the final stage where learners have the required skills and knowledge without having to think about it (ChangingMinds, 2022). Upon reflection, I can see how I have moved through each stage during my three-year probationary period. When I first joined my shift and was working closely with my mentor, I was mostly in the unconscious incompetence stage. I was unaware of the skills which were required of me and was unaware that I was lacking in these skills. As I continued my twelve-week tutorship stage, I found myself moving into the second stage, Conscious incompetence. During this stage I started to become more aware of the skills which were required and started to work towards improving my skills and knowledge through working closely with my mentor. During the second half of my tutorship phase, I started using my newly developed skills and knowledge to become more independent and confident in my role, prior to reaching the end of my twelve-week tutorship phase, where I achieved independent patrol status and was able to complete certain tasks and incidents without the need of a mentor. As I am nearing the end of my three-year probationary period, I have found myself to be taking on a mentorship role myself, to support new Police Constables which have joined the shift and are beginning their learning cycle at the unconscious incompetence stage.

During my three-year probationary period, I have had the opportunity to work alongside different specialist departments, such as CID, Roads Policing, Neighbourhood Policing, and the HUB. I found that by attending these attachments, I was able to gain an understanding of what each department does and how skills can be developed in each role. The department which I spent the most time with was the HUB. The HUB is a department which focuses on investigating and managing offenders through the Criminal Justice System. During the 20 days which I spent at the HUB, I was allocated a mentor and was able to enhance my skills and knowledge as this was something that I did not directly experience whilst working as a Response Officer. At the beginning of my attachment, I set a goal for what I wanted to achieve and discussed this with my mentor, before devising a SMART action plan. 
The SMART action plan is used by the Police Service and is designed to give structure to the goal process (Rogers, 2013). The acronym for SMART stands for:
· Specific
· Measurable 
· Achievable 
· Relevant 
· Time stamped 
(Rogers, 2013)
Whilst setting a goal, it is important that it is specific. In this case, my goal was to develop my understanding of what it takes to create a case file and managing offenders through the Criminal Justice System.
It is essential that whilst setting the goal, it was measurable. This enabled me to see how I was progressing and whether there was anything I was unsure of. In order to do this, I firstly followed my mentor as she guided me through how to create a case file and I slowly started taking on tasks of my own, before discussing my progress with my mentor. I found that by discussing my progress and receiving feedback from my mentor, I was able to understand what was going well and which elements I needed further assistance with.
I needed to make sure that my goal was achievable. I was aware that prior to attending my attachment, I had very little knowledge of building a case file, so I needed to ensure that the goal I was setting myself was not too difficult and unachievable during the timeframe available.
The goal also needed to be relevant to my job role. I found that the goal which I had set was relevant due to there being times during my three-year probationary period where I have been tasked to assist with a prisoner. This involves interviewing and potentially building a case file to be sent to the Crown Prosecution Service (CPS) for them to decide on whether a prisoner will be charged with an offence or released without charge. My attachment at the HUB allowed me to gain the skills to complete this task efficiently, without supervision.
It was also important that my goal was able to be achieved in a specific timeframe. I needed to be conscious that I was only at the HUB for 20 days and I needed to set a goal that I would be able to achieve during this timescale. I found that the goal I had set myself was easily achievable as the focus was to better my knowledge and skills regarding building case files, which prior to my attachment I had very little knowledge. 
Upon reflection, I found that during my attachment at the HUB, I was able to improve my skills and knowledge through mentoring, which has helped to build my confidence. I feel that by gaining confidence in my skill set, this has helped me to develop and perform better in my job role. This is echoed by Fox (2011) who describes how reaching for goals helps to build self-confidence and builds a sense of accomplishment. I feel that through mentoring, I have developed the required skills and I am able to pass this knowledge on to less experienced members of my team.

As I am nearing the end of my three-year probationary period, I have found that I have been given more responsibilities by my supervisor. I have started to take on a mentorship role within my team and have been sharing the skills and knowledge that I have developed throughout my three-year probationary period with new members of the team. From taking on this role, I feel I have learnt essential skills such as communication skills, which has enabled me to provide feedback, both positive and negative, to less experienced members of my team. Being able to give both positive and negative feedback is an important part of mentoring as it allows mentees to evaluate their current performance and understand how they are able to achieve a higher level if required (Klasen,2012).

Upon reflection, I have found that having a good mentor from the early stages of my career has helped me to become a competent Police Constable. I have become more confident in myself and my abilities, which has enabled me to take on the role of a mentor myself. I Feel that having a good mentor has developed my listening and communication skills, which has benefitted me in both a personal and professional sense, which in turn, has enabled me to perform, learn and develop in the workplace, thus helping to work towards the organisational goal of The Policing Vision 2025.
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