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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 is an operationally independent body, this of the Home Office, and is a professional body which guides and supports workers within policing (College of Policing, 2022 a). College of Policing contributes multiple forms of learning, guidance and support to persons working across policing however also plays a great role in professionalising policing in the United Kingdom. Pepper, Rogers and Martin (2020) talk about how evidence-based knowledge is a requirement to underpin professional policing, this being similar to medical professions whereby the degree scheme is complete with practical working before this is awarded. Without this there is difficulty in evidencing that policing is professional body that it aspires to be. The following will critically evaluate how this is done and include how I have applied this guidance within my role as a police officer. 

Firstly, looking at the PEQF, this is the Policing Education Qualifications Framework. This is defined by College of Policing (2020, a) as a professional training framework which has been constructed for police staff and officers. This framework is currently putting focus on joiners to the police who are new and has been developed to cover a large range of professional training. The PEQF is supported by complete theoretical education and has the base of dynamic operational training on a modern curriculum. There are three entry routes into joining the police through the PEQF, the changes were first introduced in 2016 however the key milestone was reached in 2018, this is when the first group of recruits had joined through the newly-established degree apprenticeship scheme. One route being the Police Constable Degree Apprenticeship (PCDA), this is a three year scheme whereby a degree will be achieved at the end of the three years in Professional Policing Practise. Protected learning time (PLT) is key for student officers to ensure that they have support in meeting demands, this provides time to student officers to complete their university studies (College of Policing 2020, a).  The second entry route is the degree holder which is referred to as Degree Holder Entry programme. This is a two year programme for joiners who already hold a degree, this being in a subject other than the Professional Policing Degree. The recruits who join through this programme are assessed against the national assessment criteria, whereby at the end of the two years a level 6 diploma is achieved. The final pathway is the investigative pathway which enables recruits to join an investigative skill favoured pathway, alongside achieving the required operational competencies. 

College of policing (2020, b) have analysed how these entry schemes are effective and points that have been highlighted by introduction of these schemes. The schemes have resulted in a much deeper understanding and knowledge of the role, with critical thinking, management of time and an identified benefit has been the improved writing skills. Work-based learning has seen many benefits and Fergeson (2019) details how and the range in which this covers, some of these include increased confidence, motivation and competence. For the PDCA scheme these benefit can be transferred across and have positive impact on learning and understanding theory which also helps with the recognition of professionalising policing being embedded into the force with new officers. Bottomley, Pryjmachuk and Wright (2019) state that through the College of Policing professional policing, even though is largely based on practical and professional policing skills, also has heavy demand on higher education which includes highly developed intellectual skills. However, Psychreg (2021) informs how some people find difficulty in retaining new information of a higher skill level and in addition to this keeping up with coursework, daily pressures and socialising. This can cause unnecessary stress and if this is not managed then persons may become anxious, and it can have a negative impact on wellbeing. Police Federation (2019) inform that there has been worrying feedback from student officers and there are lessons which need to be learnt within the delivery of the new police constable entry route. It has been highlighted that attempting to juggle a job and a full-time degree comes with difficulty and has impact on a healthy work-life balance. Other issues highlighted include that Sergeant officers have little understanding on the PCDA programme and what it entails. 


Within my role as a police officer I am continuously working to fulfil this role and the expectations set by the college of policing. This has changed with me being in my final year of my probation in comparison to the two previous years. College of Policing states that to be a professional police officer and fulfil the role to the highest expectations, officers should follow the code of ethics. College of policing (2014) talk about the code of ethics explaining that this is a framework at the very centre of all police procedure, action, decision and policy to ensure that policing remains professional. The framework was produced in 2014 and defines and set out exemplary standards of behaviour that police officers should follow. The code of ethics consists of nine policing principles and ten standards of professional behaviour. The standards of professional behaviour include; honesty and integrity, authority, respect and courtesy, equality and diversity, use of force, orders and instructions, duties and responsibilities, confidentiality, fitness to work, conduct and to challenge and report improper behaviour. Throughout my final year of probation, I have developed my understanding more of the meaning of some of these standards which has enabled me to become a better more professional police officer during and outside my line of work. With standard five which is orders and instructions, I understand that I am to abide to police regulations and carry out lawful orders only. These orders and instructions that are given out by officers must be reasonable instructions only, due to being in my final year of probation I have a lot more independence and must know the orders that I am giving are lawful and fully justified. I have demonstrated this when attending at an incident I ensure that I gather as much information and intelligence as possible to enable me to understand any offences present before even arriving at the incident, this way I am able to consider my actions and instruction which are going to be used. For example, when attending at a domestic violence related incident I know that it is important to speak with the victim and suspect separately to ensure that both parties have the opportunity to give their account without having the fear of the other person hearing and so that they can provide their account to their personal experience. To enable me to do this I have to give clear order and instructions to both parties, this is reasonable instruction to establish if a crime has been committed and for the safety of the victim and any other vulnerable persons including children. College of Policing (2015) include in their checklist of actions on arrival at scene that parties should be separated and dealt with independently and to make recording which are accurate on all said by victims, suspects and witnesses. I understand that this is policy, and this one aspect enables me to be a professional police officer. 

I am also aware that where any domestic related incident has taken place policy and order is to take positive action, this is including when a verbale argument has taken place (College of Policing, 2015 b). This would all come under this section as in an incident I have had to order one party to leave the address to ensure the safety of those involved and to prevent further incidents arising. Where the incident results in one party being arrested it may be necessary to instruct that the suspects provide police with their mobile phone for evidence, this will be justified where it is necessary in relation to the offence. If the suspect is uncompliant and demonstrates a change in behaviour, then it is necessary to use force to secure and preserve evidence and for the safety of officers and the person in question. This is covered under section four of standards of professional behaviour which states “I will only use force as part of my role and resposibilii9ties and only to the extent that is necessary, proportionate and reasonable in all the circumstances” (College of Policing, 2014). I use force on a weekly basis within my role however I ensure that this always proportionate depending on the situation. I have been to an incident where I have handcuffed a suspect to rear and walked them to the police vehicle. This was proportionate as he was verbally resistant and due to previous knowledge and information, I handcuffed him for my own safety and the safety of others. Having previous knowledge of suspect has come from m previous experience with them in the first two years of my probation. Now that I am in my final year I also have completed my taser course, this is another form of use of force and I will always consider that my force is proportionate. 

I can also recognise that my role as a police officer has changed now that I am in my final year of probation and there are many factors that contribute towards this. Within the code of ethics leadership is a policing principle and upon reflection I believe I have greatly developed this skill within my final year in comparison to others. I believe this is because working as a response officer there are continuous changes within the team, this means that experience of officers on the team is ever changing. This impacts on my leadership as every 6 months there are brand new officers joining my team and I am given more responsibility. The way in which this is done is I have to take newer officers to incidents, and I am expected to take leadership as I am the more experienced officer. Leadership is to “lead by good example” (College of Policing, 2014), I feel that when I attend incident with newer officers, I take leadership and ensure that the incident is dealt with in a professional manner. This has made me more confident when attending incident and has developed my skills as a police officer. I feel that in my final year of probation I have become more competent as an officer. I have developed in many areas over the three years I feel that in the beginning I was less confident when attending incidents, I can see that due to attending incidents with more confidence I am now able to build a rapport at an early point with victims and suspects to enable me to establish what has occurred. I am also now able to consider a variety of outcomes and decide on the one which is most appropriate to the incident I am attending and what I am presented with, whereas in previous years I would have asked my sergeant for advice. I have been able to consider my future career within the police and I enjoy proactive policing, with developed confidence I feel that I am able to speak with members of the public and stop vehicles where I have then detected criminal activity. I would now like to develop this area further and go onto attachments with the organised crime unit detecting the supply of controlled drugs. 

The Policing Vision 2025 sets out a plan for policing and this regularly assed by the senior management within South Wales Police and across other forces. My senior management team review my work and highlight any areas of improvement to ensure that the vision is achieved. The way in which this is done is an overview of departments and teams within the sectors. National Police Chief’s Council (2019) inform that at the heart of the vision is the public and improving policing for them. This is important for me to understand as I face members of the public everyday within my role as a response officer. College of Policing state that for the vision to be delivered the whole of policing need to come together including chief constables, PCC’S, National Crime Agency, College of Policing and National bodies. The mission of the vision is “to make communities safer by upholding the law fairly and firmly; preventing crime and antisocial behaviour; keeping the peace; protecting and reassuring communities; investigating crime and bringing offenders to justice” (National Police Chief’s Council, 2019). I am aware of this mission and carry this through with me through my everyday work in the role of a response police officer. 


(2088 words). 
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

Cambridge Dictionary (2019, a) states that social media is the computer programmes and different websites which enable people share information and communicate through the use of the internet by means of a computer or a mobile phone. Cambridge dictionary also states that forms of social media including podcasts and blogs are creating opportunities which are new for entrepreneurs to reach a variety of members of the public. Britannica (2019) information that social media sites have become highly popular in the twenty first century with the earlier forms of social media such as Friendster and Myspeace emerging, this enabled friends, family members and acquaintances connect in a form of online. A current main form of social media known as Facebook was created due to the coming together of Friendster and Myspace and Facebook then became one of the most popular forms of social media with billions of users worldwide. Some other forms of social media include YouTube which allows the sharing of videos to users and then followed TikTok which is another video focused platform where short videos are posted and shared on a loop. TikTok also allows other users to comment and like the posts which then focuses the content to the users’ specific interests. Another popular form of social media that is used worldwide is Instagram, this is where images and videos are posted and users can interact through liking, commenting and sharing a post. Kaplan and Haenlein (2010) state that many business exclusives today use social media, and it is a top agenda for many businesses. Social media is used by many for profitable gain due to the amount of people social media reaches. There are more than 175 million active users of Facebook as of January 2009, since this date the platform has only grown larger and more accessible to the public. Kaplan and Haenlein (2010) also state that social media platforms are used by a variety of generations and is not only used by teenagers but also 35-44 year olds increasingly populate the number of joiners. Social media is not only used by businesses for profitable gain and publicity but also Police Organisations including South Wales Police. This however is not for profitable gain but for many other reasons, the following will explore how South Wales Police utilise social media platforms and the benefits and risks of using the platforms. 

South Wales Police has social media accounts of the following: Facebook, Instagram, Twitter, TikTok, Youtube and Linkedin. South Wales Police post on these platforms for multiple reasons and I have personally had a lot of involvement using the force social media to engage with members of the community and as a means of informing the public. However, there is also policy in place which should be followed to ensure that there is not data breach and to uphold the reputation of the police organisations. The college of Policing is a professional body for policing within England and Wales who give a voice to policing on a professional level on skills, capabilities and standards (College of Policing, 2021), College of policing have provided guidance and policy on how social media should be used by police organisations. When police organisations process personal data, this is done on a legal basis for policing purposes and fall under the Data Protection Act 2018. The reason that it is necessary for this information to be stored is for the performance of a specified task carried out which is in the public interest, or another reason may be in the exercise of authority which is official and vested in us. These exercises of official authority vested in us fall with common law and supplemented by legislation including The Police Act 1996 and the Police and Criminal Evidence Act 1984 (College of Policing, 2022, b). Personal data may be disclosed by South Wales police to a wide variety of persons and organisations within and outside if the United Kingdom including European Economic Area, including within these recipients is the media. Before police officers communicate with the media a simple rule should be followed, officers should ask themselves “Am I the person responsible for communicating about this issue and is there policing purpose for doing so?” The answer to both parts of this question should be yes for the officer to go forward with publishing this information (College of Policing, 2022, b). South Wales Police also has a social media team whereby certain information is passed through before it is posted on the social media accounts. There are multiple benefits to using social media within a policing organisation some include; on specified platforms such as Facebook and Twitter the user can chose whom this wish to follow and accept as a friend. This means that if users wish to see and engage in South Wales Police posts then they can follow the account so that the information comes up on their feed. Whereas if a person has no interest in what South Wales Police are doing or if they are appealing for information then it will not be visible to them. Another benefit is that social media provides police with new opportunities and ways to connect with the pubic. This is a form of consent-based policing which is crucial to build the public’s trust and confidence in the police. It allows the building of relationships along side gathering information and intelligence (The Police Foundation, 2014).


I first used the South Wales Police social media to engage with the community when there were multiple reports of ongoing anti-social behaviour. I had attended at the local Tesco store in my area when the security guard informed me that there were multiple cars in the car park between the hours of 18:00hrs and midnight on a daily basis. It was reported that these vehicles were driving erratically, using excessive speed when members of the public were walking from their cars into the store. I was also stopped by three members of the public who had concerns for the driving of vehicles in the car park stating that they were worried that an injury would be caused, and it was affecting their attendance at the store as it was causing them fear and to be anxious. Due to this I have created an incident which would be monitored and regular patrols would be conducted. However due to this anti-social behaviour affecting multiple members of the community it would be difficult to inform and re-assure each of these persons that regular patrols were being conducted individually. Due to this I have linked in with the neighbourhood policing team who have access to the social media accounts. A photograph has been taken and posted onto the twitter account of a police vehicle inn the Tesco car park with the text informing users that regular patrols were being conducted in the area to aid tackling the anti-social behaviour issue. The police foundation (2014) state that social media can be beneficial in providing information to members of the public, this enables specifically targeted information to be quickly and easily shared. This is relevant to my incident using social media as posting on the twitter account meant that the information could be quickly shared in comparison to having to locate and update each individual who may be affected by this anti-social behaviour. They also state that social media provides an opportunity to have two-way dialogue with audiences unlike traditional communication channels such as television. This means that people can actively engage in conversation rather than simply being provided with the information. However, this can also be seen as a disadvantage which will be explained in the following. 

Another reason I have used social media is to appeal for information relating to a wanted suspect. I had attended at a domestic related incident whereby the victim had made an allegation that her partner had assaulted her multiple times in her home address. The suspect had left the address prior to police arrival and arrest enquiries were ongoing to locate the male. After weeks of attempting to locate the male it was decided that I would use social media to post an appeal for information on the location of the male. The suspect had links to multiple locations including Cardiff and Swansea, due to the large location coverage it was difficult for us to locate the male through house to house enquiries. A post was placed on South Wales Police Facebook account with an image of the male stating that he was a wanted male and for any persons with information on his location to provide this. As a result if this the suspect handed himself in to the police station to be interviewed. The reason that this was posted on social media was to safeguard the victim, and for the prevention of crime and a further incident occurring between the victim and suspect. College of Policing (2022) state that reasons whereby a suspect can be identified to the media by disclosing names and identifying information, these include where there is threat to life a matter of public interest and confidence or for the prevention and detection of crime. These circumstances must be justified and clear. Following these reasons ensures the right to suspects privacy. There were benefits to using social media to appeal for information on the suspect as this provide new information and intelligence on where the suspect was/may be living. However, there are also risks to posting on social media and some of these were present when posting wanted suspects. Risks included that it is difficult for organisations to manage and control users and what they are commenting and posting (Fink, Zerfas and Link. 2010). I recognised this risk before posting the image and appeal for information, this is because some users comment on the post with ill intent and to cause mental harm to the suspects. It is important to monitor this to ensure the safety and welfare of the suspect. I also recognised the risk that the suspect may have still been in contact with the victim, if this was the case and the suspect sees the appeal relating to them then this make them aware that a complaint has been made against them. Especially as the original offence caused the victim injury, the suspect may see the post and attempt to cause the victim more harm. These risks were considered however the post that was uploaded and was beneficial in preventing and detecting crime. 

To conclude it is evident that there are benefits and risks to using social media for organisational purposes and have experienced these through my own use of social media as a police officer of South Wales Police. From personal experience there are more benefits than risk and social media is very beneficial in the detection and prevention of crime. It can also be used whilst live investigations are taking place to gather information quickly and inform members of the public of ongoing incidents and successes. Through research I found there is limited information on the risks of social media used in a policing setting, the research found many risks for police officers using social media for their personal use however there was less information on social media in an organisational policing setting. The policy is created by College of Policing and it sets clear direction of use of social media by a police organisation. 
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Task 3

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


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

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




ANSWER:

Throughout this essay it will be critically analysed and evaluated how I have used leadership styles at a variety of situations/incidents I have attended whilst conducting my role of a police officer. It will also consider models which are used commonly within policing and how I have been able to apply these models to my leadership style in changing circumstances. Firstly, before these things are evaluated and analysed it is important to understand what is meant by the term leadership. Cambridge dictionary (2020) defines leadership as a set of skills which form a good leader or the qualities or abilities that form to make a person a leader, with a leader being a person who has control of a country, situation of a group (Cambridge Dictionary, n.d). 

With leadership being defined it can now be evaluated how leadership is used within policing and appropriate leadership styles. College of Policing (2022, C) explain how a strong sense of shared values are built within police leaders, and how at all levels of the police service there is an understanding of common purpose. For leadership expectations to be established research has been conducted to provide understanding of what good leadership looks like. There are five stages of leadership expectations that have been set out by College of Policing, these include stage one everyone’s a leader, stage two first-line leaders, stage three mid-level leaders, stage four senior leaders and stage five chief officers and staff. Leadership within policing falls into six categories and these include Inspiring common purpose, developing and valuing people, building an inclusive workplace, leading across boundaries, performance and improvement and understanding self and others. Having leadership consistency helps set standards for leadership across policing in higher management roles to police officers. Leadership strategies are adopted throughout policing to help ensure that good leadership is demonstrated in all forms of policing reaching the common purpose. Due to my role being a response officer I currently fall under stage one of leadership which is everyone as a leader (College of Policing, 2022, C). Included within this stage is actively seek and value different views and ideas, recognise and value difference of perspective and background in team members, be aware of others preferred ways of working and accommodate them where feasible and demonstrate a genuine belief in inclusive leadership. These are qualities that I consider on a daily basis whilst at work and ensure that I am following these standards set by the College of Policing (2022, C) of good leadership. Leadership strategies can and often should be used within organisations and the workplace to develop performance. Indeed (2022) explain what leadership strategies are, stating that they are plans set to align the leadership of an organisation with its strategies, goals and aspirations. These approaches can the be utilised to have influence on a team or employees, to identify challenges, potential needs or even enhance performances. 

Indeed (2022) also further evaluates some leadership styles used within an organisation or the workplace explaining that a good leader should be able to define and communicate the vision of the organisation.  Included within this is how a person is able to determine the vision of the company by establishing its ideal position and examining its objectives. Leadership of this form also includes the communicating the vision to others, for example sharing the vision of the organisation with colleagues. I have adopted this strategy within my role as a police officer and it has developed throughout my years and experience within the role. Within South Wales Police as an organisation there are multiple visions and objectives for each different situation that I am placed in. This will be dependant on the nature of the call that I am attending and the action that is required as a result of this. An example of this would be my attendance at an anti-social behaviour incident, attending with a student who is new to the role and still adapting and learning. When attending at an anti-social behaviour (ASB) incident I am aware of the organisations objectives that are to be met and can take a leadership role guiding my colleagues and ensuring victim receive best response. I am aware that these incidents can highly impact a persons life and wellbeing with ASB being defined as ‘conduct that has caused or is likely to cause, harassment, alarm or distress to any person’ under Anti-social Behaviour, Crime and Policing Act 2014 2 (1a) (HEAP, 2020). A key objective is that “victims must be front and centre of the approach police and local authorities take” (Atkins, 2001). I also understand that the local neighbourhood policing team should be informed, and the victims should be visited in person and not by phone. Issues however arise when attending at ASB incidents and following following this strategy particular, this is because some victims do not want to be visited in person and would like the incident managed via telephone contact, This then makes it more difficult to achieve South Wales Police’s objectives. 

Another leadership style is Kurt Lewin’s leadership style, this was conducted in 1939 and concluded of three leadership styles which are identified through observation of behaviour, these included Authoritarian Leadership, Participative Leadership and Delegative Leadership. Within policing incidents, Lewin’s leadership style can be effective in managing the situation and ensuring that the outcome is positive. It places emphasis on the importance of delegation, and it is important when responding to policing incidents that officers are not afraid delegating tasks to members, trusting that they are capable of completing them as tasks may need to be delegated quickly. Authoritarian leadership is any form of leadership where goals or targets are relayed and how the members of the team are able to achieve the goals and targets set by the leader through set deadlines and working methods. Often with this approach leaders often do not participle in the task and oversee the work of the team providing instruction and clear guidance. The main way this works is command by the leaders and control by the followers (Cherry, 2022). There are however limitations to this leadership strategy including that there is little to no opportunity for members of the team deviation (Crosby, 2020). I have used this leadership method when attending at a road traffic collision incident, on arrival at the incident there was a two vehicle RTC which took place on a main road. I understood that action needed to be taken quickly to ensure the safety of all persons involved and to manage the flow of traffic. In order to do this I identified the two officers wearing high visibility clothing and instructed one to stand at each end of the collision managing traffic. I knew they were capable of doing this as it was something that they have done previously. I then instructed two officers to speak to both drivers of the vehicles to obtain details and conduct welfare checks on the persons. 

The second style is democratic or participative leadership which slightly differs from authoritative approach as it allows for the involvement of the team on the decision-making process.  Leaders of this style offer a guidance to the group but also have participation in the task. This is also known as typically the most effective leadership style (Lewin, Lipitt and White, 1939). Benefits of this are that the leaders make the group members feel important and part of a team which in turn helps achieve a successful outcome (Cherry, 2022). I adapted to this approach when I felt it was relevant for my participation and for me to be a key communicator between the scene and radio demands such us providing information to the control room and traffic officers. I asked the opinion of my colleagues based on the information they had been provided. 

The final leadership strategy falling under Lewin’s method is Delegative Leadership, this is known to be the least productive of the strategies of Lewin.  This is because little cooperation was displayed in the study and working independently was not demonstrated. This strategy is where little to no guidance is provided by leaders to the group members and leave all decision making to group members. Benefits of this include where the group members are highly qualified experts accurate and best decision making is made (Lewin, Lipitt and White, 1939) however the disadvantages are that there is a lack of motivation (Cherry, 2022). This is not a leadership strategy I used in the RTC incident as we did not have expert individuals available and it was important for a structured plan and decision making process due to the situation being on a live busy road and potential for more harm to be caused. 

One of the most common traditional leadership models used within policing is transactional leadership, this form of leadership is focused on the maintaining of status quo and rewarding subordinates for meeting standards of performance. The way in which this works is that the leader will motivate their subordinates with a rewards and punishment system and rather than the building of relationships place emphasis on completion of task (Bass & Avolio, 1994). Transformational leadership may be beneficial to police officer where an officer may need motivation or be inspired to carry out a task of high risk. Another benefit is that clear defined roles can be set out, as people know what they are required to do and what they will be receiving in exchange (Hussain et al. 2017). There is however a downside to this strategy, and this is that creativity can be stifled, and out-of-the-box thinking be restrained (Kare, Van Dije and Vashdi, 2018).

Another and final strategy is situational leadership, this is the focus of the environment and situation. This is a style of Hersey and Blanchard and was first published in 1969.  This style of leadership is an overview review of the following; telling people what to do, selling which is explaining and encouraging the team members of the decisions and tasks. Participating which is the allowing of participants to contribute to the role of decision making and finally delegating which is the allocation of roles but allowing members to form decisions (Cherry, 2022). At a later date, further to this, four more style were added to the method of leadership. These included, directing and giving orders where obedience is expected. Coaching which is giving a mix of orders and support. The next is supporting and finally delegating. When in attendance at the road traffic collision incident further emergency units were required including fire service. Due to the presence of multiple additional respondents, I found that I needed to adapt my leadership style from democratic leadership of Lewin’s method to situational leadership. This is because due to the number of persons present at the incident, multiple persons contributing to the decision-making process would cause for no direction. To enable clear direction, I provided a mix of clear orders and coaching to provide support to my colleagues and maintain motivation. 

To conclude I ensure that I demonstrate flexibility and able to recognise that there may be a need to be a change in leadership styles. This is because each incident attended is different and may require different approaches or even there may be a change in circumstance when dealing with an incident which require me to make changes to my leadership. The leadership style is not only decided on the situation but also with the type of person I am working with. People respond to commands and instruction differently which often means that a different style or method should be used. For example, I have attended at multiple domestic related incidents with a range of my colleague. One colleague responds well to Authoritarian leadership as it helps set clear and direct decision making whereas another colleague of mine responds well to transactional leadership, this is because it helps keep them motivated. An example of how I would do this is when asking them to complete a task at the incident in return I will complete the paperwork following. 
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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:

Within the following I will critically reflect upon my three-year probationary period as a police officer within South Wales Police and how it has benefited me and enabled me to develop an array of skills. It will be reflected upon how coaching and mentoring from my colleagues and supervisors has benefited me and helped me meet personal, professional and organisational goals. The following will discuss how the coaching and mentoring from my colleagues aided me to learn, develop and perform in my place of work and specified mentoring theories that were used. When beginning my role as a Police officer I understood that I would face many unique challenges within my professional role, along side studying for a full-time degree and managing my personal life. Due to this understanding, I knew that I needed to set goals to meet milestones and become a competent, professional officer with a high set of skills, and in order to achieve this I would need the coaching and mentoring of my colleagues and supervisors. 

Firstly, it is important to understand how coaching and mentoring is defined so that it can be applied to my personal reflection. Cambridge Dictionary (2019, b) define mentoring as the process or act of providing advice to a less experienced or younger person, especially at a school or job. Bright HR (2020) states that the role of a mentor includes building a relationship with their mentees and be there and available as and when they have queries. In comparison to this coaching has been defined by International Coaching Community (2017), stating that there are many ways to define coaching however in essence coaching is giving support to a person at every level to enable them to reach their goals at every level and helping a person to go in the direction that they wish to. When looking at the two, the difference is that mentoring is a longer process than coaching. 

There can be many benefits to coaching in the workplace some including that a coach can help the person that they are coaching to solve problems in new ways and to develop and teach new skills with a clear plan of learning in place. When an employee has questions and becomes confused coaching can assist in providing the person with answers to enable progression (Bright HR, 2020). I have identified some of these benefits when I have been coached through my three-year probationary period by my colleagues and supervisors. Initially within my first year and tutorship period response policing was new and fresh to me, and I needed a greater deal of coaching. It has been suggested by Du Toit and Reissner (2012) that coaching is the ability to improve and increase the awareness and sensitivity that the person being coached has within their self and for others. An individual must have honest feedback to be able to build self-awareness and it has been noted that sometimes this is where issues arise as people often avoid giving negative feedback due to conflict as a result. “Coaching is an enabling process aiming at enhancing learning and development with the intention of improving the performance in a specific aspect of practise “(Lord et al. 2008).

There are benefits to mentoring not only to the mentee but the organisation also, therefore South Wales Police benefit greatly if students are mentored during their probationary period. A known benefit is that staff with better training perform better, bringing more revenue and for policing purposes to obtain positive outcomes and results (Bright HR, 2020). Being mentored throughout my probation period I found many benefits from being mentored. It was evident that with better training I was able to perform better and meet organisational goals. Being, mentored allowed me to learn from my colleagues South Wales Police policy and procedure to understand what is required at each incident. When attending at each incident there are different requirements to achieve a positive outcome, even though I studied this thoroughly during my initial training it is difficulty to remember each requirement exactly. Working with colleagues with a good high-level training and experience meant that my understanding was improved and of a high standard. I found that being mentored by a variety of colleagues enabled me a range of skills dependant on each person’s individual experiences. For example, I completed an attachment with the criminal investigative department as part of my probation period where I conducted a 5 days of detective constable work. I was mentored by a detective constable and attended incidents where they played a crucial role. Being mentored in this environment enable me to develop my investigative skills greatly and carry this across to my everyday policing as a response officer. I was able to ask my mentor questions on how to develop a more investigative mind set. It is evident that mentoring relationships work better when they are more than just directive approach but where both involved persons learn from one another. For example, a directive approach would be one telling the other how it is, but when both parties are able to learn from one another there is more success. This would come from the encouraging and sharing across generations and experiences (CIPD, n.d). I have experienced this within my three-year prohibitionary period as a response police officer, during my initial three months of tutorship I was with my tutor who provided me mentoring. I was new out of training and had no experience as a response officers, therefore I needed guidance and advise on how to attend each incident. However, my tutor was supportive and did not take a directive approach only, I was aware of new policies and procedure in place and changes in documentation, including transfer of paper documents to mobile phone documents. I was able provide my mentor with information and advise on how to use the new phone documents and any changes in policy. This demonstrates a differ in experience and how we learnt from one another. Levinson (1978) often states that difficulties come when mentoring becomes informal and this is often where mentoring is based on mentoring relationships. Where the relationship becomes informal there can be considerable diversity and difference in orientation, context and outcomes. Issues with this are, within the police service there are clear organisational goals in place and to enable officers to be professional and independent at the end of the probation period. It is important that mentor maintain a professional relationship and work towards a clear outcome to meet organisational goals. I did not experience this within my probationary period and my colleagues and tutors always remained a professional relationship to aid me to achieve organisational goals. 

I have benefited from coaching and mentoring greatly within my three-year probation period, with each year bringing different benefits. The first year and through my probation period I needed a much higher level of coaching and mentoring with the first six months me needing one on one support. This is because at this time I had the most learning to do. When attending at each different incident there are different responses required, at these early stages the reputation and experience is not there which is why I was more reliant on my mentor and supervisor to enable me to remember basic policy and organisational goals. Working with officer of experience, they were enable to encourage me to meet organisational goals in a professional manner. Throughout this period, I had a number of mentors and coaching from different colleagues. I found that this was beneficial as it allowed me to see how each person uses different skills too manage incidents and review which I found worked most effectively, this then enabled me to develop a high level of personal skills to enable me to perform to a high standard in the workplace. However, there were some disadvantage to working with and being mentored by a variety of colleagues. This is because I found that when I was dealing with an incident and I did so in a way that the previous mentor told me, but this differed to the current mentor, then I would be informed that I was doing this incorrectly. The way in which I received this feedback was in an understanding manner. I knew from observation that different colleagues do things in different ways so I took the things that I believed worked well from each person and merged them to develop my own skills to meet organisational goals. 

A model used in reference to mentoring is the 3 P’s model produced by Bigg’s, this model is Bigg’s Presage-Process-Product Model. It recognises that learning is a process which is dynamic and involves, learning, learners and teachers. Where the mentor has awareness of the factors and relationships that influence learning, then an environment can be created to facilitate each individual learners needs. Biggs (1996) Passage-Process-Product, or also know as the 3 P’s was initially developed to understand the interaction between students and lectures for expectations and opinions that all parties would have on the learning and teaching process. The 3P’S Model is know to three points in time where learning-related factors are placed. The first stage of the model is the presage stage, this is before learning takes place. Prosser and Trigwell (1998) state that the approach which students learn is through a knowledge of prior experiences in environments of teaching and learning. Supporting this is Ramsden (2003), who indicates that a student would be influenced by previous experiences. The presage stage within coaching and mentoring describes how the learner uses prior abilities, skills and knowledge to then learn new knowledge through the learning process. 
I have experienced this in my final year of my probation period, the way in which I have done this is by using my experience of being mentored through previous years including my tutorship. I understood what worked well for me and what enabled me to retain information most quickly, carrying this forward into my third and final year meant that I was able to ensure I reached milestones and goals to a professional standard. 

The next stage of the 3P’S model is the process stage, this is a stage which refers to the characteristics of coaches coming into action. This is how coaches handle tasks however this is determined by the observations towards the motives, coaching context and the coach’s decision for instant action, all of which apply to the approach of the coach to the learning task. The final stage is Process which refers to the learning of the person being coached, and it describes the low- and high-level cognitive results. I have adopted this stage throughout each milestone. This is where the performance is and where the skills have been developed. When working with my mentor and listening to their advice, the outcome is most successful and high-quality skills are developed. I used this to enable me to meet ach milestone to the highest level. Another mentoring technique used is Peer Mentoring, this model is where participants from the same role or department have had similar experiences or shared experiences, and this can be in a professional setting or personal lives. The peers then pair up often to support each other (ADT, 2023). This is a model which has been used throughout my probation period, I feel working within my role as a police officer, completing a degree and managing personal life is difficult so have peers as mentors is very beneficial as they are understanding of your personal life also. Something to consider however is keeping a professional manner. The relationships must also be professional to enable me to meet professional and organisational goals. 

To conclude throughout my probationary period coaching and mentoring has played a great role in enabling me to be a professional police officer who meets organisational goals and has a high skill level. I have benefited from feedback and this has taken many forms, including regular formal reviews, live feedback at incidents and in the form of checklists. I have gained confidence throughout the probation period and I now feel in a position that I can give feedback to others also who are less experienced than myself. 
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