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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:

Introduction

The College of Policing (CoP) was set up in 2012 with the aim of setting and improving standards of policing. It took over functions previously run by the National Policing Improvement Agency and the Association of Chief Police Officers, as well as some library functions (House of Commons Home Affairs Committee, 2016) (p3). 

The CoP has been subject to scrutiny from the beginning. Reading a Home Office Affairs Select Committee report from 2016 is instructive. Early criticisms of the CoP were often centred around the “limited progress in the extent to which the College of Policing is recognised and respected by the rank and file members of the police service” (p5). Like all organisations, starting an organisation is easier than effecting change. The creation of the CoP also occurred during the coalition government, at a time when great financial pressures were evident and this caused some teething troubles, particularly about the way the CoP earned its keep by selling training overseas, attracting negative attention for doing so (p24). 

Reading early reports like this, written three years after its foundation, however, demonstrates why it was needed but also how difficult the CoP was to get off the ground. For example, attention is drawn in the report to inconsistent recruitment practices (p10), training (p11), qualifications (p13, p20), progression (p15) and procurement (p31). Perhaps even more worrying, the report draws attention to then existing inconsistencies in keeping a register of who is employed in policing (p18), professional standards (p29), and even the exercise of some powers like Stop and Search (p29). This also highlights how necessary a national body like this is. 

The Strategic Role of the CoP

As suggested above, understanding how inconsistent forces were prior to the foundation of the CoP helps to demonstrate what its role is - to develop consistency for police officers and policing across forces. As the report itself says, “The alarming lack of consistency across forces illustrates the scale of the challenge facing the College of Policing as it endeavours to implement a national approach to raising standards. We support the concept of national standards, whereby a police officer in Leicestershire can be judged by the same criteria as one based in Suffolk” (p8). 

It is acknowledged in the 2022 Fundamental Review that “the College itself has, to be candid, had an uncertain start, doing good work but failing to fulfil its potential…” (College of Policing, 2022) (p3). Echoing what was said in 2016, this report says “Many in the service, particularly those on the front line, are not fully aware of what we do or the value we can add. We are seen as too remote and as serving only policing leaders and academics…” (p7). Some of the failures admitted are stark: “The quality of the College’s products are not always as good as they could be, which undermines our credibility in the eyes of the service. This is compounded by an often slow and bureaucratic culture…” (p8). Consistency is still a theme - the word is used 20 times in the 24 page review, as well as appearing in its title. Maybe surprisingly, in the light of that, the Review suggests that it needs a bigger role, “taking advantage of the position that it has in the national landscape, the powers it has to set guidance and practice, and the evidence and research it undertakes or develops” (p17). 

The Review suggests some things that are barriers to the CoP’s success. For example, it calls for greater cooperation from the Chief Constables’ body, the NPCC, more CPD time and more commitment to consistency from forces (both p18), as well as seeking freedom from Home Office bureaucracy, and highlighting the His Majesty’s Inspectorate of Constabulary should, in effect, stop treading on the CoP’s toes and accept that that CoP is the one developing standards (p19). In an unusually clear signal of some evident friction, the report even says that “forces should cease rebranding College materials and should cease using the College as a scapegoat, or stepping into College activity without collaborating” (p19). In conclusion, the CoP is still clearly not an organisation at ease within the policing landscape. There are obvious political tensions between various regulatory bodies, and between the CoP and the forces, and between the CoP and the Home Office, and it seems likely these impact the extent to which the CoP can be effective. 

Similar frustrations are apparent in the Workforce Transformation Review. The review notes there is “never an optimum time in which to progress workforce reform of this kind, and forces are contending with significant issues of resourcing” (College of Policing, 2018) (p13). The review addresses ways into the policing profession and upwards once within it. Addressing members of the police, it repeatedly emphasises the need for cooperation and help from the policing community (for example on p14, “We need your engagement” and “we need your active help”). 

Policing 2025 & Corporate Strategy
 
These two documents (Policing 2025 (National Police Chiefs Council, 2016) and the CoP’s 5 year Strategy (College of Policing, 2024)) are more outward looking in that both seek to drive forward the purpose of policing. Policing 2025 was first published in 2016 as a ten-year plan and consequently my own policing career has been at the latter stage of that. Broadly, it seeks to look towards problems which it then anticipated we would now be facing. It intended that by 2025, policing would be more community focused, with more specialist facilities, and more digitisation to enhance evidence gathering. In local policing, which is where my career has been situated, it anticipated that local policing would by now be  integrated with other local public services (ref 4, p7). 

Similarly, the CoP’s 5 year strategy, which runs from 2022 to 2026, seeks to look forward. It has the double advantage of being over a shorter timescale, and of being drafted after major recent events such as the Covid-19 pandemic, which changed the landscape of the country and, therefore, may well have impacted delivery of Policing 2025’s objectives. The CoP strategy has the following broad aims, or “five strategic ambitions, which are: building trust and a fair culture; transforming police leadership; supporting career-long professional development and wellbeing; boosting core skills; and strengthening innovation and implementing what works”. Under building trust, it focuses in particular on improving race-based trust, although in the business plan (College of Policing, 2023a), it also notes (especially with reference to the Metropolitan Police) that there were noted incidences of “disrespect, abuse, misogyny, racism, homophobia and criminal exploitation of powers” (p9). The business plan suggests the CoP will “Scope the requirements to deliver a national Behaviour Change Programme to prevent misogyny and other inappropriate behaviours in forces” (p11) - this is not mentioned in the executive summary at reference 5, however. I will reflect these strands in analysing my own performance as a modern police officer. 

How am I demonstrating that this impacted my work in my final year?

This year I have been involved in considerable ongoing training, both online and in person, including DV matters and diversity/ethics. I have a particular interest in Domestic Violence, which is the subject of my dissertation. I have also been able to use training available to me to train as a custody officer. 

I have received training (strand 3) in blue light and taser use, as well as the basics of golden hour enquiries, including statements, CCTV, house-to-house, instructing forensics if necessary, gathering bodyworn video evidence, and speaking to witnesses. 

Most of my training has been less formal, but this year I have boosted my core skills (strand 4); I have learned to deal with offenders, including deciding to arrest, interview, bail or remand, and to maintain case files. This has included improving my understanding of alternative disposals such as community resolutions and conditional cautions (relevant to strands 2 and 5). 

An incident which sticks out in my mind as one where I fulfilled my role and also demonstrates how modern policing has changed, is that of a missing person. I was dispatched to an emergency call following a report from a worried mother having received a text from her young adult son that ‘he had had enough and was saying his goodbyes’, and he could not be located. 

I arrived at the home address where the mother was frantic and helpless. I immediately reassured her we would do everything we could to find him, and in order to do so I needed information from her which required asking a lot of questions (strand 1, building trust). In cases of missing people it is vital to get as much information as possible as soon as possible to increase the chances of them being found (this is the golden hour, putting into effect my training and demonstrating strand 3). 

I liaised with our control room and other officers, feeding back the information I could get out of the mother to help facilitate our search. A colleague arrived to help me and we worked as a team. I took charge, giving the family instructions on what to do should the young man make contact and also providing them with updates on our actions, which included work to track his location using his phone number, considering NPAS (National Police Air Service) to assist with an area search from above, dispatching units from two different boroughs to search his last known location, workplace and regularly frequented locations, bringing in a negotiator to try and speak with the young man. 

We managed to locate him and, ultimately, I was able to persuade him to talk to his grandparents. It was apparent he was suffering with his mental health due to various life events which had taken place recently and that he was struggling to cope. The matter was eventually resolved with an assessment by the local mental health unit the next day. This sort of event is the reality of modern policing: every day is an innovation to find a solution that works (strand 5). 

His mother was so grateful for our prompt and effective response to her call she even wrote in the next day to say thank you (strand 1). This case demonstrates how all of the training we receive (strand 3) and the ability to stay calm and professional (strand 2), and to calm others in stressful situations can lead to a positive outcome. 

Relating this to final year of probation, now I am blue light trained I was first on scene. I have been involved in numerous searches over the last two years, and that meant not only did I have a better sense of the type of questions that need to be asked, I had the understanding that explaining WHY I’m asking the questions can help provide reassurance. I have seen it happen that questions might seem like an interrogation or leave them flustered. I can use my experience to innovate, not just need a template to follow. I am able to take the lead on situations such as these. 

In particular, reflecting on this incident, I have learned an enormous amount about this sort of incident, much of which I take almost as read. For example, we have an AMHP (Approved Mental Health Professional) who works in the control room so for mental health related calls we can ask them to check the person’s mental health medical history (if there is one) which can help provide insight into their state and also ask the AMHP for advice on how to deal with them. There is also a specific s136 suite at the local mental health institute should someone need sectioning once they are found. So there is some evidence of the two services being more linked up as the two services do cross over so much, however much could be done to improve. Knowing all of that, I can lead. It has almost happened without my knowing it. By setting out the matrix of strands, I can think about filling gaps, so the CoP has undoubtedly had an influence. 

Word count: 2011
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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:

Gwent Policy

Gwent Police operates a social media policy which is not publicly freely available, but is available to employees on the intranet and to members of the public as a matter of discretion on request. The main purposes are: 

‘9.2.2. There should be three main purposes for any social media activity in line with the NPCC National Local Policing Guidance:
9.2.2.1. to achieve a tactical or operational objective
9.2.2.2. to change or influence the behaviour of our communities for the better
9.2.2.3. to build capacity and trust with communities’

What social media platforms are being used?

Gwent uses all the major social media platforms. Not everything can be covered on social media, so some departments like day-to-day response do not receive a lot of coverage as it would be inappropriate and contrary to policy for the public to be shown most of what we actually do. Understandably, the social media feeds of the force rarely show bodyworn footage, and there is lots of staged content (e.g. pre-recorded Q&A sessions). Lots of the focus is on things that aim to build engagement, such as the dog section and events (generally involving community support officers and neighbourhood policing teams) to create community engagement.

X, formerly Twitter, is good for getting messages out about major incidents/road closures, although this is only if people actually follow the account and check it at the right time. Members of the public will check it sometimes if there are already road closures or incidents in train and as such it probably reduces calls to 101. There are also occasional requests for help by asking for witnesses (Gwent Police, 2025a), or in identifying individuals to help with enquiries (Gwent Police, 2025b), or missing persons (Gwent Police, 2025c). Gwent’s Facebook feed is a mirror of the feed on X. 

Instagram is also used with lots of posts about dogs and CSOs, all intended to improve public perception of the force.  This, and other platforms, are also used to make the public aware of success such as executing drug warrants, putting doors through to make arrests, and seizing cars. These help to counter some of the narrative that the police are not active against crime. 

Despite the fact that videos would engage more, very little body-worn video is released, certainly not on a daily basis, where it might jeopardise any potential investigation or encourage ‘hate’ against someone we have dealt with. There also needs to be sensitivity around identifying officers. On TikTok, some short form videos have been uploaded (Tiktok.com, 2025), potentially trying to engage with a younger audience.

Less obvious uses of social media are to report incidents. This operates like 101. The public can report crime on social media, via Facebook Messenger or Twitter DM. As an officer, all you see of this is that it gets transcripted into a log like it would if it had been called into 101. There are positive benefits to this, because people might feel more comfortable communicating initially from a screen rather than on the phone or not be able to access the phone whilst in work for example, or if in a coercive relationship, but can message instead. This increases the accessibility of reporting crime. It is potentially open to malicious use, of course, especially in the case of Twitter/X DM because creating multiple profiles is very easy.

Personal use of social media

Professional standards apply and all forces, including Gwent, have policies around keeping your profile private, not posting pictures of oneself in uniform and, obviously, not disclosing any sensitive information. I do not post on social media at all. 

Hybrid use of social media

A less obvious use of social media on a personal level is the use of WhatsApp groups for a group of officers, for example a shift. This does happen in Gwent and I am a member of one group for my “shift”. The messages are all business-like and set to disappear. Our Sergeant, who was a member, no longer is. I am very clear that anything inappropriate should be reported to my Sergeant. This is covered in Gwent’s policy at paragraph 9.10.1.12 'employees are reminded that any inappropriate content, sharing, or use of social media or other messaging applications whether on or off duty may constitute a breach of the Standards of Professional Behaviour and could result in disciplinary action.' 

These policies were reviewed after findings of the IOPC where officers were found to be misusing WhatsApp. There have been numerous such incidents. For example, in one case, officers shared pictures of a crime scene (BBC News, 2021). In another, in Gwent, male officers were found to have exchanged abusive and misogynist messages about women officers, with a resultant scandal that made the national press and resulted in dismissals (IOPC, 2024). In yet another, an officer was sharing racist messages (Hennessey, 2025). It is very easy to forget the boundary between public and private messaging in WhatsApp. WhatsApp messages are logged and cannot be permanently deleted and therefore the social media policy applies at all times. 

My experience:

Other than Whatsapp, I have not used official social media channels myself. In accordance with Gwent policy, my role during my probation is to be on “response,” while social media is handled centrally. As such, I cannot choose a policing incident in which I have used social media. 

However, I recently dealt with a case involving cruelty to animals. Whilst it was classified as criminal damage, the suffering caused to the horses involved was distressing to see, and extremely upsetting for the owner. In short, a woman had been having an ongoing dispute with a traveller family over ownership of land. One day, she found her 3 horses had been tied up with barbed wire and left in a deep water filled ditch. One of them sadly died. 

The main suspect was the head of the traveller family, who she had only spoken to a couple of days prior. I was walked to the scene by a friend of the owner who explained the situation to me. I also spoke to a local farmer. However, because the suspect was well known to be violent, I was sensitive to the fact that people would not be willing to provide me much information. 

Once the owner tended to her surviving horses, I revisited her for a statement. She was still understandably extremely upset and angry, as I would have been myself if I were in her shoes. I made sure to take the time to listen to her history with the land dispute and all of the events leading up to the incident, noting each detail down in her statement. As the incident happened in a field in the dark, early hours of the morning, any potential witnesses or CCTV were limited. This only added to the owner's upset so I wanted to do everything I could to provide reassurance and safeguarding, as she was so terrified of what could happen next. 

A lot of concerns were raised about her safety so I provided as much safeguarding as I could. I referred the case to the rural crime team, NPT, and my own shift were all aware too. I revisited her myself to deliver security devices, completed target hardening referrals and submitted several intel logs to make sure awareness was raised about what had happened and in case of further repercussions. 

The local community were understandably upset by what happened. Inevitably, rumours about the incident started circulating on social media, with the horse owner also appealing for any information. This gained traction and soon the story was picked up by local news outlets (Morgan, 2024) and then national newspapers too, reporting on the cruelty inflicted upon the horses (graphic photos of the scene were included). 

I was contacted by our Press Office to check facts about the case as they had been asked for a statement. 

This incident showed how important it is to stick to the facts and how quickly information can spread as if there had been potential for this case to go to court, comments on posts could have interfered with that. Also the simple fact of who was involved and that this had been spread far and wide online had potential for repercussions if accusations were made or people named. 

Pros and Cons of Social Media Use

It is fairly common to see a police force release statements which received a lot of backlash from the public and from policing accounts. For example, the riots that occurred after news of Chris Kaba’s death were likely fuelled by Met Police social media posts (Symonds, 2024). 

Frequently local tensions are fuelled by the belief that the whole story is not being told. One good example of this would be in the Southport riots, where the police released some details but not the name, a picture, or details of the ethnicity of the suspect. In that case, because the suspect was a minor, this was wholly justified, but the fact that some, but not all, of the information was in the public domain via social media probably contributed to the riots (Full Fact, 2024). 

In other cases, where trust is already low, social media posts that are in good faith and useful can be swamped by resentful commenters - for example south Yorkshire police had to turn off comments on post seeking information about a missing 8 year old because of a huge number of negative comments about another incident (X (formerly Twitter), 2025). Sometimes therefore even well intentioned posts do not act in police favour. This lowers confidence in all areas when it misses, and of course encourages armchair policemen/women and even vigilante behaviour. At least one force has lately removed itself from X, citing that its audience is not there but prompting widespread speculation that toxicity on the site made it unmanageable (Derbyshire Police, 2025). 

Of course, social media is not a one-way street, and the public expects replies. Often this is not easy because social media managers are generally not police officers. Gwent policy reflects this: force policy ‘9.7.2. research has shown that when the police do not respond to contact on their social media channels it can have a significant and adverse effect on public confidence.’

Social media offers a rare opportunity for an open forum and comments - this can be positive but also if the public is unhappy then it gives free reign to say what they like and encourage others. It is bad for morale as it is likely that employees will see this. Comments can be turned off, but this might exacerbate things still more. In its own policy at paragraph ‘9.9.1. Gwent Police reserves the right to moderate any online content displayed on platform/s’.

We also open ourselves up to complaints even more - force policy ‘9.8.1.1. any expression of dissatisfaction with a police force which is expressed (whether in writing or otherwise) by or on behalf of a member of the public’ is a complaint. Under paragraph ‘9.8.2. this means that any such dissatisfaction received via one of the force’s social media accounts and the action taken to address it will now need to be formally ‘logged’ with the Professional Standards Department. It should be noted that the comments must be directed at Gwent Police and not just be a general comment made in relation to policing.’

It is possibly outside the scope of this task but there is also the risk of cyber attack/hacking of social media accounts. Force policy 9.14 covers what to do in the event of a cyber attack.

Overall, then, what are the benefits and risks of using social media? They do provide immediate contact with a large audience. In most cases, a well done social media post helps to update and inform the public, and offers visibility of policing which is a major benefit when a lot of work is behind the scenes. Being a trusted source of information makes us more approachable, and can help us engage with communities. 

Word count: 2010










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:

College of Policing Leadership Models

The College of Policing (CoP) sets out how leadership should be demonstrated at the constable level (College of Policing, 2023c). There are 15 elements of the leadership standards it picks out (p2): 

“Leaders at foundation level should do the following.

Act in the public interest to prioritise public service, cut crime and improve the safety and wellbeing of the public.
1. Uphold the police Code of Ethics.
2. Uphold the highest standards of professional behaviour.
3. Challenge unprofessional actions, attitudes, behaviours or language.
4. Demonstrate fairness, respect, integrity and accountability in performing their role.
5. Build and maintain trust and confidence with colleagues, external partners and the public.
6. Actively contribute to and promote an inclusive workplace culture.
7. Work effectively as part of a team, demonstrating leadership skills and role-modelling good practice.
8. Work effectively to successfully deliver organisational and operational requirements.
9. Use problem-solving approaches and make effective, evidence-based decisions.
10. Manage own performance effectively.
11. Manage own well-being and resilience.
12. Engage effectively with communities, partners and other stakeholders.
13. Engage in continuing professional development.
14. Use reflection and feedback to develop skills and performance.”

These leadership standards are also presented in CoP documents (College of Policing, 2023d) under broader headings: 
“
· problem-solving
· effective communication
· decision-making skill
· leading high-performing teams
· team wellbeing
· resilience
· challenging unacceptable behaviour”

And again, sliced and presented slightly differently, CoP leadership expectations (College of Policing, 2022b) (not standards) are: 
“
1. Inspiring common purpose
2. Developing and valuing people
3. Building an inclusive workplace
4. Leading across boundaries
5. Performance and improvement
6. Understanding self and others”

Because it is specifically tailored to those working at a more junior level, the first set is arguably more relevant to me; however, the second set of broader headings is more useful as a way of analysing my performance in most operational situations. However, this plethora of different ways of presenting the same thing can be quite confusing and unhelpful when analysing performance. 

Leadership Styles

Arguably, there are as many leadership styles as there are leaders, but several different styles are generally recognised (IMD, 2022). These are Transformational, Delegative (or Laissez-faire), Authoritative, Transactional, Democratic, and Servant styles. (Other styles often mentioned include Autocratic, Situational and Coaching styles). 

Most are fairly self explanatory and most people demonstrate several different styles. All styles have merits and disadvantages. Transformational leaders are often charismatic and passionate, and can lead others to change; they can find it more difficult to run established organisations. Delegative leaders will allow those in their team to make decisions for themselves, facilitating and enabling them; it can be hard to give direction to the organisation, however. Authoritative leaders often have a powerful vision and will lead others to it, by force if necessary; conflicts often arise. Transactional leaders tend to be quite managerial, very balanced but can tend to micromanaging their teams. Democratic leaders are open and encourage discussion and participation; they can end up being indecisive. Servant leaders put the needs of others first and foster strong collaboration and loyalty; this requires a lot of moral fibre and energy, however.  

My personal leadership style

At this stage in my career it is hard to know what my style is. I have focused on the various leaders around me to try to understand their styles, however, and which works well for me. I generally prefer to get quite specific guidance about tasks I am being given for the first time, suggesting I might get on well with transactional leaders. However, once on a task, I like to have freedom to interpret situations for myself and a delegative style suits me well. 

Looking at these bullet points, I see that my leadership style has developed, and I have developed several strategies, which differ in different areas. 

· problem-solving - I have quite a democratic style here; I like to share ideas with others, but if I have more experience and authority I will use it
· effective communication - I think my style here is more servant - I always think about others when I communicate
· decision-making skill - I am democratic in this area
· leading high-performing teams - not appropriate at this stage of my career
· team wellbeing - I do not really have leadership in this area, but as can be seen in the example below I have a servant style
· resilience - this is not an area where I lead
· challenging unacceptable behaviour - I have been very firm in doing this, and can be quite authoritative

Analysing Incidents involving teamwork and leadership

Teamwork/Leadership analysis 1: 

Situation: There was an RTC on an unlit section of dual carriageway at night. A male had ridden his electric scooter onto the road and been hit by a vehicle. Other officers and an ambulance were already on scene with him, but more units were needed to assist with road closures. I was crewed with a more junior officer from my shift. 

Task: To make the area safe for the individual, other members of the public, and emergency response workers; to keep the roads around running smoothly. We were tasked with closing off a multi-exit roundabout and safely redirecting traffic to an alternative route.

Action: We worked with other officers and Control via radio communication to establish where the road closure needed to occur. As I was blue light trained, I was driving, so I needed my junior colleague to take in the instructions from officers on the scene and locate the roundabout and direction of travel on the map to be able to direct me to where we needed to go. That was quite authoritative - I had to be in charge and tell a more junior officer what to do. 

My colleague had not attended a scene like this before, so I made sure to give clear instructions about what needed to be done, trying to ensure that she was not anxious and felt secure. For example, I would give the ‘thumbs up’ once things were complete. This is my communication style; I try to make others comfortable. 

Once at the roundabout, as the more experienced officer, I had to take charge. I slowed down traffic and positioned the car to block off the entrance to the dual carriageway. I then instructed my colleague to walk carefully towards the slip lane, indicating with her arms that cars should slow down whilst I retrieved cones and a ‘slow’ sign from the car. We then placed the cones strategically to safely slow down cars, giving them enough space to use the roundabout still to turn around. 

My colleague was more used to dealing with the public than coordinating, so I delegated her the task of explaining to drivers that the road was closed. Meanwhile, I communicated with officers on scene and Control that the closure was now in place. 

Once that was in place, as some cars had managed to drive up the dual carriageway to the scene in the meantime, we worked together to direct them back through our cone closure and safely rejoin traffic at the roundabout. We had to be firm but friendly; it is better for trust in the force if we are not too heavy-handed, and most drivers did not intend to do wrong. 

Result: Whilst traffic control may seem like a simple thing to do, as this was a major roundabout with cars accelerating off to 70mph, it was imperative we worked quickly but also safely, to avoid any further accidents or injury to ourselves, and also to avoid any further clogging up of the road ahead for further emergency service vehicles. The two of us worked as a team with the limited equipment we had on board and also played a part in a much bigger team, assisting remotely the officers and paramedics on scene with the injured male and also communicating with the team in the control room. 

Analysis: I was pleased with the way that I had led my colleague and kept her calm and on task in a difficult and dangerous situation. On reflection, it is interesting how my communication styles adapted between talking to my colleague, other members of the team, and members of the public. 

Teamwork/Leadership analysis 2: 

Situation: There was a report of a woman being assaulted by her ex partner. There was a restraining order in place, which had also been breached. She phoned in to say she subsequently spotted him at a homeless shelter. 

Task: I was tasked with keeping the woman safe and detaining the male to our custody suite, which is around 10 miles away. 

Action: I went to the domestic scene with a junior (male) colleague. The woman was still waiting outside, watching for him. Clearly, she was very anxious about him, but the task required that she be made safe. In my experience, it is better for the victim of domestic violence to be away from the scene when an arrest takes place, as this is likely to de-escalate things. She did not want to leave, but I spoke to her gently, politely explaining why she would be better off leaving and returning to her home and telling her that we would keep her up to date. She needed a lot of consideration - she had had a considerable fright. 

We then went into the shelter, and I asked the staff if he was there. The staff were cooperative. The suspect was there, so I told him to come to the door. I made sure to keep my distance but also adopted both body language and position to block the doorway in case he tried to get away. I then placed him under arrest (obviously, this is quite authoritative) for the offences. 

However, at that point, the shelter staff said if he was leaving, he had to take his stuff, as otherwise it would be thrown out. He became more agitated and started trying to delay by saying he needed the toilet and a cigarette, and taking an untoward length of time to put his shoes on. 

My colleague was male. I made the decision that he would take him to toilet - obviously it would be inappropriate and possibly unsafe for me to do that and as it meant he was not going to have an excuse to play up in the car on the way there,  then it was easier for him to toilet then. I did not consult with my colleague - I took the decision alone because in a situation where you are making an arrest with a volatile suspect, you have to exert and maintain your authority. I also told my colleague to keep a close eye on him and watch his hands. I did this partly to ensure my colleague was safe, but also to reassert that I was the one in charge.  The suspect then calmed down, so we gathered his belongings up and took him to custody.

Result: The suspect was arrested and taken to custody successfully; the victim was made safe. 

Analysis: Again, it is interesting on reflection to realise how different my styles were during this interaction. For example, I adopted what I would say was my natural, servant style with the woman victim, and a fairly democratic, collaborative style with my colleague as I explained to him what we were going to do. At the same time, I made all the decisions over the arrest myself and conducted myself authoritatively throughout the arrest process, something that I did quite deliberately to maintain the authority I needed to keep control of the suspect. 
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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:

Coaching is ‘the art of facilitating the performance, learning and development of another – John Whitmore (2002). The objective of coaching typically has emphasis on producing performance and improvement at work. It focuses on specific skills and goals, although it may also have an impact on an individual’s personal attributes such as social interaction or confidence. The process typically lasts for a defined period of time’ (NHS, 2023).

It differs from mentoring in that ‘mentorship is a relationship in which a person with more experience and knowledge can help guide another person seeking advice or assistance. Mentorship can help new team members gain skills and outline their career paths’ (Indeed Editorial Team, 2024). Mentoring is a two-way process, generally initiated by the mentee, with a choice over who the mentor is. In contrast, coaching tends to be more hierarchical and formal, with a training element as well as reflection.

It is fair to say that this aspect of police development is under quite a rapid period of transformation. Not only has the route into policing changed very recently, but there are signs that coaching and mentoring are being developed more formally. The College of Policing undertook an evidence review on effective supervision, known as the Rapid Evidence Assessment or REA (Moreton et al., 2022). This was a structured database search for evidence to support guidelines that were planned, and it is still relatively recent, having reported in 2022. 

The result was a set of guidelines (College of Policing, n.d.) issued in 2024, set out by the College of Policing (CoP) for police force supervisors. These encompass some coaching and mentoring principles. The guidelines mention both operational and personal supervision, but those for supervisors “focus on personal supervision to enable and support staff wellbeing, learning and performance, where supervisory practice should be broadly consistent, regardless of job role or seniority” (Guidelines p8). 

Within those guidelines, the relevant ones include: 

· guideline 5, which includes  both “understanding and responding to their staff’s individual needs, motivations and aspirations” and “dedicating time to be with their staff individually and on a regular basis (the time made available should be based on individual need)” (p19)
· guideline 6, “demonstrating open, honest two-way communication with their staff, using active listening skills “ (p22)
· guideline 8, “being aware of the internal and external support available signposting staff to the most appropriate support and helping them to access it” (p26)

In fact, despite the differences between coaching and mentoring, the CoP themselves roll together coaching and mentoring into one role within their competency framework, although this is under review. 

It says “A coach or mentor works with an individual or a small group to help them to define and achieve their career and personal objectives, improve performance or resolve work-based performance issues. The relationship is finite, often over a short timescale, focusing on specific skills or improvement goals.  It can be initiated by the individual or by their line manager. This can be a formal or informal role.” It notes that this is under review because of a new Competency Values Framework from April 2024 (College of Policing, 2023b). 

Among the accountabilities for the coach/ mentor role are to “work with the individual to help clarify their goals, to break these down into milestones or steps, and to identify the actions they will take and continually evaluate and modify those goals”, which is mentoring, and also to “offer advice and guidance and/or coaching, including signposting development opportunities that they may explore, to contribute to their learning and development”, which is more like coaching. 

This suggests that coaching and mentoring are not really regarded as separate by the College of Policing. In addition, the CoP sees coaching as a specific role, whereas the guidelines see coaching and mentoring activity as part of day to day work. Arguably, this is not yet joined up, because training as a mentor or coach is not an intrinsic part of all supervisors’ training, but separate in the CoP, whereas as part of the day-to-day guidelines, most supervisors are, in fact, going to be mentors. 

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?

For the first three months of my time as a police officer, there was formal tutorship from my training body which was more like coaching rather than mentoring. It was very much from above, and I did not get a choice over who delivered it. 

Since then, I have had check-ins with my learning and development tutor to cross-check my matrix completion every couple of months, but this is not mentoring; it is more a form of training. 

Staffing changes have disrupted my time at Gwent. I have regular one-to-ones with my Sergeant, but I have now had six Sergeants. Each time a new Sergeant is put in place, previous knowledge and understanding are lost, and a new relationship must be made. Of course, most of the Sergeants also knew they were not staying, likely affecting their commitment to their staff. 

This experience is consistent with the findings of the REA, (p46), which states “a study of police Sergeants in the UK found that there was no consistent way Sergeants described motivating their team members.” It also found that “ a good Sergeant would be seen as more human (approachable, friendly and people-focused). Many respondents mentioned the importance of acting as a bridge or buffer between their staff and the organisation. This required them to communicate any expectations, directions and changes from senior leaders, managing demands from above and from other departments, and protecting the interests of their teams” (REA p58). 

Bearing that in mind, the most recent Sergeant has been quite effective as a coach and a manager. I have appreciated this coaching. He has reviewed our workload, set out his expectations for us as a shift, and been clear about what he will do for us. He has specifically examined our statistics on arrests, recorded intel, and so on and offered support if we needed help improving these. He has also provided guidance when we were stuck with a particular case and did not know how to progress it. This should have been the norm throughout my probationary period; now that it is, I have felt much more secure. 

The most recent Sergeant has also been much more transparent on linking organisational goals with things to be signed off on our matrix. All my Sergeants have helped in completing that to ensure I am operationally competent, but this has been more specific. Organisational goals relevant to me are mainly the need to hit certain arrest, stop and search, and intel statistics. The reviews by Sergeants and having a matrix to complete have certainly helped hit these operational goals, but the recent new level of coaching also focused me more on what I needed to do to play my part in that. 

Some discussions with Sergeants have boosted my confidence - my self-reflection led me to understand this was a barrier. One of these led me to apply for the taser course, even though I was not the most senior person waiting for it and I would never have asked, even though I wanted that training. That has enabled me to meet several of my goals around arrests and take the lead in some situations. Another has approved me for a couple of other courses, for example, the Disaster Victim Identification course (which I haven’t been able to get on yet). There are many time and budgetary restrictions on formal training and development, which has been a frustration for all of us. I hope to move to CID in the future, and that course will help with this. 

Feedback

Other than the one-to-ones and completing the matrix, there is not much in the way of formal feedback. Occasionally, Sergeants recognise a job well done and go out of their way to say it, and it has made a real difference to how I feel. Reflecting on that, I wish there was more of that. Verbally, and occasionally written, I have received a couple of “well done and thank you” comments and emails from other staff and once from a member of the public. 

In terms of giving feedback, again, mostly this is informal, or more formally in one-to-ones. We all provide feedback via the many surveys sent out about various things, like wellbeing and morale, the annual survey, federation pay survey, and so on. At the end of courses, there is often a quick questionnaire to complete about how the training was. 

The matrix gets reviewed by a police assessor who will sign things off and provide commentary about why it did (or did not) meet the criteria. Each of us will have a workload of crimes to investigate, and these will be reviewed and sometimes further actions listed on there to complete. 

There is no formal peer-to-peer feedback; if there is an issue, you either sort it amongst yourselves or speak to your Sergeant. 

Conclusion

My experience probably has not been helped by the fact that in Gwent all new recruits are held on “response” until the end of their probation period of three years. Under the new Apprenticeship programme, all recruits will have time on three different teams (Join The Police, n.d.). Everyone will spend time on response, on neighbourhood teams, and in investigation. This would help, because you would see other aspects of policing, and find other officers who might be able to offer mentoring. 

Critically reflecting on this, I would say, overall, that the mentoring and coaching that I have received could have been a great deal better. It is not easy to unpick why, but it seems likely that it begins with the idea that mentoring is something that is needed as you progress up the ranks. For example, the College of Policing guidelines include specific mentoring guidelines only for chief constables and assistant chief constables, and senior women officers (College of Policing, 2023d). You are invited to ask about mentoring if you are a junior officer, but in reality, unless you know about that, you will not, and to ask can be quite daunting; members of minoritised groups must find it particularly hard. It requires not only knowledge that the provision exists, but a great deal of self-reflection and understanding, and confidence to think you are worth it. I also think feedback could be better done and would result in personal growth and a more effective service. 

Looking critically at this provision, the new guidelines are very welcome. Mentoring for new recruits should be prompted and regarded as the norm, not something you must proactively seek. The policy describes it as being available for “career development,” but as probation is a stage of career development that we all must go through, it should not burden the individual officer going through probation to seek it out. There are certainly times when I could have benefited from an outside mentor, on reflection, as a sounding board for concerns and difficulties that were hard to resolve from among those who were my immediate colleagues. After probation, colleagues tell me that you are not assigned a mentor or prompted to do it; left to itself, it would be up to your Sergeant to provide guidance. I will seek a mentor, as I think it would help me to develop.
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