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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 provides a strategic role in relation to professionalising policing within the United Kingdom. This essay will critically evaluate this strategical role of The College of Policing whilst reflecting upon my own experiences since being employed with South Wales Police as a Police Constable and how this role has developed throughout my probationary period.  

Policing has changed drastically over the years which is due to a variety of factors including globalisation, cultural factors, social expectations, and changes in legislation. In relation to modernising professional policing, The National Police Chief’s Council (NPPC) created the ‘Policing Vision 2025’ in 2016 which set out plans over a ten-year period to shape UK policing and to outline how it should look like by 2025. According to the NPPC, the ‘Policing Vision 2025’ will “shape decisions around transformation and how we use our resources to help to keep people safe and provide an effective, accessible and value for money service that can be trusted. This Vision comes from the service itself. It must inspire officers, staff and volunteers, as much as police and crime commissioners and chief constables and of course the public as a whole” (NPPC, n.d). The Policing Vision 2025 was created due to globalisation presenting new challenges such as, diversity and an ageing population. These challenges can propose a greater risk for Police in England in Wales where a more sophisticated response may be needed. This means that police forces need to revisit and evaluate their force priorities to ensure they are effectively meeting the needs of the communities they serve. In addition, the development and implementation of digitalisation and technology is constantly required by police forces within the UK. According to Policing Insight DEMS (digital evidence management systems) are critical role in modern policing in relation to investigations and forces must ensure they are investing into the correct resources (Policing insight, 2019). This can however be challenging for forces due to the limited resources and funding provided to them. The College of Policing has been identified in this Vision as being required to work with forces to ensure they have the skills and powers they require to meet these challenging requirements (Policing insight, 2019).  
 
The College of Policing was established in December 2012 as a professional body to develop the knowledge, standards of conduct, leadership and professionalism required by police officers and police staff in England and Wales (House of Commons Home Affairs Committee, 2016). Further to this, according to College of Policing their mission is to boost professionalism, drive consistency and improve leadership but doing this by three core functions. The three core functions comprise of setting standards, sharing knowledge and good practice, and support professional development (College of Policing, 2023). In addition to this, The College of Policing has set a corporate strategy over a period of four years (2022 – 2026) where their aim is to reduce crime and keep members of the public safe. Furthermore, The College of Policing has outlined five strategic ambitions in an attempt to increase and ensure confidence in the communities, as well as the working police officers, staff and volunteers who serve the communities. According to the College of Policing, the five strategic ambitions comprise of 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 (College of Policing, 2023). A strength of the College of Policing is that they set standards and provide Codes of Practice and regulations which ensure consistency across police forces within England and Wales. This includes setting standards in relation to training, development, skills and qualifications (Police federation, n.d). This allows the implementation of national standards to ensure police forces are providing the best possible service to the communities we serve. An additional strength of the College of Policing is that they are continuously assessing and evolving their policies and procedures to reflect the evolving social needs of the public. The College of Policing work closely with the Home Office to ensure training is provided to police personnel to ensure compliance and competency with evolving legislation. The training packages provided to police forces allow them to manage their employees and address areas identified where additional training may be required to improve performance. According to Police Professional, a criticism of the College of Policing is that it has been argued that the college requires more independence from central government bureaucracy, allowing it to operate in a more flexible way (Anon, n.d). This could mean that the College of Policing may not be viewed as being an independent body. Additionally, the College of Policing provide national policies which may not be as effectively implemented by different forces for example the Metropolitan Police will have different force priorities and challenges compared to a more rural police force such as Dyfed Powys Police.  

To be proud and professional are core values whilst serving as a Police Constable for South Wales Police. There have been several situations and incidents during the course of my career to date where my professional skills as a Police Constable have played a significant role in how I manage that particular situation/incident. I am consistently working towards fulfilling the role of a modern professional police officer. A policing incident where I played a significant part in understanding the professional role as a police officer can be evidenced during the attendance of a fatal Road Traffic Collision (RTC). This fatality was an extremely difficult incident to deal with due in relation to a variety of professional and personal emotions to manage and digest. I was the first police officer and emergency responder on scene to this incident and had many factors to deal with such as, the injured person, members of the public of a variety of ages, and several environmental factors such as traffic and weather conditions. Whilst being the first officer on scene, I was required to make immediate and vital decisions in relation to managing and policing this situation to minimise the level of risk and harm experienced by the public. My first action upon attendance was liaising with my colleague to swiftly close both sides of the carriageway which was completed through utilising the marked police vehicle. This action also allowed me to ensure that all members of the public and emergency services would be safe whilst dealing with this incident. I was confident in my abilities to deal with this incident in a compassionate and safe manner, and I utilised my communication skills to direct members of the public to assist myself with providing appropriate first aid to the injured person. Whilst travelling to this incident, I assessed the information provided to me by the force control room dispatcher, and concluded that this incident would involve an immediate medical concern. This conclusion was further reinforced due to my initial assessment of the incident scene upon arrival. Therefore, as soon as the appropriate medical personnel arrived, I provided them with clear instructions to allow them to effectively take the lead responsibility with the injured person and apply emergency first aid. Upon arrival of the additional emergency services, due to myself being first police officer and responder on scene of the incident, I was required to take the lead and communicate vital information to the additional members of the emergency services in a clear and professional manner. As the incident was coming to a conclusion, I was required to further liaise with members of public from diverse backgrounds as they were witnesses of the incident. As this was a difficult and traumatic incident for the witnesses, I was aware that the College of Policing Codes of Ethics must be adhered to and followed to ensure compassion, empathy and professionalism is provided by myself as a representative of South Wales Police to the witnesses. I was also aware that this incident would attract media attention so I was mindful of upholding the professional standards of South Wales Police and ensure public confidence in policing this type of incident. I am fully aware and mindful of utilising the College of Policing ethical policing principles during these types of circumstances as they provide guidance on making and reflecting on professional decisions (College of Policing, 2024). Upon reflection of this incident, I believe that the College of Policing code of ethics was utilised to provide a professional response to this tragic incident. I believe that one of the nine principles, ‘leadership’ was specifically highlighted by myself whilst policing this incident which can be evidenced through taking the lead on this incident by instructing colleagues on what actions to complete and consistently communicating efficiently with all emergency services personnel present. Effective debrief was also completed upon conclusion of this incident, to ensure the protection of the mental health of myself and my colleagues in attendance to this incident.  
 
Whilst completing my final year of probation, I am able to reflect on how my role and understanding as a police officer has changed since my first year of probation. Upon reflection, I have identified that my first year heavily comprised of attending training school for the first six months which involved classroom-based learning. The classroom-based learning and training school provided me with the foundations of what is required as a police constable including the appropriate procedures to follow to ensure the safety of myself, my colleagues and the public when required to go out on patrol. The initial stages of my role comprised of passing the relevant examinations which contributed to working towards obtaining my degree. During this time, I moved on to being tutored on the job for three months. Whilst being tutored, this allowed me to utilise the skills and knowledge obtained in the classroom/role playing environment, in a real-life capacity whilst responding to real time calls. During this time, I was required to quickly adapt in relation to making decisions in difficult circumstances. I attended a variety of incidents which ranged from domestic occurrences to mental health crisis. My tutorship provided me with invaluable experience which I was able to utilise further whilst being out on patrol as an independent Police Constable. In addition, I completed the Police Constable Degree Apprenticeship (PCDA) where I was able to outline relevant competencies to evidence my ability and understanding of the role of a police officer. Finally, during my final year of probation, I continued to complete the PCDA along with continuing to evidence relevant competencies to be able to complete the probation period for a police officer. Overall, this has given me the understanding of the values of the College of Policing core values which has enabled me to understand the role of a police constable to the best of my ability which has allowed me to provide the best service to victims of crime and members of the public.  

In conclusion, it can be highlighted that the College of Policing provides a vital service to police forces within England and Wales to ensure consistency, efficiency, and competency. The role of a Police Constable is constantly evolving and effective policies, procedures and training is essential to ensure officers are providing the best service possible to the communities they serve. This is supported by the training packages and guidance that the College of Policing develop and implement nationally. It is evident that officers must be adaptable to change and be willing to assess their own decisions and actions to ensure professionalism at all levels.
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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:

Social media is widely used within modern society. Social media is a term for websites and applications which allow users to interact with one another and allows users to create, share and/or exchange information virtually. Police Forces within the United Kingdom to communicate and engage with the public and communities they serve. It usually acts as an extra channel to share and deliver information. There are many advantages and disadvantages in relation to Police forces utilising social media. This essay will explore how Police forces, specifically South Wales Police, utilises social media and critically analyse its use. 

South Wales Police use their social media channels as an additional way to engage with communities. This allows the Force to keep the public and followers informed of what is happening within their local area and disseminate crime prevention advice. The expansion of social media has allowed the force to change how they communicate with the public which allows them to reach a diverse audience on a local, national and international level. South Wales Police also utilises their public social media channels to assist with appeals for information as shown via South Wales Police website. Social media channels are accessible 24/7, all year round but should not be used for reporting crimes or providing information in response to an appeal. If a crime is to be reported, the public are directed to the official reporting channels for example 999/101 calls via the Public Service Centre (control room) or SWP101 email address. Social media platforms allow the police to reach a large number of people quickly, build relationships with communities online and improve confidence in the services provided. It is cost effective as messages can be relayed with little or no budget, can assist in the prevention and detection of crime, promotes services and policing operations, and provides an alternative means for the public to contact the police according to South Wales Police website. The Police can be seen to be accessible particularly where there have been many Police Station closures due to cost saving exercises. 

South Wales Police currently utilises the following social media platforms; Facebook, X (previously Twitter), Instagram, TikTok, YouTube and LinkedIn. Officers and Staff who manage social media accounts are required to undertake social media training. The Communications and Media Team within South Wales Police are heavily involved with the management of social media accounts and are trained within media law and adhere to national and force policies. This is specified within their official Social Media Policy documentation which can be found via searching the South Wales Police intranet. The Social Media Policy also provides guidance regarding personal use of social media. The policy reminds employees that they must take into consideration the risks in which information posted on social media can cause. Employees are advised to not comment or post any images of behaviour which could contradict the Standards of Professional Behaviour and bring the force into disrepute. In additional to localised force social media policies, The Code of Ethics provides guidance for ethical and professional behaviour in policing which applies nationally. The Code of Ethics has a significant impact on the use of social media both in a professional and personal capacity as it must be adhered to at all times whilst being employed within the Police Service (College of Policing, 2014). Breaches of The Code of Ethics or local force polices could see Officers and Staff face disciplinary action and in serious cases, criminal charges.

The South Wales Police intranet recently provided information on the use of social media. In this news article, the NPCC acronym for instant messaging and social media which incorporates ethical principles and good user habits was referenced. The acronym is FIREWALL and the main points summarised below:
· Friend only people known in personal life and avoid identifying self or others as members of the police service. 
· Information from your policing role must not be photographed, recorded or shared without a policing purpose and authorisation. 
· Respect others and do not engage with hostile or controversial content. 
· Ethical use is critical, do not abuse position or rank to form inappropriate relationships.
· Wait before posting or messaging anything in haste.
· Ask for help or advice if needed.
· Learn from the guidance and policies to prevent putting yourself in a vulnerable position.
· Lawfulness - remember your duties as a member of the police community. 
· 
All South Wales Police employee have access to the intranet so are able to read this news article and it reminds them to be mindful of social media use in a professional and personal capacity. 

There are several advantages of Police Forces using social media platforms. One advantage is that social media is a time saving tool which reaches the public directly a lot quicker than calling a press conference or relying on local media (Scholes-Fogg and Scholes, 2012). An example of this can be evidenced via Roads Policing Units. When there is a serious accident on the M4, South Wales Police are able to put a post on Facebook and X (former Twitter) to advise that the road will be closed. The communications teams are then able to provide regular updates to road users so the public are kept up to date and are aware of when the road will reopen. This allows the public to plan alternative routes where possible to avoid delays and disruption. Followers of these sites are then able to share these social media posts to their ‘friends’ which informs a wider audience of users who may not follow the South Wales Police social media pages. Another example of the advantages of social media is that the Force can have separate BCU/NPT pages which are specifically based for a certain area. This allows news and updates to be specific for that certain community/area. An example of this can be evidenced via posts which notify the public of Neighbourhood drop-in sessions which are scheduled in community centres. This allows members of that community to access this information and provide updates and suggestions which may only involve their area and not the wider community for example a local village reporting antisocial behaviour issues which are not occurring in a neighbouring village. A further advantage of social media is that the police are able to solve crimes using social media and, in some cases, able to identify the location of a suspect based upon information posted on social media. An example of this can be evidenced via North Wales Police where they were able to solve rural crime which involved the poisoning of cows through fly tipping. North Wales Police stated that within hours of the incident being posted on Twitter (now X), the team received several calls about the incident which led to significant developments in solving the case (Yarwood, 2015). An additional example of how social media has assisted with identifying suspects can be evidenced via the Vancouver Police Force during the 2011 Stanley Cup riots. The riots were largely documented through social media and academic studies have highlighted how social media allowed rapid identification of rioters and information gathering. Twitter (now X) was successfully utilised by Vancouver Police to identify rioters in real time and allowed citizens to post and share images of the riots. This was known as ‘crowd-sourced policing’ as it allowed the collection of information from individuals via social media. Vancouver Police found that some of the rioters were handing themselves in after seeing their photos or videos on social media which allowed them to recognise their involvement and guilt according to (Fortin et al., 2023).

In contrast to the advantages of police forces using social media, there are also disadvantages to be highlighted. One of the main disadvantages of social media use is the legal obstacles such as the Data Protection Act 2018, The Freedom of Information Act 1998 and GDPR. This legislation ensures that private and confidential information remains private. Although it must be noted that the right to privacy is not an absolute right (Scholes-Fogg and Scholes, 2012). Police forces must ensure that they have localised policies in place accessible for all staff which outlines the use of social media whilst ensuring compliance with the relevant legislation. A further disadvantage of police forces utilising social media is that users need to be extra cautious about what messages are posted. The public perceive and react to posts differently, and some users may be offended by a post whereas others may find it amusing. It is also almost impossible to remove a post once it has been posted due to the ability of screenshotting and sharing posts. These incidents can damage the reputation of a force and see a loss in public confidence. Senior Officers may also need to make a public apology to try and rectified any harm caused. A further disadvantage of the use of social media can be evidenced via the risk which surrounds cyber security and hacking. A recent example of this can be highlighted through security concerns in relation to a popular social media application, TikTok. This application has recently come under scrutiny by the UK and US Government. TikTok has grown in popularity within the United Kingdom in recent years. It has millions of users across the globe and is particularly popular with the younger generations. This app has allowed Police Forces to create and post informative content that is interactive and fun, keeping in line with popular trends. Police forces have posted content in relation to awareness a road safety and the ‘day in the life of a Police Officer’ to name a few examples.  There have however been recent concerns raised in relation to the use of TikTok and whether it could have an impact on national security. Concerns have been raised from UK Members of Parliament and US Congress in relation to algorithmic tampering and inappropriate access of data from UK and US users through their accounts including location data to track them according to (www.ft.com, n.d). These are some of the modern risks that Police Forces face in relation to using social media applications. 

One of the disadvantages of using social media within a personal capacity can be that it leads to inappropriate behaviour that does not comply with The Code of Ethics or Force policies. Many employees utilise communication apps such as Whatsapp to set up work related chats and groups. These groups can cause a variety of issues and in extreme cases, lead to disciplinary action. There have been numerous news articles recently posted in relation to misconduct hearings of police officers and staff who have posted inappropriate comments on Whatsapp. A recent example of this can be evidenced via a current investigation by the IOPC into Gwent Police Officers. This case relates to two serving police officers and a former police officer who are facing gross misconduct proceedings over the alleged sharing of offensive Whatsapp messages which related to racist, misogynistic and homophobic views (Sky news, n.d). These types of incidents reduce public confidence in policing and hinders community engagement. 

In conclusion it can be evidenced that the use of social medica as a means of informing and engaging with the community and promoting policy initiatives has significant advantages but also many disadvantages. The use of social media by Police Officers and Staff must be governed by local and national policies to ensure that it is being utilised effectively, safely and for a policing purpose that benefits the public. Officers and Staff must continue to be mindful of public perception and how social media posts can improve engagement with communities but can also hinder engagement and bring a Force into disrepute if not managed effectively. 
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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:

Leadership and teamworking is an essential skill required for a Police Officer. Throughout the course of the duties of a Police Officer, you are required to work as part of a team and take a leadership approach in a variety of situations. There are several types of leadership models that are used within policing. This essay will critically evaluate my flexibility in relation to leadership styles and critically analyse leadership strategies. 

Effective leadership within the police is critical for success and effectiveness. Leaders in policing need to effectively guide officers through many challenges. According to Scholarworks and Sorensen, modern day policing has become more dynamic and complex as police officers are faced with having to keep communities safe whilst dealing with negative perceptions from the public and the media for example media stories of police brutality (Scholarworks and Sorensen, n.d). Leaders within policing therefore need to promote effective behaviour, measures and procedures to combat negative perceptions and increasing demands (Scholarworks and Sorensen, n.d). Research has identified that the majority of leaders using one leadership style and this style is determined by a variety of factors such as personality, beliefs, organisational culture and previous leader behaviour (IMD, 2024). According to Lindberg, emotional intelligence is one of the most important parts of leadership as a leader must understand the emotional sides of different situations as well as the people being led (Lindberg, 2023).
 
Daniel Goleman (2002) provided a Six Leadership Style diagram and stated that there is not just one style of leadership. Dependent on the circumstances, the styles outlined by Goleman can be used together or by themselves. The six leadership styles outlined by Goleman including the following: Commanding leadership which is directive in telling people what to do and when to do it, Affiliative leadership which focuses on harmony rather than results, Democratic leadership which involves working together, Pacesetting leadership which is focused on performance and results, Visionary leadership which is built on inspiring and motivating, and Coaching leadership which involves coaching team members to become better (Flair.hr, 2023). The most common leadership style used in Policing is Commanding Leadership and Pacesetting Leadership. This is due to the type of incidents and work the Police respond to. Commanding Leadership is authoritarian and is evidenced in Policing through the rank structure. This type of leadership is required in situations such as responding to critical incidents for example the Manchester bomb attacks. In these types of incidents, the Commanding Officers need to tell those they manage exactly what they need to do in order to respond to the critical incident in the most effective way possible. It is useful when decisions need to be made quickly and can reduce fear and panic. A negative of this type of leadership is that if used frequently, people tend to feel unhappy and unmotivated and is associated with low productivity and low engagement. Pacesetting leadership is the second most common leadership style within Policing as it is often target driven so requires high performance, pace and quality to achieve results. According to Personio, a positive of this leadership style is that goals are quickly achieved and competent team members are utilised to their full potential. A negative of this leadership style is that if it is used frequently, it leads to burnout and little to none motivation (Personio, 2021). 

Leaders in policing need to problem solve on a daily basis. According to College of Policing, this is known as problem-oriented policing (College of Policing, 2022). This approach is utilised to tackle crime and disorder. The approach allows the identification of a specific problem, thorough analysis to understand the problem, development of a response and assessment of effectiveness of the response. In summary, the approach allows to identify and understand the root cause of a problem and leads to an effective solution. Problem-solving policing uses the SARA/OSARA model of problem solving - Objective, Scanning, Analysis, Response, Assessment. The ‘OSARA’ model has been included in this explanation as it is still referred to within police forces in Wales. Objective refers to setting out a brief outline of what you want to achieve, scanning refers to identifying and prioritising potential problems, analysis refers to gathering the relevant information and intelligence to identify causes, response refers to the implementation of activities to address the causes of the problem, and assessment refers to the measurement of the impact of the response. According to the College of Policing, there is a logical process to the SARA/OSARA model and it must be treated with fluidity. This means you must be able to revisit earlier stages of the model as new information emerges (College of Policing, 2022). 

An example of when I have used commanding leadership style is when I attended an incident as first police officer and emergency responder on scene which involved several emergency services in a coastal area. This incident was firstly difficult as it was a fatal Road Traffic Collision (RTC) however made it even more difficult due to the RTC occurring on a coastal area where it was difficult to secure from the public eye and difficult to uphold health and safety and all emergency responders. Due to being first police officer and emergency responder on scene, I had to immediately to leadership of the incident due to being most experience out of myself and my colleague. Firstly, the very first protocol would be to save life and limb, so taken that leadership role and conducting basic First Aid and CPR on the injured person was a priority. However, after a very short period of time I instructed my colleague to take over and continue with First Aid and CPR so I could liaise with other emergency services in relation to the location of where the incident had taken place and the severity of the incident. Further to this, and continuing to follow the OSARA model, I was scanning for the best possible route for other emergency services to attend for their own health and safety and then given brief but accurate information to the Public Service Centre so they can efficiently liaise with the other emergency services. Furthermore, while my colleague and I were waiting for further emergency services to attend, I had to analyse the whole circumstances of the incident as I knew when other emergency services arrive, I will have to provide a joint emergency service briefing about the incident. Shortly after, we had the response for other emergency services (Ambulance and Fire service), to which at that point I instructed the supervisors from each emergency service to have a collective briefing about the incident to which I took the lead on as being first police officer and emergency responder on scene. During this briefing, I accurately and effectively relayed the circumstances of the incident by following the OSARA model. From following this, we effectively came to a joint emergency service decision to declare this incident as a fatal while the ambulance service declaring life extinct of the person. Following this, I conducted an assessment of this incident with all the information and circumstances gathered and instructed my colleague to start liaising with other departments such as Crime Scene Investigations (CSI) to attend while I was liaising with my local Criminal Investigations Department (CID) supervisor and on duty Inspector about this incident due to the social media presence and instruct extra police officers to attend the incident due to there being several scene locations. On review of this incident, I believe by taking immediate command by knowing that being most experienced police officer and first emergency responder on scene and instructing my colleague on actions to take made this difficult incident as effective as possible. However on the other hand, I believe I could had arranged for police officer to attend the scene of the incident as with it being in a costal area, it was very difficult to conduct and investigate this incident privately due to very easy access for members of the public to view the incident.

Another work-based example of an incident that I attended where I used pacesetting leadership to achieve best results is when I went to my supervisor and liaised with him over become the Single Point of Contact (SPOC) for stop and searches across the local sector which is made up of four Police Stations. I went to my supervisor on my own accord due to comparing statical data in relation to stop and searches from across all police officers in my sector where it was clear to see that certain areas, the sector was underachieving in stop and searches on members of the public. From liaising with my local supervisor, it was agreed this is an area for the sector to improve on and was happy for myself to become the SPOC of stop and searches and improve the data in relation to this. From this, I immediately made the police officers aware in my sector that I will be the SPOC for stop and searches and that it will be my challenge to improve peoples knowledge, confidence and ability to conduct this on members of the public and increase the positive outcome rate. Furthermore, when I was on duty, I would make contact with different police officers to work a shift with me where I can go through the statical data to show them the evidence to why our sector was performing at a below average rate compared to other sectors. In addition to this, I would get them to work with me where we would be pro-active and find information and intelligence to obtain the grounds to stop and search members of the public. Firstly I would conduct this however, when my colleague would had seen me do this, they would then obtain the knowledge and have greater ability to conduct this independently. On review of using pacesetting leadership, on analysing data in further months, it had shown the increase in police officers in my sector conducting stop and searches and also had a slight increase in the positive outcome rate. However, when I was leading this exercise, it could be quite challenging with other police officers as some may not wanted to increase there knowledge in stop and search nor wanted to be as pro-active in this area of development.  

On conclusion, it is important to be able to adapt leadership style in a role as a police officer. With the job as a police officer being very fast-paced environment where almost all incidents can be different, it is important to be able to adapt in a leadership style to suit that certain incident. By following policing models, such as OSARA, it will provide police officers a good understanding and effective styles such as commanding and pacesetting leadership styles when needed if OSARA is followed correctly.
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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:

What is coaching and mentoring? According to The Chartered Institute of Personnel and Development (CIPD), “coaching and mentoring are development approaches based on the use of one-to-one conversations to enhance an individual’s skills, knowledge or work performance” (Hayden, 2023). However, CIPD states that both terms coaching and mentoring are often used interchangeably. 

In terms of UK Policing, College of Police will describe the role of a coach or mentor as “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” (College of Policing, 2023).

Firstly, coaching “aims to produce optimal performance and improvement at work” (Hayden, 2023). To elaborate on this, coaching can focus on certain skills or qualities that a person would want to improve on. For example, a police officer may want to be coached on the use of stop and search powers on members of the public. This will be exercised by a colleague who is either experienced or confident to coach the police officer in relation to this. Coaching methods such as physically showing the police officer how to conduct stop and search effectively and then eventually that police officer can put it into use by leading a stop and search on a member of public. In addition, the coach may use a democratic coaching style for that police officer as it may be more beneficial for that police officer. However, there are many different coaching styles where that person may use and adapt, depending on that police officer. Furthermore, according to Kamarudin et al, the overall aim of coaching is an enabling process aiming at enhancing learning and development with the intention of improving the performance in a specific aspect of practice (Lord et al, 2008).

Further to this, there are many benefits from the use of coaching. According to the College of Policing, benefits include, “it will develop your career, be a better leader, work effectively with others, get to know your strengths and areas for development, solve problems and deal with challenging situations, improve your self-confidence and feel impowered” (College of Policing, n.d). 


CIPD will define mentoring as “mentoring in the workplace describes a relationship in which a more experienced colleague shares their greater knowledge to support the development of an inexperienced individual. It calls on the skills of questioning, listening, clarifying, and reframing that are associated with coaching” (Hayden, 2023). To break this definition down, the mentor would need to be experienced in the workplace where that person will need provide that support any coaching skills for that inexperienced colleague. Further to this, mentoring tends to be for a longer period of time instead of coaching which is more spontaneous for a short period of time. The overall aim of mentoring is that is promotes guidance on career development and role modelling where both contribute significantly to development. According to Kamarudin et al, “mentoring relationships can significantly affect individual career development and advancement with both the mentor and the mentee benefiting from the relationship” (Scandura, Gavin and Williams, 2009).

In relation to UK Policing, College of Policing will define mentoring as “mentoring is a relationship where a more experienced or knowledgeable person offers support, advice and guidance to help a less experienced person develop and progress.” (College of Policing, 2023). An example of this would be, a South Wales Police Officer who has completed the first initial training programme and has then been allocated their respective Police Station and a tutor. The role of a tutor would be to mentor that inexperienced police officer for a longer period of time, for example twelve weeks. During those twelve weeks, the mentor will provide knowledge, support and coaching in relation to the job role and any further development that they may need. College of Policing will describe how mentoring works, “the focus is on career and personal development, the mentee identifies when advice, guidance and support is required” (College of Policing, 2023). 

Reflecting on my three-year probationary period in my current role as a police officer I believe I have hugely benefited from mentoring and coaching. After completing a six-month period in initial training, I was sent to my respective police station where I was tutored by an experienced police officer for a period of twelve weeks. During that twelve-week period, I initially experienced the roots of building a working-based relationship with my tutor where I believe it greatly improved my confidence in learning and dealing with a variety of situations where I have not dealt with before. In addition to this, as stated above “mentoring relationships can significantly affect individual career development and advancement with both the mentor and the mentee benefiting from the relationship” (Scandura, Gavin and Williams, 2009), building that working-based relationship was vital during that twelve week period as it accelerated my learning and knowledge as a role of a police officer and has had advancement in my career development as I am now coming to the end of the three year probation period. However, continuing through my probation period I have found that being coached from colleagues during a short period of time has improved my knowledge and performance which has positively improved positively as statistically results having increased. For example, I always wanted to see myself as a pro-active police officer to which at a time during my probation I went to a colleague who I built a positive work-based relationship to seek support and coaching in relation to achieving to a higher positive outcome rate in stop and search of members of the public. From this, my colleague and I would interact more with members of the public to firstly increase my confidence in talking about certain legislations. Secondly, my colleague would then show me the correct and most effective way when dealing with a stop and search. To which it then allowed me to conduct this independently on a member of the public where over a period of time, stop and search positive outcome rate statistically increased. As stated above, “the relationship is finite, often over a short timescale, focusing on specific skills or improvement goals” (College of Policing, 2023), it is accurate to the example that I gave, as I liaised with a colleague and focused on a specific skill and then improved and achieved greater results over a short period of time.

At the start of my career as a police officer, I would set my personal goals along with then professional goals and organisational goals that South Wales Police expect from me. Personal goals would include long period goals, for example during the first day of six-month initial training, I set myself a goal to pass the relevant exams and practicals. Achieving this, I used mentoring and coaching techniques from family members and friends who have attended University and could pass on there experience and knowledge on what to expect from exams, and tips on how to learn and retain information to pass the exams. These personal goals would continue during the probation period by setting myself shorter period goals, for example achieving that first arrest. As I was in the tutorship period, my tutor would follow the College of Policing definition of mentoring, “mentoring is a relationship where a more experienced or knowledgeable person offers support, advice and guidance to help a less experienced person develop and progress.” (College of Policing, 2023). This allowed myself to deal with that first arrest effectively as we built that working-based relationship beforehand along with receiving support in how to deal with an arrest. Furthermore, being mentored and coached by others would also help to achieve professional goals. These professional goals would be to complete an Occupational Competency Portfolio (OCP). However, by completing this I would have to evidence and support the relevant competencies from incidents that I have dealt with. Being mentored and coached during incidents supported me to achieve and be able to evidence the relevant competencies where I would be able to show and liaise this to the Area Training Officer where he could see the progression I have made during my probation period. Further to this, South Wales Police would set organisational goals for police officers to abide by and to achieve during there time as a police officer. South Wales Police sets a vision “to be the best at understanding and responding to our communities, to help achieve our mission of Keeping South Wales Safe.” (Anon, n.d) and along with this vision to follow the Code of Ethics set by College of Policing “accountability, honesty, integrity, leadership, objectively, openness, selflessness and respect.” (College of Policing, 2024). The vision set by South Wales Police and the College of Policing Code of Ethics are set as they are so police officers can provide the best possible service they can to the public and to make the communities safe. By being mentored and coached during the probation period by experienced colleagues, it would allow and progress my performance as a police officer to which would align to South Wales Police vision along with abiding by the College of Policing Code of Ethics. Further to this, it has also enhanced personal skills such as communication skills as dealing with members of the public from all diverse backgrounds on a daily basis.

The three-year probation period has helped me learn and develop personally, as a police officer and perform at a high standard in the workplace when dealing with incidents. Personally, being mentored and coached throughout the three-year probation period has increased my confidence when dealing with difficult situations and members of the public. In addition to this, my communication skills have improved when dealing with emotional members of the public who have been a victim of a crime when talking about the incident. Furthermore, it has developed me in becoming a pro-active police officer. For example, being coached by a colleague when seeking to improve an area which would help me develop my career. In addition to this, with a huge amount of experience I have gained from my three-year probation period from experience police officers, I have been fortunate enough to pass my experiences on and to coach inexperienced police officers to help them develop and have greater knowledge in certain areas of development they may have. 

On conclusion, reviewing assignments and tasks during my three-year probation period, I have used Gibbs’s Reflective Cycle to analyse and reflect on incidents, assignments, areas for development. Gibbs’s Reflective Cycle “consists of cue questions, based on key concepts, and provides a checklist for learners to work through, answering and considering the cue questions as they progress. The reflective cycle focuses on learning from experiences by involving feelings, thoughts, and recommendations for future actions.” (Husebø, O’Regan and Nestel, 2015). I find that Gibbs’s Reflective Cycle works well as I can critically analyse incidents that I have attended and detail what went well and areas needed for development from the incident.
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