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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:

Policing has changed in the past few decades, developing from punishing criminals to dealing with the public concerning a range of wider societal issues. Police officers have had to adapt to these changes and serve the public, whilst maintaining professional conduct. McCann and Granter identify the “increasing demand, enhanced by social and structural inequalities, techno-logical advances and financial constraints, mean[ing] that the skills and capabilities of police officers require restructuring” (Martin , 2022). 

Neyroud states that while the Police force has always been professional, “the police service needs to move from being a service that acts professionally to becoming a professional service” (Martin , 2022)


One of the ways in which the police aimed to demonstrate professionalism was through the College of Policing Police Qualifications Education Framework (PEQF) which required new recruits to undergo a three-year course of study to become a qualified police officer. In 2013 Sherman identified this change as “the pursuit of and the adoption of a code of ethics and a strong emphasis on the need to adopt evidence-based policing” (Martin , 2022).

In 2014 the College of Policing made a strategic commitment to professionalise policing outlining policing values, standards, and a code of Professional Police Practice”. 
The “Authorised Professional Practice (APP)” is guidance set out by the college of Policing covering a variety of topics and requirements (College of Policing , 2023). 

The APP acts as formal guidance which sets out to create a modern professional police force and ensure a consistent approach within all England and Wales Police Forces. The College of Policing APP ideals aim to act as a gold standard, by which all police officers and forces should be measured against, encouraging new recruits to begin with an academic rationale for their actions. Whilst these ethics and values are instilled in all trainee police officers, there is an expectation that they will also be followed by substantive officers and all existing members of the police force.
In addition, to ensure public accountability, the guidance for current standards is publicly available online, which encourages the public to hold police officers to account. 

In addition to holding officers to account, members of the public can access the APP to assist them in their criminal endeavours by understanding police procedure and adjusting their behaviour accordingly.

Whilst in theory the application of the APP and College of Policing guidance is logical, it comes with practical considerations. It may be difficult to apply the guidance to different situations in different areas, as some police forces drastically differ from others in size, location, and social aspects, which in turn will mean that standardisation is challenging. Different forces have different departments and roles, with the opportunity to specialise, whilst others may have officers capable of diversifying. In some areas there may be staff shortages or recruitment issues, which will also have an impact on how well existing officers can perform their duties. The ideal of the gold standard of professionalism fitting every force is inspirational rather than applicable.

To rectify these differences there is scope within the unified approach of the APP to reduce the level of bureaucracy to support officers using their abilities of discretion. The APP has some level of interpretation but relies on all officers maintaining a high level of professional conduct when using their discretion and applying proportionality to assist in completing the main objective of disrupting and preventing crimes.

The Policing Vision 2025 sets out the strategic aim for policing over the next decade.
The document considers resources, financial implications, and overall value for money to the public, whilst aiming to insure a productive police force for all. One of the major issues addressed was the need for more police officers and an uplift of 20,000 new officers was promised. The future of the police force is dependent on upskilling existing officers and ensuring new members of the force are familiar with the professional expectations of policing.




An article by the BBC reported that police forces in England and Wales have achieved their recruitment target of 20,000 new police officers. This is a quantitative success measure, however, the same article then states that “there are now fewer senior full-time police officers than in 2010.” (BBC, 2023) Whilst this volume could be due to Officers completing their career until retirement, however many officers are choosing to leave and take on other careers. It will be difficult to evaluate the impact that the decrease in senior officers and the increase in new officers may have, as this may not be reflected in this strategic assessment. 

With the recruitment target driven by necessity it will also be difficult to assess the impact of having more inexperienced officers, which provides problems with training, upskilling and knowledge (The Independent, 2022). Furthermore, in a recent survey 25 Police trainers across 4 forces were interviewed and they expressed concerns over the quality and aptitude of police recruits, with one trainer stating.

“Maybe I’m just becoming old and miserable, but I do think we employ some morons. The requirement for us is that you had a GCSE, you didn’t have to be a mastermind at anything to get in, if your breathing, you’ll do. If there is a bottom of the barrel were scraping it” (Police Oracle, 2023)

It could be argued that the focus of achieving set recruitment targets have impacted on the standard of new recruits being employed by police forces. In turn this could impact force’s ability to successfully delivering a service to the public. Conversely, if a substantive officer has an unfavourable opinion of new recruits and refers to them as “morons” are they themselves able to uphold professional APP standards.

The Workplace Transformation 2018 supports the PEQF and outlines the rationale behind the completion of a professional qualification. The document sets out the pathways for different Policing opportunities, and the expected time frames for these to be implemented for different forces. The most common route is the DHEP allowing graduates to specialise in Policing Studies followed by the PCDA Policing Apprenticeship, which allows for the completion of a degree to display policing proficiency. In addition to being a document aimed at individual officers it sets out a clear strategic timeline for forces in general, to inform them of upskilling, recruitment and retention to ensure continued professionalism. (College of Policing, 2018)


The success of the College of Policing’s Plan is critically dependent on the quality of the service provided by all police officers and depends on the skills and adaptability staff have to ensure they are capable of policing in the 21st century. 





As a modern professional police officer in my final probation year, I aim to follow the College of Policing APP guidelines to the best of my ability and reflect on them in my response cases. Toward the end of my probation, I dealt with a domestic related robbery in which I was the first officer at scene, and later arrested the defendant. 
 
When the incident was explained over the radio, it was outlined as an assault call, however upon arrival at the incident location I spoke to the victim and obtained a first account with my body warn video activated. Speaking with the victim it became apparent that this was a serious incident, as the victim had a grievous bodily harm level injury to their eye (Home office , Offences against the Person Act 1861)and had property taken from their person. Every time I deal with an assault call, I feel anxious, as the crime has such a personal impact on victims, and I want to fulfil my policing duty and not let them down. Due to my experience and adhering to APP guidelines, I was aware that this incident was more serious than first anticipated. When I was a newly trained officer, I may not have missed the key information which could underline the case. 

The victim was reluctant to speak with me or my colleague despite the robbery and their injuries. With their limited disclosure I was able to deduce that a robbery had taken place, however at this stage I was still unaware of the domestic element of the incident. My main concern to get the victim treated for their injury. I attempted to build a rapport with the victim and encouraged them to see me as someone they could trust. I felt this was an important part of my professional responsibility, as the victim had already gone through a difficult experience. I transported the victim to hospital which also safeguarded them as myself and my colleague stayed while they received hospital treatment. At hospital the victim then disclosed to me and doctors that the person responsible was their ex-partner. Upon reflection, the victim did not want to disclose anything to me because they had a distrust of male police officers. Once the female doctor was in the room, the victim felt able to speak. In the future I would try and fully empathise with the victim. I took a full description and passed the information over the radio to enable arrest enquiries. 

The next day I attended an unrelated call about a noise complaint and the defendant was located at that address, still wearing the same clothes. Once I saw the defendant at the address, I felt relieved that I would be able to investigate the crime effectively and bring the victim some closure. I arrested the defendant for the offence of robbery, booked them into custody, seized their clothes under section 19 of pace and took the appropriate swabs for forensic examination. The defendant was interview by CID and admitted to the offence. Once I was able to tell the victim that the defendant was in custody, I felt relieved as they had shown a level of distrust for the police, and I hoped this positive result would alleviate some of that worry. 


Dealing the incidents like the above provide me with the skill and knowledge required to fulfil the role of modern-day policing and familiarise myself with the professional standards expected of me. Within three years I have gained a wealth of knowledge, which will only improve over time. Conversely the fast turn over of staff will have an impact on the efficacy of the strategic vision and the APP guidance.  


Reflecting on my final year as a probative police officer one of the most obvious changes is the turnover of officers. Initially, when I was allocated to my response team there were two experienced sergeants, one officer with over 10 years’ experience and 5 officers with at least 5 years’ service. Currently the team has one sergeant, and one other officer with over 5 years’ service. I often find myself as one of the most experienced officers on my shift. I have also been required to informally tutor a student officer, due to lack of available tutors.

While the introduction of the APP and College of Policing guidance has added a degree of professionalism to policing, I feel that the priority is sometimes on academic learning and not practical policing capabilities. An alternative way to mitigate this is to encourage the recruitment of new officers from other pools of employment such as the military, custody roles or police staff roles, and allow them to provide their work-based experience as proof of their professional capabilities.


During my three-year probation, the policing role has not significantly changed. Personally, I take the professional nature of the role seriously and endeavour to serve the public to the best of my ability. 
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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 has come a long way since the development of e-mails and chat rooms, with almost 5 billion users world-wide (Statista, 2023). The use of technology in the modern world has become so prevalent, it would be unwise for the Police not to utilise social media to communicate directly with members of the public. In 2008 some UK Police forces began using social media as a means of communication (Socail Media Today, 2012).

The College of Policing website states:

“Forces are using social media sites as a method of widening their access to communities and engaging with people through their preferred method of communication.” (College of Policing , 2013)

All UK Police Forces utilise Twitter and Facebook social media platforms (The Police foundation , 2014), furthermore Forces have expanded to Instagram and Tik Tok, to distribute vital information and display a human side to the police.


Twitter and Facebook have been utilised by forces to ensure the accurate and informative distribution of diverse professional information to the members of the public. Each force employs a specialist social-media team and has its own Policy regarding social media usage. When using social media all Police forces must ensure the data that is shared is appropriate and professional as any information on social media is “Open Data” (College of Policing , 2013), which should only include non-personal information which can be shared by the public bodies.

The police social team in charge of posting this public information will share material to assist in the apprehension of criminals, missing persons, appeals, road closures,  large events, and other events to be communicated to the public. Police Social media will also endeavour to show a more personable side to policing including Job Vacancies, photographs of local officers and photographs of Police animals. By communicating to a large group of users via a social media platform, police forces are able to disseminate information so much quicker than they were previously able to, in addition real-time updates can be conveyed to members of the public.

According to various experts, police can use social media to increase their institutional legitimacy and preserve public support if it is used well. For instance, social media can help to clarify police work for the general public by providing them with information on the tasks that officers complete on a daily basis.

While distribution on social media is an efficient and proactive away of ensuring that members of the public can view the information, not all members of the public have access to Social media. Money Transfers website explained that the UK population has an 84.3 percent usage range of Social Media and platforms and posted statistics showing the age of Social Media users as displayed in the below graph (Nikolovska, 2023)
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The graph shows that’s only 10.2 Percent of 55-64 year olds and 9.79 percent 65 plus year olds use social media. It’s important that forces realise that even though social media has become a massive part of the UK’s infrastructure not all members of the public have access to it or don’ use it. As Police officers have a duty of care to all members of the public its key that traditional Policing continues alongside the running of Social media.




One of the key strengths of social media is the speed in which information can travel. I have used social media to assist in identifying suspects of crime. While this approach is not always successful, it is a cost-effective and timely way to appeal to the public for information and has resulted in the apprehension of suspects. Social media appeals also assist in searching for missing persons. Having the ability to post a picture, description, and their last known location and share that information with members of the public and other police forces social media can be a huge asset. In 2015 an image of missing girl and her suspected kidnapper was circulated widely, and the person were spotted by a female member of the public (The Gurdian , 2016). With the use of social media aiding the investigations of missing people can help community engagement as members of the public are assisting Police by sharing the information. Social media is an effective and low cost tool and if used correctly can assist Police in their investigations for missing persons. However it needs to be used in conjunction with authorised police practice.


In 2022 the Metropolitan Police created a good practice guide for using social media to assist staff and officers in their use of using social media . It outlines the disadvantages (Metropoliton Police, 2022)

“The impact of any media appeal for an individual reported missing can be significant. Social media appeals have an immediate reach, can be shared, re-posted and control of the content can diminish. The online legacy of appeals can prove difficult to remove and can have long lasting consequences. Repeated appeals for recurring incidents can flag and enhance vulnerability, prompt empathy fatigue and generate negative public comment.”


Another key use of Social Media which is key to the Police forces is using the various platforms to engage with community. South-Wales Police has both corporate Facebook and Twitter pages, but also has local Facebook pages which are specific to each BCU (South Wales Police , 2023). 


Social media in its very design allows individuals to express their view on a public platform potentially visible to millions of users. In addition, posts on social media can be saved so they have a degree of permanence. There have been several documented cases in which officers have posted information which goes against force’s policy and in some instances is criminal. (IOPC, 2021). Officers have been dismissed due to this inappropriate behaviour. However small the percentage of inappropriate officer posts it will have implications for any other officers who use social media correctly. Police officers are entitled to a private life, and therefore their own opinions. Sometimes it is unrealistic of Forces to expect officers to refrain from social media completely in case their post contradicts the forces policy on social media. There is also a fear that officers could get embroiled in investigations if they are in the same social media groups as an officer being investigated. Even if the officer has  not committed any wrongdoing or seen any inappropriate messages,  being under investigation could cause issues both on a personal and a professional level.

Police officers when on or off duty must consider their social media use and what information to post. There could be serious consequences an Australian police officer was contacted by a person he was investigating via Facebook. The person under investigation asked the officer to be friends. In this case no harm came to the officer however it highlights the risks of disclosing personnel information as police officers (Goldsmith, 2015)

 


Police interactions with members of the public are recorded more often, therefore another risk is the spreading of misinformation. Members of the public can share edited of shortened clips that do not include the full context of an incident which can have a damaging impact on the public perception of the police. In addition, members of the public can share incidents of police brutality which would have a negative impact on public perception. Social media recordings and negative police perception could impact negatively on a person’s decision to join the police. The website money transfer explains that 18% of social media users in the UK are 18 to 24 year olds and 25% are aged  25 to 34 years old (Hristina, 2023).In particular the 18 to 24 year old group are more likely to be possible recruits for future officers and watching social media footage of police brutality could change their perception of the police and dissuade them from joining the profession (Cross & Fine, 2021). 

Posting information online poses risks that need to be managed as in addition to posting recordings of officers, members of the public can post their views and opinions on the police social media page which could lead to a backlash of negative comments or reusing the information posted which in turn could affect the perception of the Police.


With Police approval at a low in the UK Police forces  have used social media to promote engagement with the public by posting photos and videos at high profile events and giving an insight into the people who work for the Police. South Wales Police uses social media platforms to introduce and explain the roles of police employees of the Police and try to promote an understanding to the public of the complicated and challenging role South Wales police among other forces use social media platform Tik Tok which gained its reputation by allowing to users to post short dancing videos accompanied with music. While the use of Tik Tok could be seen to 
humanise officers, promote police approval and provide the public with entertainment, it could also be viewed as undermining the police forces professional credibility. 


Police forces also utilise different departments that have a more popular public appeal like the mounted division and dogs’ section to encourage a more universally positive images of Police. This was Particularly prominent on the NSW Police's Facebook page were police dogs. NSW Police frequently released photos of puppies who would later work in the state's Police Dog Unit as well as photos of current police dogs who had been photographed after completing a noteworthy duty. In fact, the Police Dog Unit of the NSW Police Force has a Facebook page that has amassed a sizable following of over 46,000 individuals. (Mark.A.Wood, 2020)

To enhance 'user engagement' with their posts, the New South Wales Police Force in Australia launched a daring new social media strategy in 2017 in conjunction with the above . They did this by utilising humorous Internet memes and adorable pictures of police animals. Overall the strategy was a success with the community responding to their Facebook page and follower numbers and likes increasing. Police forces must post about very series and tragic incidents, such as murders, missing persons and burglaries. These posts, while negative in content may yield high post reactions and may encourage community trust in the police. Conversely research conducted says that, not liking posts is can be perceived as more of a negative impact and could reflect the negative response the public have to adverse incidents and situations (Williams, 2018).


Police personnel's communication tactics using the media must correctly consider the effects all these emotional factors on could have on the public (Leppert, et al., 2022). It is often difficult to ascertain accurate public perception, as those with strong opinions are most likely to interact with police posts.


Often the police will post neutral facts on their social media pages such as information regarding a sudden death or the discovery of a body. I informed the social media team regarding a road closure due to a suicide, to inform the public. The post was approached with sensitivity by the force’s social media team. These types of posts may yield negative interactions from the public, even though they are informational posts disseminated from the police and may temporarily negatively impact the perception of the police.

While I personally have not had any negative professional experience with social media, I am careful to follow the guidelines set out by South Wales Police. Social media has assisted me in apprehending suspects, returning lost property and informing members of the public of serious incidents, however, I have also been recorded by members of the public when dealing with difficult situations, and while I have not seen any of these incidents on social media, I have seen posts of other officers. Social media can have enormous value for Police forces when used guidelines are correctly adhered to, however, there are risks associated with posting on social media.
Having specialised social media teams and constantly monitoring police use of social media, is a good starting point in professional social media usage.





.












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:


In 2015 the College of Policing set out is Guiding principles for organisational leadership. They were created in collaboration with the National Police chiefs (NPCC) council and Her Majesty’s inspectorate constabulary (HMIC).  The report highlights that leadership is not just the responsibility of the senior management but has to be visible through access all ranks and grades. Leadership within  the police is not just defined with one style, and different individuals will develop their own leadership technique. The report explains that this a not a procedure that has to be followed but is to be used to support alternative ways of working to help progress and demonstrate effective leadership. The report is issued as guidance to highlight what effective leadership  looks like within any organisation. The principles are suggested to advise  Police Forces how to consider leadership, conversely, it is  up to the leaders themselves to implement them (College of Policing , 2017 ).

There are a vast array of different leadership models developed by psychologists, the most common of which are autocratic, authoritative, laissez-faire and transactional.

An autocratic approach is the leadership style people most associate with leadership in the military. Autocratic leadership works on a  “Do as I say basis” . This is where the decisions are made solely by the person in charge and the rest of the team do not get to provide an input. An autocratic leader believes that they have better knowledge better the team members. A large factor of this style that the team are unlikely to be consulted about decisions and changes are carried out without their consideration. This style of leadership is not suitable for the majority of real-world circumstances, however can prove necessary when a quick decision needs to be made or when the person is an expert in a certain situation. In many cases this leadership style can result in other team members feeling overlooked and underappreciated, and this could be damaging to balanced working. (Verywellmind, 2023 ). While this approach is outdated and can lead to workplace tension, this is still a style that it utilised in senior ranks of policing. As senior staff become more aware of the impact of their leadership style, autocratic leadership is beginning to dwindle.

Authoritative leadership is comparable to autocratic leadership,  however it includes more communication with other members of the team. This is a more fashionable style to leadership because it allows for a clear leader but involves others in an element of the decision making. An Authoritative leader will adopt mentoring and coaching practices, working with other team members to assist in achieving the best outcome to a scenario. This is a useful style when the team are particularly inexperienced as it allows the leader to set good examples and have team members follow their lead. In authoritative leadership it is the leader’s responsibly to decide on a clear way forward and ensure the team members are aware of the reasons. Many Police Sergeants use authoritative leadership to maintain a rapport with their team but still provide clear leadership and accountability. This style of leadership means most of the decisions are still made by the leader, which could prove a source of frustration to other members of the team, especially when they do not agree with the decisions.

A Laissez-faire approach is a style of leadership that is radicaly different from autocratic and authoritative. “Laissez-faire” is  a French phrase meaning “Let them do”.  A leader using this method will make very few important decisions, allowing the team to dictate and advance processes with a minimal need for a structure. The team works as they see fit and manage their own responsibilities. This style is more suited to smaller teams who use the leader when specific advice or help is required. There are many benefits to this leadership style, such as high team morale and individual autonomy, however Laissez-faire leadership can lead to a disorganised workplace, when guidance and forward planning are not implemented (WGU.com, 2020).

Conversely Transactional leadership involves a reward based system using incentives to increase progress within the team. The leader must provide clear direction and set achievable expectations and goals that need to be met. When working using a transitional leadership style the leader establishes everyone’s obligations and has to identify what can be gained from completing the tasks. Leaders who use this method make ethe majority of the decisions and are accountable in ensuring that the team is motivated by reward. This can be a very successful leadership approach if applied correctly (Techtarget, 2023).

Transactional rewards don’t have to be monetary, or gift based. The rewards can be more abstract, such as praise and reputation. From a policing perspective, transactional leaders will recognise hard work and commitment and may use their discretion when allocating tasks and approving time-off. Transactional leaders may also put individuals’ forwards for awards and recognition which would have long term benefits to their career.

As an officer in South Wales Police I have learnt to adapt my leadership style when dealing with incidents. I recently attended a report whereby there was large group of teenagers approximately twenty to thirty persons that had been involved in a physical altercation and an injury had been caused. Due to staffing levels only four officers were able to attend. I challenged the sergeant in charge as I believed more units were required to attend, due to the large volume of persons involved, however, I was advised to proceed and assess. Even though I am still in my probationary period I was the most senior officer in attendance. 

Whilst on route to the incident I initially felt very nervous due to the large volume of persons reported at the scene, and the limited officer availability. I felt that being the most senior and oldest officer in the group it was my responsibility to take the lead in this situation. As a default reaction I adopted an autocratic approach to ensure the safety of everyone involved. On route to the incident  when I explained the course of action it felt natural, and no officer challenged myself. I hoped I was making the right decision. When we arrived and there were many people at the scene, some of whom were shouting and pointing, to show the location of the victim. I remained calm and tried to be as authoritative as I could be whilst remaining professional. Once it was established there was only one injury, and the victim was awake and speaking to use in the back of the police vehicle with all the officers I felt relieved and justified that I had made the right decision. I was still conscious the person responsible was still at large and I was worried however due to the information that was passed over the radio they were arrested a short time after. Reflecting on how that felt overall I was satisfied with the outcome. While I didn’t initially set out to have an autocratic approach, the inexperience of the team meant that no one questioned me or made any additional input to my plan. Even though in this instance it was successful, in a more long-term situation, autocratic leadership would not be my natural style.

Upon arrival at the location it was a chaotic scene with the disturbance still ongoing. Some of the crowd had dispersed and at this stage officer safety and securing the victim was priority. I used an autocratic leadership style to explain to the other officers how to appropriately  leave the van in a group and stick together. I briefed the team on our action going forward and identified the victim as a priority. I identified the victim and placed her in the rear of the Police van. I was able to take an initial disclosure from the victim and assessed the level of injury.

It was disclosed the injury was caused by a weapon believed to be a pole or baton. With this information I decided that it was important to pass that information to the public service centre to ensure that the officers looking for the suspect were in possession of the correct personal protect equipment. As the victim of this incident had received a head injury at the time, I thought the level of injury was a section 18 offence, so getting the victim to hospital was priority. I asked an officer to contact an ambulance, but due to demand their estimated time of arrival was around four hours. I decided that the best course of action was to have officers take the victim to the hospital, ascertain the level of injury and  to see if an official statement would be forthcoming. I explained that they needed to say with the victim until the suspect had been arrested as at that stage  there was a safeguarding issue. As the most experienced officer I remained at the scene to conduct the golden hour enquires, speak to witnesses and view CCTV. I managed to gain an understanding of what had happened and passed this information to my Sergeant the air including a description of the suspect.

With the victim safeguarded and the persons responsible for the assault identified, I used Authoritative leadership by leading a discussion with the officers present the most effective way to progress this incident. We discussed the next stages and who would take responsibility for each task. I discussed with the officers present the next stages, but I could have dealt with this stage more effectively. If I had given others more opportunity to discuss their thoughts, in more detail the outstanding actions to this incident could have been completed quicker. At this stage of the incident I was using authoritative leadership, but it was rushed causing issues in getting the information from the victim where things could have been overlooked. In the long run, this caused time delays, where if I had taken more time initially I believe there would have been a quicker outcome.


This incident was dealt with positively as none of the officers were injured and the person responsible for the assault arrested. In a heated situation in would have been easy for an officer to react negatively as it was an overwhelming situation for an inexperienced officer, however everyone followed my lead and remained professional.  The officers involved worked well together, ensured officer safety and communicated well during the incident. 
As part of my leadership I overlooked the role that one of the female officers could have played in the incident. The female officer should have stayed with the victim which could have helped the victim feel safer, as I later released that the victim did not like male police officers. Also a call for further unit should have been considered whilst on route to the call, due to the larger number involved in the disturbance, so if the incident did turn hostile there would have been another police unit to provide assistance. 
Even though I did not adopt a leadership style which is more like my everyday leadership, I believe this incident was dealt with in a highly satisfactory manner. There was a clear team understanding and every person understood their role when dealing with this large  scale incident. There were several difficult factors which required attention and every officer involved played to their strengths which contributed to a positive outcome. I enjoy working by myself, however being able to identify the incidents which are going to require a team based approach while making sure that applied authorised police policy is adhered  to APP (College of Policing , 2023) to is a key element of Policing.
In I have learnt a lot from this incident and I often remember it when dealing with other incidents to try and learn and improve. Upon reflection not one single leadership style is suitable with use within the Police. A holistic approach including the varied style of leadership styles as mentioned above are required in orders to effectively Police in different scenarios. It is also worth noting that challenging a decision that you don’t agree with is fundamental part of leadership. Another important leadership quality is reflecting and responding appropriately to feedback from team members and superiors ranks, in order to continue effective leadership practises.























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:



There is an expectation for new police officers joining South Wales Police to obtain a degree prior to being confirmed in rank. New recruits must undertake three years of probation to ensure their suitability for the post. This process begins with six-months of classroom based learning, to develop the theoretical and legislative knowledge required to carry out effective policing. Following this academic introduction, South Wales Police require the mandatory completion of a three-month tutorship, under the supervision of a police officer confirmed in rank. This officer is responsible for mentoring a student constable through their first stages of operational response policing. The officers who undertake the mentoring are known as tutor constables. The college of Policing outlines the role of a tutor constable as providing:

“mentoring, instruction and guidance as well as facilitating work-based learning, development and assessment on a 1:1 or small group basis... Tutors are able to plan for, and enable work-based learning opportunities in a structured way, most typically by using coaching, feedback and assessment skills”. (College of Policing , 2023)

To become a tutor officer, individuals must undergo coaching and mentoring training provided by the College of Policing, although there is no requirement for them to have any additional formal qualifications that permit them to tutor student constables. The college of Policing has outlined their competency and value framework to become a tutor constable which includes to establish a professional relationship with the tutee, support learning through specific role-related scenarios, and allow for opportunities to reflect (College of Policing, 2023)

While the College of Policing recognise that tutor constables will provide this support in addition to their other full-time workplace roles, they do not explain how they are expected to balance an already substantial workload whilst providing a supportive and proficient learning environment. The increased responsibilities may have an impact on the quality of police work, or the quality of the tutoring.

The definition of coaching and mentoring is vast and vague, however the College of Policing describe mentoring as “a relationship where a more experienced or knowledgeable person offers support, advice and guidance”(College of Policing, 2023). Coaching, then allows the mentor to give feedback and ask constructive questions, to allow the tutee to develop further knowledge.


The initial few months of a person’s policing career is a vital stage in developing the attitudes and skills needed to effectively perform the role. Carter and Francis explore this initial stage of mentoring and focus on the importance of having proper mentoring support throughout which in turn will help to ensure a successful experience promoting long-standing learning (Carter & Francis , 2015).

Before undertaking the tutorship I was very nervous for a number of reasons, even though I had wanted to become a police officer for a number of years. When I joined officer training I was 35 with two children, leaving my well-paid police staff role at an economically vulnerable time. I was also worried about the volume of academic work and if I would be able to succeed given all the requirements. 


For my tutor I was assigned a skilled and long-serving police officer with experience of working in several departments and a large volume of practical knowledge. My tutor had been a police officer for eleven years and had recently returned to response from an office-based role to progress their career and become a sergeant. They had a calm and professional disposition, and we had a good working relationship.

By their own admission their knowledge and understanding of current policies, guidelines and legislation, was not as current as my own, having just come out of classroom training. In actuality the tutor was proficient in this area, having “up to date knowledge and currency in a relevant occupational role” which is a vital element in becoming a tutor officer. (College of Policing, 2023)

.

It is important to recognise that the experience of tutoring was beneficial to both myself as a student constable and my tutor as an established police officer. Completing the tutorship allowed my mentor to widen their portfolio and contributed to them passing their Sergeant’s exams. The tutorship was beneficial in developing my confidence dealing with high-pressure response situations in a calm and professional manner as demonstrated by my tutor. 

I am aware that I learn best by observing others and completing practical activities. I discussed this with my tutor who applied this method throughout the twelve weeks tutorship. When the opportunity arose for myself to take the lead in a situation, I would do so at first under the guidance of my tutor and then as time went on I would take the lead. My previous police background and dealing with conflict assisted me in adapting to the police officer role and complimented my training. This method of coaching prepared me for when the tutorship ended and I felt that I  was capable of dealing with incidents on my own.  

My tutor was able to provide me with constructive feedback on my practical examples and I was keen to ensure I implemented any improvements. This method of consistent, useful feedback allowed me to gain confidence in my policing ability and alleviated some of the nerves I felt at the beginning of my tutorship. 

The friendly working relationship between myself and my tutor was a positive aspect of my tutorship. McDowall and Palmer state in order for a tutorship to be successful, a key element is the positive relationship between the tutor and student which is a vital condition for the tutorship to succeed (McDowall & Palmer, 2010).
This allowed us to have an open and honest relationship about my performance without me feeling belittled. I was encouraged to learn in my own way and then they offered realistic improvements, which I really benefited from. The tutor encouraged me to take the lead on incidents we attended from day one, which enhanced my learning experience and displayed professional trust. 






As part of my mentoring I learnt that officer discretion is a very large factor of being a police officer. There were occasions where my tutor and I would attend incidents and I would  feel that the decisions he made would be different to  the actions I would have taken.  We would often discuss this and having them explain their rational has provided me with a better understating of the complexities of decision making and allowed me to see a different perspective. Although this was mainly a good learning experience, there were a few instances where we disagreed on how to best progress an incident which caused a delay in submitting paperwork and contacting victims. 
Through being mentored I learnt the importance of a positive attitude when dealing with different incidents. The Police role is so varied that relying on a structured and predictable way to learn can be a jarring experience. Due to the operational demand I was not immediately dealing with incidents that training had prepared me for. I did not conduct a stop search for three weeks and the training we received for this was mid-way through the course so there was a long gap between learning and practical application. Having an experienced tutor there to encourage me and remind me of training was key to that learning experience. Understanding that there is normally more than one way to solve a problem and applying officers’ discretion can be an emotive and difficult aspect in making decisions for the person involved. 

The area which I felt my tutor could have improved was in mentoring me in completing the administrative duties involved in this role. My tutor had a great knowledge of policing and the computer systems, which initially made it easier for me to learn, however due to my dyslexia, it took me much longer to complete in reality. Due to my tutor’s family commitments they preferred to finish their shift on time, which made me feel pressured to complete paperwork quickly, however I was mindful that it had to be correct. I found that I was staying behind unsupervised to complete administration, which was not ideal as there was no one to check the work before submission. There were occasions where the tutor completed and submitted the paperwork without my involvement, which made practicing the administration difficult. The College of Policing describe a tutor as being 
“able to apply an understanding of human behaviour to the identification of barriers to performance and learning, and to identifying appropriate development actions” (College of Policing, 2023). 
The lack of opportunity to practice completing the administration had a negative impact, as it took me longer and I often submitted paperwork without adequate feedback. Upon reflection I should have challenged my tutor regarding my dyslexia and kept explaining the impact this had on the time it took me to complete the paperwork, which would have made the tutorship experience better.

While there were steps my tutor could have taken to assist my learning, I was also at a disadvantage as the police did not provide my dyslexia software, and have only just supplied it almost three years in. If given the opportunity again, I would have insisted the dyslexia software was available from my first day, as this would have relieved so many time pressures.
Overall the tutorship went well, and I was signed off with no concerns. Following the tutorship, I remained in the team I was tutored in and had regular contact with my former tutor. This team was managed by a two sergeant model which primarily meant that one sergeant would stay in the office performing administrative duties and the other would spend the shift out of the office assisting on calls. It was after a short period that South Wales police moved to a one sergeant model and the teams were altered. This really hampered some of my learning as when the one was off on annual leave or sick the most experienced constable would be acting up  in their role.
I have conflicting feelings regarding my three year Police probation. The first three months where I was mentored by an experienced officer was an extensive learning opportunity and allowed me to develop my own policing style. Once I was signed off, there were fewer opportunities to ask questions and receive coaching, especially when the team moved to a one sergeant model. As they had signed me off as competent, I did not want to bother my former tutor and would try to find things out for myself. 
Due to frequent staff changes within a year I was one of the most experienced officers on the shift, and due to absence or sickness I was sometimes required as part of operational necessity to have a student constable who was still under their tutorship placed with myself. I have mentored others in previous roles, however, not being confirmed in rank myself and tutoring a student constable has added additional pressure within my probation.

Being allocated a tutor who I was able to forge a good working-relationship with was a big part of my successful tutorship. I entered the tutorship eager to learn from their experience and trusted their judgement. In turn, my tutor allowed me autonomy and trusted the response decisions I made. Mutual trust and respect is fundamental in coaching, and I felt appropriately supported during these twelve weeks. Even though my tutor has chosen to leave policing, I remain in contact with them, which illustrates the success of coaching. The coaching and mentoring opportunities during the remainder of my probation were not provided in a way that would have benefited me.
 
Coaching and mentoring are an important part of police probation, and there are many benefits, however, the way in which the tutorship system works at South Wales Police is flawed and could lead to issues with future police officers. The short term nature of tutoring means that student officers can be signed off and able to work independently, even when they may require more support. While I had a positive mentoring experience, I am acutely aware that the opportunity to become a tutor officer may be a necessary burden in order to secure a promotion.
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