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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:

This essay will discuss the strategic role of the College of Police in professionalising policing in the U.K. I will also discuss and evaluate how I am working to fulfil the role of a modern professional police officer now that I have reached my final year of probation.

I will also reflect upon how my final year of probation has seen my role as a police officer change, I will include in this my experience and development within the role and how my knowledge and time served is utilised to help and aid newer officers coming into the role. 

Whilst answering these I will consider specific policing plans and proposals and interlink how they affect my role.

To answer this question, I will use Bortons reflection model tool (physio-pedia 2006).

What?

In February 2016 the college of policing introduced a new recruitment / training model for policing in England and Wales. The old model, which was called the initial police learning and development programme or IDLDP for short, consisted of a 12-week initial training phase followed by a two-year probationary period whereby probation officers would have periodic reviews on their performance. Once these two years had been completed an officer would be confirmed in rank as a police constable. 

The most recent model introduced in 2016 is called the PEQF programme, it is defined as, 
A professional training framework for police officers and staff. It’s based on a modern curriculum of dynamic operational training, underpinned by sound theoretical education. Currently focused on new joiners to the police, the PEQF is being developed to cover the range of professional training, including some voluntary roles, and staff and officers at all levels (College of Policing, 2022). 
The PEQF programme has seen an influx of mixed reviews. However the NPCC and the association of police and crime commissioners have supported the programme with positive reviews and case studies. Others have criticised the programme with complaints ranging from cost and amount of time officers would be spending in the classroom or on protected learnings days, to potential applicants being put off due to the university work and work life balance. Tom Andrews (2021) states that the university input to the new recruitment process is only around 10 to 15% which is a vastly smaller amount than first thought, meaning officers are not necessarily spending less and less time on the streets. Lincolnshire’s Chief Constable Bill Skelly (2020) argues that police abstractions from front line duties as a result of the PCDA / DHEP syllabus increases up to 47% a year leaving his own force shorter on the ground. Skelly also states the average cost per student has increased to £6,426 which are leaving forces across the UK with a lesser spend across their budgets.

The PEQF model was introduced to help develop the skills and knowledge of up-and-coming police officers, it is designed to deliver a more in depth understanding into policing and a more comprehensive theory approach into legislation and modern-day crimes such as modern-day slavery, drug crimes and traveling criminality (Police oracle 2021). Police oracle (2021) suggest the PEQF framework is also designed to provide officers with the opportunity to have higher education provided with no cost to themselves which will in turn make the role of a police constable more desirable to the public.  The PEQF programme has been backed by several policing parties and has been widely accepted by police forces across the country.

Another comment supporting the PEQF programme came from the Chief Constable of Northamptonshire police, Nick Adderley. Adderley was initially critical of the programme stating that it was harming retention rates of new police officers, since then he has stated that ‘Over the past two years, Northamptonshire police have recruited a remarkable number of talented, committed and dedicated officers through the PEQF, who I know will go on to have incredibly successful careers in policing’’ (Police Oracle, 2021).
Policing vision 2025 (2022) mission statement sets out the plan for policing over the next ten years. It will shape decisions around transformation, how they use resources to help 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 is set to inspire officers, staff, and volunteers, as much as police and crime commissioners, chief constables and of course the public.

The police and crime commissioners’ association have stated that the PEQF programme has instilled a consistent development of skills and knowledge while helping define roles within the police by a programme which was backed up with qualifications.

The college of policing (2022) acknowledge that UK police forces have recruited differently over the years without a specific entry requirement. Police forces now recognise they must standardise these areas as a priority. The PEQF entry route has also supported the recruitment of 20,000 new police officers to UK forces and has widen the gateway to, and broadening the appeal of, joining the service. There is increasing demand on the police to do more than just solve crime and ‘catch the bad guys’. It’s understood that learning and support for new recruits will help them to start well and stay in a job that recognises their level of expertise and values their contribution (College of Policing, 2022).

Overall, the PEQF programme has gained a lot of positive feedback and support from various persons within the organisation and externally. Yet still some are dubious, raising concerns about its suitability and requirement for it. 

So what?

As I approach the end of the PEQF programme and the end of the university work, I have learnt and adopted new ways of working and learning which has assisted in fulfilling my role as a modern-day police officer. I have had to learn to adapt and work in a multi-agency environment. Whilst partnership working can be an asset in policing, such as working with local councils to tackle anti-social behaviour or working with third party agencies to help manage offenders upon release from prison, partnership working can also have challenges. One of the more challenging situations I have faced during my probation period centres around mental health. As my service grows, I am starting to notice on a more frequent basis the sheer volume of mental health related calls police are having to deal with.

As part of my role as a police officer one of my key duties is the preservation of life, and safeguarding plays a fundamental role in doing so. Working with the NHS, social services and mental health teams now forms a part of my daily duties as a police officer.

Michael (2018) states that in 2018 the use of Section 136 and 135 powers have significantly reduced, but there are concerns that options available for those not specifically requiring psychiatric care are limited. With an increased demand on the NHS and more people coming forward for mental health treatment police officers have now adopted a more social worker approach as part of their daily duties. In the same report by Michael (2018), it’s believed that the increase in mental health crisis should not be seen as a “policing problem” but a “nowhere else to go” problem. “Triage arrangements in police control centres or on the street are being tried and Welsh Government’s Oversight Group on Mental Health demonstrates the willingness of the police, professionals in health and social care and voluntary organisations to work together to tackle seemingly intractable problems’’ (Michael, 2018).

Whilst working on response, I have on numerous occasions had to utilise the above powers to protect persons from harm, exploitation, or serious injury. Section 136 allows officers, such as me, to detain a person and convey them to a place of safety, namely a mental health hospital. This act can only be used if a person is deemed to have a mental disorder, is in any public place other than a house, flat or a room where a person maybe living (this includes gardens and garages). The act is there to ensure that a person who maybe in need of immediate care or control requires the appropriate treatment (Police and mental health, 2022).
When the above power is used police will then consult a registered medical practitioner, a registered nurse, or an AMHP, occupational therapist or paramedic.
Officers can then keep persons under this power at the place of safety for up to 24 hours, which can be extended for another 12 hours if it was not possible to assess a person within that time. The time of detention starts when we arrive at the place of safety, or whenever we have arrived if persons are not taken somewhere else (Police and mental health, 2022).
Now What?
With the final year of my probationary period coming to a close, I have noticed changes within my work environment. Younger service officers are now approaching me for support, guidance and help, these queries can range from help and advice around their workload, advice on how best to manage the university work, and general day to day advice around the job itself. Whilst this can be time consuming and can be constant as we now have several new starters on each team, I remind myself that I was once where they are as a new starter. Younger officers are now looking at colleagues such as myself as a mentor, this is defined as ‘’a wise and trusted counsellor or teacher or an influential senior sponsor or supporter’’ (Dictionary.com, 2022).

As I develop in my police career, I expect that I will begin to deal with more in-depth and complex cases and be expected to continue managing my workload and deal with situations on a more independent level. With a recent influx of new officers, it will be expected for officers such as myself who now have more service than the majority of officers on response to help guide, nurture and support the newer officers coming through. 

I will ensure I am able to support the newer officers by utilising the skills and knowledge I have learnt through the PEQF programme, and the skills taught to me by other officers. South Wales Police also provide opportunities through various courses such as a tutor’s course. I am considering taking advantage of this as it will enable me to progress my teaching and mentoring skills further.

I will also look to develop my own career options through seeking support with an application to join the firearms unit. I will look to do this by keeping my current skills and qualifications up to date and by visiting the firearms base to hold professional discussions with current officers from that department to help me understand the role further and gain insight to the application process.


Conclusion

In conclusion, the PEQF programme will continue to have negative and positive comments and reviews. The college of policing are always looking to review and adjust programmes like the PEQF, and work with police forces across the country to build a better infrastructure for new officers coming through. It is still believed that this current PEQF programme will, going forward, be a hindrance for some people applying as they feel the pressure and level of work would not be achievable. Thus, could potentially result in police forces missing out on good candidates for the job.

Moving forward in my police career I do believe that partnership working, and interagency communication will play a more vital role within the police service. As more and more of the emergency services become strained policing will continue to play a huge part in supporting services such as mental health, social services, and the NHS.  

As I become more experienced within my current role, and more experienced officers move on to other roles within the police force or retire, I expect the level of responsibility to help mentor and provide support and guidance to younger officers in service will increase. Forces across the country will be looking for tutor constables to help support and nurture officers, and I expect the more experienced I become the more likely I am to be asked to help in this year.
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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:

This essay will discuss and evaluate the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

The essay will look at and critically evaluate the force policy on using social media for professional information and engagement purposes, what social media platforms are used by the police, and finally what are the benefits and risks of using social media?

To answer this question, I will use Bortons reflection model tool (physio-pedia 2006).

What?

Social media is a platform which is used to share data such as photos, videos, adverts, messages, and news. It can also be used as a platform for people to communicate with one another, post messages, send messages and seek help or appeals for a multitude of situations or even share significant events and goings on in the world.

The police foundation (2014) states that police forces across the UK first started using social media in 2008, as a tool to help them investigate crime and assist with other various policing related topics. Since then, police forces have adopted various social media accounts such as Facebook, X (previously twitter), Instagram and more. 

All UK police forces across England and Wales including the British Transport Police, now have Twitter accounts and all but two are on Facebook. More than a staggering 2,050 police officers currently have individual X accounts, whilst UK police forces social media pages have a total of 1,567,759 followers on X and 825,243 ‘likes’ on Facebook. Forces such as Greater Manchester Police have 72,409 ‘likes’ on Facebook, the most for a police force in England and Wales, compared to the Metropolitan Police Service who have 195,487 followers on X (Police Foundation, 2014).

Social media has now become a key tool for police forces across the country. It’s utilised to help investigate crime, seek the publics information on incidents and crimes, and help police forces engage with their communities and the people they serve. 

Stephens (2021) suggested at the national police chief’s council meeting that the use of social media is now part of how modern-day policing is done, it is used for a wide variety of reasons such as asking members of the public for their help in police investigations, media appeals and engaging with members of the community. 

Stephens (2021) also explains how social media allows police forces to share information quickly and easily with the online world, it can also be used at critical times where information is needed urgently, or information is needing to be cascaded quickly. Social media has become the first port of call for many during emergencies like terror attacks or major floods or storms, alerting the public and providing fast-time warnings that help save lives.

With social media becoming a helpful tool for police forces across the UK, it is essential that all data shared and collected must be used in accordance with each forces social media policy. South Wales Police (2023) states that all social media use by South Wales Police (SWP), and members of the public who engage with their pages, must abide by their policy which includes SWP’s right to disable and remove comments that cause offence to the wider public or SWP. It also states that the SWP social media pages are not monitored 24/7 so if the report is urgent, they must call 101 or 999 to report the incident, alike due to the high volume of comments, messages and posts it is not always possible for SWP to reply straight away due to the high traffic on their pages (South Wales Police, 2023)

The Association of Chief Police Officers (ACPO) recently issued guidelines to all police forces in England, Wales & Northern Ireland on the safe use of the internet and social media. For home office forces the guidelines relate to police officers and police staff. UK police officers and police staff are guided by force policy when it comes to using social media, the guidance is there to ensure that any content that is posted does not bring the force into disrepute and ensures officers and staff are posting data which is safe and does not bring harm to the public. The Ministry of defence (2013) states that police forces and police officers when using social media for private purposes during working time and the use of force systems should be in accordance with Force policies. The use of social media for such purposes during working time, and from personal mobile devices, is not recommended.

So what?

Smart insights stated that ‘’more than half of the world now uses social media (59%) 4.70 billion people around the world now use social media, 227 million new users have come online within the last 12 months, and the average daily time spent using social media is 2h 29m’’ (Chaffey, 2022). With heavy footfall on social media, police forces need to ensure that they manage their platforms correctly and set the tone with their audience. It is critical that information shared is accurate, recent, and correct, unfortunately sometimes errors and mistakes can occur. The negative side to social media and the polices use of it can manifests itself in different ways. 

An example of the above would be, during the summer riots two police forces namely the Metropolitan police service (MPS) and greater Manchester police (GMP) utilised their social media presence in different ways. The Metropolitan Police Service took a more distanced approach to public, while Greater Manchester Police used their platforms to engage with the public and seek help in identifying offenders. Police foundation (2014) found that the Metropolitan police service used their social media accounts to post a media appeal with images attached to the post in order for members of the public to try and identify the persons involved in the riots.   

[bookmark: _Hlk148386357]Police Foundation (2014) found that Greater Manchester Police’s approach formed a closer relationship with the public, but the negative that derived from the approach resulted in boundaries being pushed. For example, the casual style approach from Greater Manchester Police (2014) caused a negative response from the following tweet which stated ‘Mum-of-two, not involved in disorder, jailed for FIVE months for accepting shorts looted from shop. There are no excuses.’ This triggered critical responses such as: ‘That last @gmpolice tweet: wrong sentence, wrong tone, wrong everything. throwing away goodwill collected over last week’. Research showed that the Metropolitan Police’s more formal style ‘reduced the force’s ability to connect as effectively with the public compared to the Greater Manchester Police approach, although the Twitter feed was found to be easier to maintain and less prone to negative feedback’ (the Police Foundation, 2014).

Whilst in my role as a response officer, I used the social media department to help me send out a media appeal for a vulnerable young person who had gone missing due to possible county lines links. By sending out the social media post I was able to share information far and wide in a bid to gather as much information and intelligence possible to help me find the person, the appeal could also help with possible sightings to help with further lines of enquires. 

The benefits which came from utilising social media were the sightings and names that were sent forward that the person socialised with. The responses and information received as a result of the appeal created further lines of enquires for myself and my colleagues to follow. An example of positive outcomes from social media use by police was shared by Connected Cops (2012) when Swimmer Tom Daley was abused online via social media. After investigating, police were able to track down and arrest the individual concerned in the abuse. As a result of the social media appeal post being posted on various social media accounts, information was received to suggest the person had got on a train to Essex which resulted in the person being located in the Essex area and dealt with appropriately by police.

The negative aspect of my social media appeal however were the same circumstances as Tom Daley. Persons began making comments on the post were about the individual concerned regarding his behaviour, lifestyle, and appearance. Thus, evidencing the negative side of social media as it took away the attention from the appeal or problem in hand. As a result of comments made and false sightings, extra work was created for myself as I had to follow up the false sightings. It also created more work for my colleagues on the social media team who had to spend time going through the comments in a bid to remove anything offensive. This additional work can be time consuming and take officers away from carrying out more effective lines of enquires. The additional work added onto the social media department can cause a backlog for other matters that need to be dealt with such as monitoring social media pages and answering messages from members of the public. 


Now What?

With social media becoming a key tool now used by police forces, it has also become a faster way for members of the public to contact police. People can now report online such crimes or incidents of anti-social behaviour, low level thefts, and criminal damage. It is also a way for members of the public to find out what is happening in their area or for police forces to reach out to their communities, however the downside to this is that now due to the ease of access in reporting such incidents and live updates from police forces with regards to ongoing incidents or world events. Social media has now created a sense of higher expectations out of the police, Fahy (2012) suggests in the police foundation article, “it can be a really useful tool, but you need to put a lot of resources into your control room”. With high levels of information coming in from various platforms it takes a large amount of time and resources to ensure information is accurately recorded and received from members of the public, this can place a huge amount of demand on officers and staff alike to ensure no information is missed and to ensure it is acted on and recorded correctly.

Police forces will now need to place a huge emphasis on their communication department and social media teams to ensure the above is achieved, this can place a significant demand on already stretched resources within the police community. 

Police Foundation (2014) stated that police forces need to manage and analyse the data they receive effectively and quickly, when dealing with critical incidents it is essential that information is analysed at speed and is disseminated to parties effectively. Such process takes time and forces are still in the process of setting up systems and monitor social media use for intelligence purposes. This process could help police forces across the UK investigate crime but will come at an additional expense to each force.

Conclusion

In conclusion, social media can be a great way to help build a better relationship between the police and the community. Utilising social media to help investigate crime, find missing people, appeal for information, and let local communities know what is going on where they live are all great ways to build rapport and build closer relationships. Whilst currently there are no set rules or guidelines on how social media should be used, each police force has set its own force policy and guidelines on how they would like platforms to run and operate. As social media becomes more influential in people’s lives, and an easier way to report and share information like photos, videos and messages, police forces can envisage that their social media platforms will only become busier, and demand become higher. This can come with such issues as information missed, messages going unread, delays in responses due to demand and sometimes even serious incidents being reported in the wrong places. HMIC and other departments alike will need to come together to ensure a plan is created to help support and provide guidance to police forces to ensure social media is a safe, helpful, and secure place to report and receiving information. 
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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:

This essay will discuss and reflect on my flexibility in leadership styles that I have adopted during my time as a response officer.

I will critically analyse strategies that I have developed to manage a range of different operational situations.

I will also consider leadership models commonly used in policing, and how I have been able to apply a change in leadership style’s / strategies to reflect changing circumstances.

To answer this question, I will use Bortons reflection model tool (physio-pedia 2006).

What?

Leadership within a policing context is an essential skill to ensure duties and responsibilities are carried out to the highest standards. It is essential that supervisors and officers alike are equipped with the necessary leadership skills to ensure the smooth running of their teams and any calls they may attend. 

All police officers work towards a common goal, this is to ensure the public are served to the best of their ability and to ensure investigations and crimes are investigated to the highest standards.  

There are many different styles and ways in which leadership can be described, the college of policing have broken down leadership styles into 5 separate stages which are: -

· Stage 1 – everyone as a leader
· Stage 2 – first-line leaders
· Stage 3 – mid-level leaders
· Stage 4 – senior leaders
· Stage 5 – chief officers and staff (college of policing 2021)
The college of policing (2021) explored what key aspects are expected from the five leadership styles, following extensive engagement with the police service they explored six elements of leadership. They were:
1. Inspiring common purpose
2. Developing and valuing people
3. Building an inclusive workplace
4. Leading across boundaries
5. Performance and improvement
6. Understanding self and others (college of policing 2021)
 
The National Police Improvement Agency’s (NPIA) (2011) research into leadership styles and how receptive officers were to them showed that police officers who undertook a transformational leadership approach were leaders that sought to inspire, set a vision, and make a positive contribution. A transformational leader therefore may be viewed as a more effective leader than those who don’t set out the above. Each leadership style is unique, some officers respond better to certain leadership styles.

The NPIA (2011) study also showed that transactional leadership undertaken by police officers relied more on rewards and punishment, and a management by exception (acting only when there are deviations from expected behaviours and/or service delivery). Unlike traits of a transformational leader, transactional leaders may have fewer positive impacts on subordinates.

The NPIA (2011) study showed that the mixed style leadership which combined a mixture of transactional and transformational behaviours may be more effective than the leaders who relied solely on transformation behaviours.
 
The above leadership styles and behaviours are some of the styles I have adopted in certain aspects of my policing. Whilst the above styles may have suited me in certain situations, these do not provide a blanket style approach for all officers. Each officer has different needs and different requirements from leadership, meaning that some line managers may need to adopt a different style of leadership and cater to each individual officers needs and requirements. 

Denton (2020) states that there are many leadership styles which are adopted in policing, and some are more prevalent than others. One of the most common types of leadership styles is Autocratic leadership, which is defined as someone who sends direction from the top. It is normally a singular figure such as an individual who leads a team or company. Autocratic leaders determine such things as strategy, policies, procedures, and which way an organisation or team should be heading. These types of leaders can dictate to subordinates. Authoritarian leaders are not normally collaborators, do not seek feedback often and prefer to be the individual in charge and hold power.
Denton (2020) then moves onto the next leadership style which is the laissez-faire leadership style, this is defined as an individual who adopts an empowering leadership style. This type of leader approaches situations with a hands-off approach and trusts employees to complete tasks or deal with situations without continuous questions or micromanagement. These types of leaders like to leave the decision making with their colleagues and are readily available to provide feedback when needed.
Denton (2020) states that one of the most popular and often used types of leadership styles is transformational leadership. This type of leader tends to use their charisma to engage others, they like to connect with their employees and increase their motivation. This type of leader is normally a considerate and conscientious leader, they will normally tailor their approach to suit the individuals needs and requirements. This type of leader is inclusive and will ensure their team reach their goals and will seek to improve performance through innovation and creativity.
Lee (2023) states that another commonly used leadership style is democratic leadership, this is defined as participative Leadership, which involves gathering input from colleagues allowing each person to contribute to any given task or situation. This type of leadership style lets others feel engaged and an input in any final decision or outcome. These types of leaders are creative and ensure contributions come from all parties when dealing with a project or task. 
Each of these leadership types serve a purpose within a police context and individuals can base their approach and leadership style on one of the above.
So what?

Within my current role as a frontline response officer, I am often faced with an array of situations throughout my day. When dealing with incidents, it is imperative I take the correct approach to ensure each incident is dealt with effectively and without escalation. One incident I attended was reported to police as a domestic incident between a female and her male ex-partner, the male in question had prior dealings with police and had various warning markers for violence and other violent offences. Once I had carried out checks on the dwelling and persons involved in the incident, it came to my attention that I had dealt with these persons during a previous incident. Due to the threat, risk, and harm involved in this incident an officer with a taser was required to attend, as I was the officer in possession of taser I became the lead officer for this call. The leadership style I adopted at this point was autocratic leadership, it was essential that policy and procedure was followed due to the nature of the call.

The initial call received stated that there was an ongoing domestic incident between two persons within a dwelling and that one person was in possession of a knife. As I was the only taser officer on scene it was my role to secure the subjects and ensure neither myself, my colleagues or any other persons came to harm. Upon arriving on scene, I had a discussion with my colleagues and delegated roles and responsibilities to each of the team. My colleagues and I, then approached the address and were faced with the male who had left the property and had confronted us by the front door of the address. The male was extremely agitated and made direct threats to assault any officer who approached him. Due to this change in the situation, I changed my leadership style to adopt the transformational leadership style, at this point it was essential we worked as a team and that each of us used our individual skills and experiences to bring the male under control.

Once we had secured both subjects, I made the decision based on the information and intelligence known at the time to arrest the male. I then asked the special constable and one of my police constable colleagues to remain on scene to obtain a statement from the female. By delegating these tasks between the team and assigning roles and responsibilities to each colleague we were able to work as a team and investigate the incident thoroughly. 

In this incident, as one of the most experienced colleagues on scene, and the officer carrying taser it was natural to me to take a leadership stance. At stage 1 in the leadership role it states that officers should ‘have a good level of self-awareness and demonstrate emotional self-control, be adaptable in your style and approach according to the situation and be able and willing to have difficult conversations where necessary, to challenge decisions and invite and accept challenge’ (college of policing 2021). By implementing these steps within my delegating and decision-making process it made having those conversations with my colleagues more fluid and understanding. Sometimes taking direction from a colleague of similar rank or one whom has slightly more experience than another, can on occasions make colleagues unengaged due to jealousy or a resistance to not being told what to do by someone of the same rank.
My leadership style portrayed during the incident would be stage 1 ‘everyone as a leader’, all officers need to be and can be leaders when on duty. However, this can all depend on experiences, time served, skill level and confidence in certain aspects of crime solving or incident resolution. In the ‘everyone as a leader’ role officers need to be aware of boundaries and ensure colleagues understand that at times more experienced officers will naturally take the lead. To help with that the college of policing have laid out some key aspect’s officers should be aware of, some of them are ‘understand your role and where the team fits into the organisation, be aware of team’s priorities and invest in building relationships with colleagues and partners outside your team’ (NPIA 2011).

Now What?

The college of policing (2023) have introduced a police leadership programmed as part of the National Centre for Police Leadership (NCLP). This programme is aimed at all staff and volunteers who work in the policing environment. Its aim is to help develop leadership throughout officers and staffs’ careers to ensure the correct skills and knowledge are being taught. This programme will also aid any person who wishes to apply for promotion. Within the five stages of the programme each stage will tailor its approach and style to the appropriate rank, with stage one aimed at constable level and those who have not joined through the PEQF or DEHEP entry routes through to stage five which is then aimed at chief officers or staff of a similar standing. With the UK government (2021) looking to introduce 20,000 more officers by 2023 the above programme will assist existing officers in helping them identify their leadership styles in a bid to assist less experience officers as they come through their careers. 

The college of policing (2021) believe that each officer should develop and undertake a ‘everyone as a leader role’ whilst working on the frontline or within a department role. As a everyone as a leader role officers are expected to, play an active role when dealing with the community and deliver high standards when serving the public.	Officers should act responsibly and within force guidelines and policies when incurring expenditure within the organisation. As officers they are expected to efficiently assess a situation and take appropriate action while demonstrating tenacity and perseverance. Front line officers are expected to quickly absorb and understand orders and instructions that are delegated to them, but also be curious and ensure to ask question to fully understand their tasks. Police officers should also contribute to new and improved ways of working and demonstrate creative problem solving with the ability to respond to new challenges.		

Conclusion

In conclusion, it is important to self-analyse and understand the type of leader you are. Naturally as police officer develop and become more comfortable within their roles their leadership styles will naturally develop with them. Officers will often change between various types of leadership roles as they grow within the organisation, it is important to recognise that each situation and incident that officers attend will require a mixture of leaderships styles or one style.
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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:

This essay will discuss and reflect upon coaching and mentoring and the definitions into what each topic means. This essay will also look at coaching and mentoring within in a policing context and what theories are used in policing. 

This essay will also review my three-year probationary period and how mentoring and coaching has benefited myself, how is has helped me to meet personal, professional, and organisational goals and how it has aided me to learn, develop and perform in the workplace.

To answer this question, I will use Bortons reflection model tool (physio-pedia 2006).

What?

Coaching and mentoring are tools used to help individuals develop and nurture within a role. Within an organisational structure coaching and mentoring tools are used frequently to get the best out of staff and leaders within an organisation. 

Coaching can be defined as ‘someone who provides guidance to a client on their goals and helps them reach their full potential, and mentoring can be defined as someone who shares their knowledge, skills and/or experience, to help another to develop and grow’’ (PushFar, 2020). Coaching can be a fantastic way to develop an individual around a specific goal or area of improvement, this can create a more skilled person for an organisation. Mentoring can be classed as a ‘two-way street’ whereby both individuals can learn off one another and share ideas. Mentoring can be a more nurturing role whereby one party takes on the lead and the other learns and develops from their actions. 

From a coaching aspect these relationships tend to be more short term but can sometimes last longer, they tend to be more performance driven and are normally more structured with monthly or weekly reviews being held to track and discuss performance (Zust, 2017).

A mentoring role tends to be more long term and more development driven, taking a more holistic approach to tasks and situations. Reviews between the mentor and mentee tend to be more informal and topic-based discussions with feedback provided on areas of development (Zust, 2017).

Coaching and mentoring is also used within a police context, its role serves the same purpose as it would with any other organisation. Development and building experience are essential for an organisation to grow and keep up with modern day needs and expectations. In 2018, The Police Superintendents’ Association launched a Coaching and Mentoring Programme, in collaboration with the College of Policing. The programme provides 
training in becoming a coach or mentor, enabling officers and staff across the policing family, access to informal, flexible support to help their professional development. More than 700 mid-senior level police leaders are now trained and available to provide one-to-one support in a way that has not been available before (Wallace, 2018).

The coaching and mentoring programme introduced by The Police Superintendents’ Association has been endorsed by the college of policing, the college of policing are the lead for education and reform within the police. The endorsement recognises that the programme is flexible and informal meaning that you can contact a coach or mentor through the programme and discuss how best it can support you (Wallace, 2018). Once this has been decided you can then decide how you would like to contact your coach or mentor giving ease of use to the person using the programme. The programme can help with such areas as promotion, gaining skills or experience or increasing your confidence at work 

For those already providing coaching and mentoring the feedback has been that they have benefitted hugely from the experience. Whilst providing an invaluable service to colleagues, it also provides useful experience and development in supervisory and leadership skills that are beneficial in other areas of work (Wallace, 2018).
 
 
So what?

Coaching and mentoring can vastly benefit within a policing context, it can benefit retention rates with new recruits and serving officers, improve job satisfaction and even help with knowledge and understanding around law and policies implemented by forces. BrightHR (2023) state that when an employee is coached or mentored it makes them feel more valuable. By mentoring or coaching officers, it can create a strong relationship with mentees meaning any questions can be asked directly to a mentor which can then in turn monitor an officer’s progress.

With supervisors not having time to lead development or keep up to date with all the latest training and policies out there, having coaches and mentors to come in and help with this upkeep can reduce stress on supervisors. Ashley-Timms (2006) states that supervision is an essential part of a person’s continuous professional development (CPD), without this organisations are at risk of not monitoring their employees health and welfare. It is also supervisors that ensure standards are maintained and any issues are dealt with effectively, supervisors can also provide a degree of reassurance when persons are new to an organisation. Ashley-Timms (2006) also suggests that having a coach bridges the gap between theory and practice, the mentor or coach can use their supervision sessions to help coach and develop a person on any real time or specific issues.

Coaching and mentoring can help develop officers and supervisors by identifying areas of development and implementing plans and training to aid in this, coaching helps develop a positive relationship for officers and their forces along with their senior leadership teams (Magny 2021).

With frontline police officers becoming increasingly busy with their day-to-day duties, they can sometimes fall foul to bad habits or lack of knowledge in areas. Due to the demand placed on officers sometimes they fail to identify these shortcomings. By having a research-based approach coaches and mentors can identify and develop officers in the organisation, create a more positive change to persons with the organisation and help develop staff to create a sustainable work environment and work on continually developing individuals (Magny 2021).


Now What?

Coaching and mentoring has been a common theme for myself since joining South Wales Police, the role of a police constable is complex and ever-changing role. The requirement for self-development and professional development is ongoing in this role, since joining the role and beginning my journey within the initial training phase which was a six-month classroom and practical training phase, coaching and mentoring has been used since the very start. 

During my initial training phase, we were assigned a trainer who would then be with us throughout the initial six months training, throughout this phase we were told we would have quarterly reviews with the trainer in question where feedback and development advice would be given. This feedback provided by the trainers would help develop our skills early on and provide the knowledge on how to develop further ourselves with the help of the trainers. This coaching phase within the initial training phase would then set the expectation to help us move to the next stage which would be the tutorship stage. 

The tutorship stage would be classed as the mentor phase, each officer like me would be assigned a tutor, this person would then act as a mentor for 12 weeks. The tutor is normally an officer with experience within the role we are learning and has advanced knowledge and training to help officers like me develop and become independent officers. The tutorship phase is a continuous development phase whereby after each incident, investigation or action completed the tutor and myself the tutee would reflect and discuss positives and negatives, these would the develop my development areas where would work on for next to perfect and become competent in those areas. During this phase there were times where I felt inexperienced to deal with what was in front of me and I had concerns about certain aspects of policing, I fed these back to my tutor and we were then able to target those specific areas for future development. The mentoring I received from my tutor was open, honest, and relevant this meant that I was able to adjust my goals and development plan as I moved through the tutorship phase.

Like the initial training phase, the tutorship phase had three reviews these reviews were with the area training officer (ATO), the area training officer was the officer responsible for all the student officers being tutored in their sector at this time. The tutor officers would feedback to the ATO’s on how their student was doing, they would report back any concerns or areas for development. The rational for this was to manage expectations for the force, the tutor, and the tutee to ensure a successful tutorship for the officer to pass and become independent officers and their allocated stations. Feedback from the ATO to myself at the tutorship phase was minimal, this was due to the vast number of officers with different needs and requirements from the ATO. The ATO was unable to visit in person at this time due to COVID-19 meaning that all the feedback and or reviews were completed via skype, this sometimes left an impersonal feeling and feelings that the reviews and discussion weren’t being fulfilled as much as they could. The feedback and development conversations were primarily left to the tutor officer. Cohen (2023) states that online learning and feedback can be an advantage due to the student having time to study at their own pace, the flexibility and convenience such as being able to work on the go or have meetings at various locations. The disadvantages stated by Cohen (2023) were such issues as isolation, lack of face-to-face interaction and technical difficulties. For myself as a learner the lack of face-to-face interaction left me feeling with a lack of ability to discuss topics with my ATO and fellow students, this created a distance and a feeling like I was missing out on the student community.

As the tutor phase moved on, I felt myself becoming more and more confident in my abilities and my decision making. I was able to take the lead more and more at calls and interviews and was then able to tell my tutor my thought process and decision on what to do rather than my tutor sound it out to me and wait for my thought on the decision. The support I received from my tutor and the colleagues on my team was more than sufficient for myself, I felt the support and help I got from my tutor was tailored to my learning style and was explained to me in a clear manner. The senior colleagues on team with the most experienced also supported me if my tutor had a day off or had annual leave, they would take me with them, and I would learn other styles of policing and different methods in how to manage incidents meaning I would benefit from extra knowledge which would aid me further in my development. 



Conclusion

In conclusion, coaching and mentoring is having a more profound place in modern day policing. It is helping support, develop and nurture officer’s young in service and is providing a more structed way for officers to develop and define their skills. By using a research-based approach in policing, forces can adjust and tailor their coaching and mentoring plans providing a better service for users within the organisation which will in turn provide a better user experience for persons encountering police.

Coaching and mentoring has been a positive experience for myself overall within my three-year probation period with South Wales Police, the structure in which the coaching and mentoring is laid out has been easy for me to understand and work with. From the initial training phase where I was first introduced to coaching and mentoring to then having my own mentor in the form of a tutor has enabled me to develop my skills and progress me through the phases with ease. I feel I have now entered my last year of my probation with a new sense of confidence in my abilities and personal development within my role. 

Moving forward with South Wales Police I have now set myself new aspirations within the organisation that has now set me new development goals to achieve the next stage of my career, this will be an ongoing continuous development where I will be seeking further coaching from officers within my chosen department. 
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