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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:

I am currently studying and working in my final year of probation for South Wales Police where I have worked on countless cases and attended many calls. This final year has seen my skills as an operational officer grow in confidence for many reasons mainly due to the level of experience currently on my team of colleagues. In my own opinion, my confidence as a police officer has increased significantly and I believe I am performing optimally comparatively to targets given by my sergeant as well as the expectancy the force and the College of Policing expects of me.

The College of Policing plays a vital, strategic role in professional policing across the UK for several reasons. Firstly, the College of Policing is an educational tool utilised by forces for frontline officers to educate themselves during the initial training period as well as throughout their career in policing. The website provides webpages which contain the national policies, procedures and generic guidance from multiple sources such as the National Police Chief Council (NPCC) and the Authorised Police Practices or APP which are practices nationally used by forces such as the National Decision-Making Model. These nationally used guidance and practice pages ensure that all police forces are conforming to the expectations set out by senior management of force design and regulations as well as the expectations set by the government and the public. 
The College of Policing also provides a summary guidance on best evidence available for specific crimes in their section on “Evidence Briefings” (The College of Policing, N.D) this section provides guidance to officers nationally on the agreed opinions of police forces for which evidence is best for demonstrating the points to prove. At current, there are only 5 sections including drug, knife and neighbourhood crime as well as crimes against women and restorative justice. This is beneficial in the strategic role of professional policing as it aids police officers in advising which evidence is best for showing the points to prove. The sections also provide intervention and prevention guides to the crime and how measures can be taken to stop further crime from occurring. In relation to my career as a police officer thus far, I have utilised this section from the College of Policing to aid in the intervention and prevention of knife crime. It assisted with how I involved and engaged the neighbourhood policing unit to reassure victims of knife crime and encourage giving up bladed articles within their home as they run a scheme at the time where it was shown that carrying a bladed article is more likely to involve that person in knife crime.
As of 2022, The College of Policing have created a “5 Year Strategy Plan” in which they detail what they wish to improve on which they label as “ambitions”. These “ambitions” contain statements such as building trust and a fair culture and transforming policing leadership as well as boosting core skills (College of Policing, 2024). Their 5-year plan correlates to how I am conducting myself during my tours of duty whereby I am always striving to boost my core skills such as my golden hour enquiries, my communication skills with members of the public and my confidence in arrest and interview. Utilising the resources available on The College of Policing, I was able to improve my core skills as stated above by reading and analysing the resources available on The College of Policing. Several sections about the standards of interviewing, conflict management and theories of communication have aided my progression during my final year of my probation where I have sought advice and guidance on where I may improve my skills as a police officer.

Reflecting on my final year of probation, I believe I have improved significantly in my independence as a police officer. This year has seen my self confidence grow in my ability to manage the duties of a competent police officer. I have noticed this growth through feedback from my supervisors as well as the trust in me from my colleagues. Critically reflecting on my final year of probation there have been many positives and negatives in which I have seen my role change as well as my performance.
Firstly, my final year of probation has seen my role as a police officer change as I have been given more and more responsibility on shift due to my experience comparatively to those who may have only just left initial training and tutorship. Due to my team being consistent of newer and lesser experienced officers, my sergeant has relied on those who have higher experience to guide those who are new to the team and less experienced officers. These guiding officers include myself where my responsibilities have included tutoring newer students for some days. Although I have not received any official training for this and was covering for their tutor, this experience has driven me to demonstrate my competence as a police officer. This theory is known as the “Protégé Effect” where it is shown in many studies throughout history that a person who is teaching or preparing to teach learns the information they are going to teach more (Shatz, N.D). This theory demonstrates that whilst I was assisting in the tutoring of the newer students, I was in turn, bolstering my knowledge of policing due to the Protégé effect. As my responsibilities grew in my final year of my probation, so did my knowledge and skills due to the responsibilities including that of tutoring new students and as evidenced by the protégé effect, this was achieved via the responsibilities handed to me. It is therefore beneficial for officers like myself to engage themselves in more responsibilities during their tours of duty such as tutoring to further their skills, knowledge and progression as a competent police officer.
Another critical analysis of my final year of probation is that I saw myself becoming more independent in my role as a police officer and found myself attending certain incidents alone and managing a scene by myself. This includes being thrown into certain calls and incidents in which I am not so confident in dealing with and being able to manage that incident by myself. I found this to be a beneficial learning technique as I learnt from my own mistakes, chose to make my own decision and sought guidance myself rather than being educated by my colleagues. This role of self-learning can be evidenced in the theory of Behaviourism. Behaviourism is a theory of learning whereby it can be defined as “a theory of learning based on the idea that all behaviours are acquired through conditioning, and conditioning occurs through interaction with the environment” (Cherry, What is Behaviourism?, 2022). In the context of policing, this is applied to the situations I found myself in whereby I would attend a call such as a road traffic collision or investigate a burglary by myself and due to attending so many of these calls on my own or being stressed about being independent at these incidents, I learnt more from it due to the mistakes I made, the learning I chose to engage in and independently learnt the “behaviours” and concluded on an ideal “step by step guide” on how to correctly manage these types of incidents effectively. Behaviourism evidences the progression and change in my final year of probation as it highlights how I was able to improve my individual confidence in attending, managing and effectively concluding incidents by myself.

This final year of my probation has saw me evidence how I am able to correctly and professionally conduct my role as a modern-day police officer in many ways. Firstly, the modern-day police officer role has changed dramatically since its initial start when Peelian policies and procedures were announced. The founding days of a police force/service were established by Sir Robert Peel who came up with the “Peelian Principles” in which an officer would conduct his or herself on duty. These principles included an officer being from the community they served to show representation in the force, the power of the police force is given by consent of the people they police and that the respect and approval of the public ensures cooperation with the police (Police Success, 2021). Although they are still relevant to modern-day policing, the role of a police officer has changed dramatically where the police force has become one of a “reactive service” rather than a preventative service. This means the focal point of the police service is that it responds and reacts to crime and situations rather than the prevention of it whereas at its initial establishment, the police would aim to prevent crime by way of having officers “On the beat” and walking throughout communities, having high visibility and also engaging heavily with the communities and members of the public they served. 
My final year of probation has therefore evidenced my role as a modern-day police officer in many ways. As per policy and the completion of my probation, I must complete my “OCP” or “Occupational competency performance checklist” which includes a range of incidents and scenes that I must attend, provide evidence for and be confident and competent in dealing with. This is evidence as to how I am achieving and conducting my duties as a confident modern-day police officer as I have completed nearly 80% of the duties listed within my OCP before its 6-month review. The officer overseeing its completion and my area tutor has commended myself for the number of incidents I have attended and the near completion of my OCP a long time before its due for its final review. This OCP is required by every serving police officer, every year until their probation period is reviewed and completed by the area training officer where, if all is correct and competent, the officer can then be signed off as a police officer out of their probation. If I continue to meet targets and dates, I will likely achieve this and fulfil my duties and role as a confident modern-day police officer.
Another piece of evidence that shows how I am fulfilling my role as a modern-day police officer is the management of my workload and continuation of results from my investigations. Throughout my final year of probation, it has been evidenced that many of my investigations and cases have resulted in charges from the Crown Prosecution Service as well as successful sentences seen in court. These investigations and successful cases are evidence as to how I am fulfilling my role as a modern-day police officer as it is concluding that I am achieving the best results from the work completed by myself which is successful convictions and results from my work. Competence Motivation Theory explains this whereby it states that consistent and evidenced success improves the perception of competence where an individual may become more competent from the success of his or her work. (Horn, 2014). The continued successes of my cases and investigations resulting in sentences in court demonstrate that I am becoming more competent in fulfilling my role as a modern-day police officer.

In conclusion, The College of Policing is an extremely beneficial tool in which I have utilised during my final year of probation. It is evident that many persons strive effort in providing the resources on the website which are efficient and effective guides that can assist officers on the front line or investigating crime. I have utilised The College of Policing multiple times during my final year of probation and without it, I would not have the guidance I needed for several of my cases.
Furthermore, my final year of probation has been evidenced to be successful and projected to continue this trend with the completion of my OCP, and further cases with upcoming court dates with predicted and hopeful successful outcomes which, as per Competence Motivation Theory, further demonstrates my effective competency as an efficient modern-day police officer.
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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:

The use of social media is a powerful tool in order to facilitate the engagement and notification of the public in mass. Its uses are broad and can be employed to conduct a host of initiatives which can benefit the police.
Firstly, South Wales Police has a section on their webpage informing the public about the use of social media and why South Wales Police use it. They state that it is a tool used for reporting crime whether that be through the online reporting forms or swp101 email. The section explains the use of online reporting and when it should be used such as in a non-emergency incident (South Wales Police, N.d) It further informs persons that if they comment under South Wales Police’s posts then they will be liable for any action taken against them if the post is derogatory, racist, sexist etc. and that the force has the ability to disable the comments under the post if required. Finally, the page informs the public of the complaint’s procedure and the correct channels to fulfil this under instead of commenting under their social media posts. These rules help to notify the public of the standards expected under their social media posts to keep it formal, civilised and professional.

Social media is utilised by the police in many ways to help aid officers on the frontline as well as informing the public of ongoing affairs. The most common form of this would be the posts formulated on Facebook called the “media appeal” or “media message”. This media is requested by officers on the frontline to put a message on the social media account of South Wales Police for two reasons. The first being an appeal for information which could include the identification of a suspect, the whereabouts of a missing person or any information that the public may know about an ongoing investigation which may be lacking witness evidence. This can be both beneficial and detrimental for the investigating officer for a number of reasons. Firstly, persons from the general public are able to inform the investigating officer of any evidence they may not be aware of at present and therefore, may be able to provide evidential witness accounts which further bolsters the evidential value of the case. With more witnesses identified with corroborating accounts, the more likely a successful resolution to the crime is seen. An example of a social media post which has assisted police with an investigation is in 2011 where Kentucky State Police in the United States of America have posted photos of jewellery, a tattoo and a facial composite which eventually, with the public’s assistance, helped the police identify the deceased person after 10 years of investigation (Highland, 2011). However, if persons under these appeals are providing false or misleading information, then it may divulge the investigating officer away from evidence or lines of enquiries which will lead to more evidence coming to light. Due to the comments not being monitored, it is easy for the public to lie and misconstrue accounts under the comments and therefore, lead the investigating officer astray. In my experience, it has happened only a minute number of times before where I was searching for a missing person and a media appeal message was put out with responses sending myself and my colleagues looking in places that were false or hours later where the missing person was not. It took up a lot of time and resources to search these enquiries when they could have been focusing on target areas or last known locations instead of following leads posted by persons under the media appeal.
The second use for the media message/appeal is the use of informing the public of ongoing affairs and to assist the public avoiding ongoing incidents. This is especially prolific with the Roads Policing Unit who consistently place media messages out to the public if a main road is affected from a road traffic collision or ongoing incident. This assists the public in planning and preparing their journey especially during rush hour or around a normally heavily congested road. The use of social media to inform the public of ongoing investigations and successful ones also has a positive effect on the public’s perception of the police. The police regularly utilise social media to post important investigations which may have effected the lives of many people in an area such as a county lines drug deal operation, a major or critical incident resolution or the charging and imprisonment of prolific or high priority offenders. The posting of these incidents shows the public of the police’s recent work and successes to bolster the perception of police protecting and serving the community it works for. It is described as a way to influence the public’s perception of policing and ensure that a positive outlook on the police’s work is maintained and upheld to ensure that the public always have a good relationship with police when conducting their business on duty (Denef, 2012).

At current, South Wales Police uses multiple social media sites which allows them to communicate with the public. As per their page of social media links, South Wales Police uses Facebook as their predominant source of social media with other accounts including Instagram, WhatsApp and TikTok. The benefit of having multiple social media accounts is the range of audience able to be reached by all the accounts. If South Wales Police was only able to incorporate their posts on Facebook then those who only use Instagram or TikTok for example, would not be able to be notified of any ongoing road closures, any prolific offenders being charged and more which reduces public engagement and reassurance (Thompson, 2024). Another benefit of having multiple social media accounts is that it makes it more accessible to provide a better ‘customer’ experience to the public if they for example, had questions about an ongoing case, if they wish to be further informed of the outcomes of certain trials etc. This not only allows South Wales Police to provide better responses to those under their social media posts, but it also allows them to gauge what posts gather the most attention and recognition and tailor that desire to more posts relating to it. If the force provides information about what the public wish to, it is likely to gain more engagement, more following and overall, more involvement with the public further tightening the bond between South Wales Police and the general public. On the other hand, more engagement does mean more responses to be monitored. Correlating the policies and rules outlined by South Wales Police, they state that their comments are not always being monitored and sometimes have to be disabled if deemed necessary. If more engagement is sought from multiple social media sites, it requires more staff to monitor these social media posts being produced in order to facilitate the rules and regulations outlined around the use of social media. South Wales Police will then have to incorporate a larger budget for the salary of social media staff in order to monitor, regulate and control the social media posts so that they can continue to use the social media sites to influence positivity for the police on their social media.

There are several examples of both positive and negative outcomes of a police forces use of social media.
Firstly, there are numerous cases in which officers on the frontline have utilised a social media platform to communicate however, have used it and breached social media guidelines which have resulted in a formal investigation. It is allowed by forces nationally that officers can use personal social media platforms so long as their activity on social media sites aligns with their code of ethics as they are representative of their force whether the public are aware or not. An example of this is demonstrated through an article from BBC News whereby it states that “Of 828 cases in England and Wales from 2009 to February this year, 9% ended in resignation, dismissal or retirement” relating to the misuse of social media by officers (BBC News, 2014). This demonstrates that officers are illegitimately using social media and are then being investigated for breaches in social media. The article provides several examples including some which involve threatening messages to members of the public and a sergeant making remarks of senior officers on site. These are all examples of how social media may be misused by a police force which can, in turn, effect the perception of police overall particularly if it is then broadcasted that the breaches are found to be guilty and publicised having a further negative effect on the public’s perception of the police. It can also set a bad example for members of the public who may look to police forces nationally and their officers/staff as role models of how to be behave on social media.
Another misuse of social media by a police force is the Los Angeles Police Department when on February 26th 2020, they posted a photo of Matthew Jacques stating he was wanted and for the public to not “detain or apprehend” him but to call 911 if there were sightings. The force published this and the public flooded the comments of the post informing persons of Jacques place of work, personal life and further details of his lifestyle however, Jacques wasn’t actually wanted and only missed course dates in relation to a charge of drunk under the influence in 2017 (La Ganga, 2021). This post posed detrimental threat to the “wanted male” Jacques as persons were reported to try and identify intrusive information such as the home address and family members of Jacques. Further, members of the public ignored the request made by the Los Angeles Police Department where they stated to not detain or apprehend the male but did so anyway on multiple occasions. Failures and drawbacks like these then create a negative view on the police who may be seen as incompetent or misleading as the public have entrusted the police with the post in hopes of action being taken against what was believed to be a serious offender despite no evidence of this being present. It further had a heavy detrimental effect on Jacques who was likely traumatised and isolated because of the incident due to the amount of public attention and outcry he faced.

In conclusion to the analysis, the use of social media for a police force is a positive and beneficial tool able to be utilised to identify suspects, the whereabouts of missing people and outstanding witnesses in investigations if the information given by the public is deemed to be truthful. These matters would need to be investigated by police fully due to it being third party evidence to ensure the information given can be trusted. It also requires an efficient workforce which is trained and educated on the use of social media to ensure that comments made under the posts they create are regulated according to their rules. Social media also plays a powerful role in the influence of the public’s perception of the police and if positive posts recognising the good work a force does then it can be portrayed that the force is efficient in its workings.
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Task 3

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


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

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




ANSWER:


Leadership styles are vital in the role of a police constable as you have to be able to effectively and efficiently manage an operational incident which may involve perpetrators, victims, witnesses, evidence and environmental factors. Being able to effectively lead the incident and situation allows an officer to carry out his lawful duty of identifying and dealing with crime. 
There are many Leadership styles and strategies which can be implemented in a whole host of situations where a constable may have to be flexible in his or her approach dependent on factors presented to them. Firstly, Leadership styles can be defined as a “leaders’ characteristic behaviours in directing or managing groups of people” (Nickerson, 2024). These characteristic behaviours can then be categorised further to create a singular “style” of leading a situation. Many popular styles such as a Laissez Faire Leader and Autocratic Leader are utilised not only in policing but in businesses around the world.
A constable’s requirement to be flexible in his or her leadership styles is vital to the control of a situation as their behavioural characteristics will affect how those around them will behave. The Betari’s Box method is an example of how a person’s behaviour affects those around them. The College of Policing include this in their “Conflict Management Skills” where they explain that if a person’s attitude is aggressive, it makes others around them want to become aggressive and therefore creates a “vicious or virtuous circle of communication, based on how their attitudes and behaviour respond to each other.” (College of Policing, 2020). If a constable is therefore locked into this cycle of behaviour, there is no opportunity for de-escalation, solution to the issue or possible escalation of the initial circumstances. A constable must be able to switch his or her leadership styles to combat and deal with the factors therefore presented to them such as aggressive persons, amount of involved people etc. From personal experience, it was difficult to begin with to identify which situation required which type of leadership style and although I am now able to confidently switch between several types of styles, I do focus on utilising strategic leadership. This style of leadership is defined as the style that “balances the ability to influence teams to make decisions that lead to long-term success”. Within day-to-day work, I have to take control of situations and analyse the incident in front of me by recognising what evidence I have, any identifiable witnesses, victims and/or suspects and what the most appropriate outcome and offences I have. As South Wales Police is a victim led service as are many other police services due to the “Policing Vision 2025” (NPCC, 2016) where the victim ultimately decides what they wish to do with the incident whether it be a restorative justice process or wishing to progress to court, there are also powers and policies in place that sometimes takes the decision from the victim in order for the safety of those involved. Therefore, identifying and deciding the appropriate conduct to pursue in an incident is vital so that the victim can be informed of the outstanding options they have and what actions must and can be taken so they can make an informed decision on what they wish to do. 
In other situations, it is also adopted by many police officers to use the “Autocratic Leadership” style in order to ensure that the constable’s point is heard by all at scene and most importantly, in the control and containment of identified suspects who may be aggressive and disturbing the scene itself. Autocratic Leadership is defined as a “management style characterized by individual control over all decisions” (Practical Psychology, 2024). This management style was adopted by myself after observing colleagues of mine manage situations particularly those which involve violent or uncooperative offenders. I found this management style to be useful as it demonstrated a key focus on the leader which I established as myself in the situation. With that, I was able to influence and control the scene and incident by directing colleagues where required, manage offenders and de-escalate if required.

Utilising both of these leadership styles it is important to understand their strengths and weaknesses in order to apply them to the correct situation. Firstly, critically analysing the leadership style of Strategic Leadership.
A theory which supports the strategic style of leadership is Survival-Based Theory. Although commonly used in the business world, this theory proposes that organisations must constantly adapt and improvise in order to survive dynamism (Chetty, 2019). This ties into the principles of strategic leadership whereby the leader assesses and utilises all available resources before concluding a decision. In the context of a policing background, this would include an example such as attending a scene and adapting/improvising based upon disclosures, statements and evidence that comes forth to then decide on a working strategy to accomplish a goal such as resolution of crime. Not only does survival-based theory provide evidence of support to strategic leadership but explains the fundamentals of it and its utility in a scenario such as the one described.
Another theory supporting strategic leadership is Human Resource theory. This theory is a developmental theory from its originating theory of Resource Theory which describes a model on the effective management of an organisation’s resources and productive opportunities. (Penrose, 2009). Human Resource theory, develops and focuses on the human aspects of an organisation and that an organisation critical element in the strategic process of its leadership lies within the people of the organisation. To this extent, the police’s investigations, incident managements and response to crime is limited by the decisions of those within the force. If the force is not educated, not resourced and not prepared to deal with demand then it is inevitable to fail. However, in context of my role as a police officer, having enough persons at scene to manage witnesses and victims as well as offenders allows for the effective management of crime so that it can be investigated with all available evidence during the “golden hour” of evidence gathering which is defined as “effective early action can result in securing significant material that would otherwise be lost to the investigation” (HMICFRS, 2023).
On the other hand, there are theories which demonstrate the flaws of strategic leadership. A critique of strategic leadership is that it can be challenging to foresee change and manage it effectively with strategic leadership. Due to this style of leadership focusing on availability of resources and preparing a strategy plan it does not account for how change factors into the already established plan and whether it can be adapted or changed (O’Shannassy, 2021). This is prevalent in policing, and it is a need to be flexible when faced with change. If a strategy is put in place by senior management at a scene or incident, evidence must be reviewed multiple times over and over as well as factors such as risk, safety etc. to ensure the strategy they have implored is the correct one to use or to rethink it to best fit the incident.
Another flaw of Strategic Leadership is that the leader themselves can become ‘tunnel visioned’ in their leadership style. The tunnel vision process is formulated from the leader looking at problems ahead and preparing for it however, they fail to identify the problems currently affecting them. In investigations, it can be impeding to not identify issues within the case that are currently affecting it such as victim support of a prosecution, lack of evidence identifying a suspect etc. as it limits the potential of a charge and resolution to the crime itself. If the leader of the investigation is hyper-focused on the issues that may arise ahead and is blinded to the ones prevalent currently, it can throw the entire investigation out.

Exercising the autocratic leadership style also has both benefits and consequences to it which can be critically analysed.
Firstly, Autocratic Leadership is solely focused on the decision making of the leader with next to no input from the group members (colleagues in context). This can be both a benefit and consequence. It can be a positive for the leader as it allows for quick thinking and decision making when faced with an issue particularly in an incident with a lot of stress. Employing this in a policing context allows for an individual officer to establish an authoritarian position and make quick decisions by way of using the National Decision-Making Model. This model is designed for frontline officers to use as a framework of thinking before taking any action during the course of their duty. The College of Policing defines the model (NDM) as a model which contains elements. Then, “Each element provides the user with an area for focus and consideration. The element that binds the model together is the Code of Ethics at the centre” (College of Policing, 2013). However, if the decision making of the leader is rash and inexperienced then the decision made may be faulty and not the most optimal approach to crime resolution. This drawback, can have a knock-on effect for others involved such as the victim in the matter where the lead officer makes a decision which may not have been in the victims wishes and may lose their support in the investigation of a crime which is vital for a case to progress to court. Despite the application of the NDM, it does not educate officers on exact choices they must make in certain situations. If that officer is inexperienced or uneducated on the matter and is quick to conclude a decision, then the failure lies with the leader.
Another critique of Autocratic Leadership is that it is limited on group input. In both policing and business, it is vital for the assistance of the group who may highlight mistakes, fill gaps of knowledge or assist in decision making for an incident. For example, an officer may attend a call in which he is not knowledgeable in the crime committed due to its complexity. If an autocratic leadership is applied, it limits the options of colleague’s present providing insight into the matter and a rushed decision is made. If the lead officer conducts a style of leadership such as strategic, they may request assistance from a colleague who is knowledgeable in that field to further assist their decision making process before concluding on a strategy (Cherry, 2023)
Finally, Autocratic Leadership can cause frustration in a policing team due to the style of leadership not including members of the team and their input into investigations (Indeed, 2024). This frustration can lead to team resistance which means that their willingness to blindly follow the leaders decision will reduce and the team will begin to fall apart without structure. An example of this would be a sergeant within a team who employs an Autocratic Leadership style and does not seek the input of persons on their team who may be advancing their skills in a part of policing that they are not so knowledgeable on and the Sergeant not consulting that member when faced with a problem around that field. Team involvement, cooperation and morale play a huge factor in policing due to the stressful environments officers in the frontline work in and being reliant on their colleagues for assistance. If the team becomes resistant and begins to breakdown, this companionship is lost and cooperation fails leading to poor individual choices and individual autocratic leaders emerging with failing results.
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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:


My three-year probation has been a mixture of highs and lows where my development and progression into fulfilling the role of a police officer has thrived under immense pressure.
In this essay, there will be critical reflection on the benefits of coaching and mentoring, professional and personal goals and how it has aided my development and performance as an operational police officer.

Firstly, mentoring and coaching can be differentiated by two definitions. Mentoring can be defined as a development style “focused on specific goals and tasks, providing guidance and feedback to help individuals improve their performance”. (Mundey, 2023). This style is therefore more coordinated by the coach with set ideas and developmental goals in mind which is pre-determined by the coach to be the most progressive way of learning the ways of the role. On the other hand, Mentoring can be defined as “a more holistic and long-term relationship, where a mentor shares their knowledge, wisdom, and experience to guide the mentee’s personal and professional growth”. (Mundey, 2023). This style of development focuses more on the personal growth of the learner. It’s approach, allows the learner to progress and learn the role of a police officer whilst being guided by the mentor to aid the achievement of the personal goals.
Throughout my career as police officer thus far, I have benefitted from both coaching and mentoring. Specifically, during my first year, I was coached to achieve the specific tasks of completed my initial training exams as well as during my operational tutorship, I was given a list of calls that I needed to achieve by the end of my tutorship such as issuing a Traffic Offence Report and completing a Stop and Search process clearly with the correct methods. Further, I was also mentored during the tutorship period where I explained to my tutor my goals within the police, what I wish to progress more in. My tutor then guided me throughout my tutorship by ensuring my personal goals were met whilst also ensuring the tasks and goals set by South Wales Police were completed. The benefits of mentoring can be listed as “helped to identify career goals, encouraged and empowered in personal development and aided to identify and correct gaps in generic skills and knowledge” (University of Southampton , 2012). I have definitely benefited from mentoring and coaching all throughout my career whether it be throughout the initial tutorship or the present day. Although I have not been coached or mentored by my tutor all through my career, my colleagues and sergeant have been crucial in my development and achieving my personal goals. For example, when explaining to my sergeant the steps I wish to take in order to achieve my specialist role later in my career, they explained courses which would be beneficial to sign on to which would aid my chances at achieving the role later in my career.

During the coaching and mentoring process, there were development goals and personal tasks I set myself after being made aware of gaps in my learning. I was unaware of some of these gaps however, my tutor and colleagues alerted me of the gaps in my learning and aided me to fill the gaps with the needed knowledge. These “blind” gaps that we ourselves don’t see have been included in the “Johari Window Model” developed by Joseph Luft and Harry Ingham (Luft & Ingham, 1955)
This model of awareness is how persons can categorise their feedback and awareness of personal development. The model is split into 4 categories. Firstly, the “open” model which describes the “openly available” parts of the conscious such as behaviour and attitude which the self is aware of, and others can easily identify. In relation to myself and my role as an officer, these would present as my easy going nature, my work ethic and my ambition to progress my career and operational skills. The next section is the “blind” section which are things that the self is not aware of but has been highlighted and easily seen by others. For example, my colleagues informed me of wrongdoings during the preparation of a case file to send to the Crown Prosecution Service and helped correct the errors. I did not realise this and was “blind” to the mistake as I believed it to be correct however, colleagues were quick to provide the feedback needed for me to correct this on an unbiased viewpoint. This third-party focus is crucial in development for myself as these blind gaps in my development hinder my progress to achieve the gold standard policing expectations. Further, I have been able to assist my colleagues in their gaps and awareness by providing them with knowledge I possess about the role of a police officer and furthered their development.
The third section of the model is the “hidden” aspect. This section highlights the parts that others would not be aware of unless it is disclosed. This section measures how much a third-party such as colleagues in this instance would know about the self. The more disclosed, the more known that person is. Hidden aspects within work have developed overtime whereby I have shared personal feelings about work, the hardships and struggles it has taken on my personal life and how it has affected me. At first, I did not disclose how I struggled with the balance of work and personal life alongside completing a degree however, after developing a better work relationship with my colleagues, these hidden aspects were disclosed and furthered our work relationship to be more cohesive and understanding.
Finally, the last section of “unknown” within the Johari Window Model describes the aspects in which both self and third-party do not know however, are discovered during life through reading, seeing, hearing etc. These aspects were previously “unknown” to both self and others but was since discovered throughout the journey. For example, throughout my professional career as a police officer, I have discovered that when faced with conflict (of which I had minimal experience with previously) I am able to diffuse the situation to avoid conflict. I did not have the relevant experience to realise this before entering my professional career as a police officer for South Wales Police and my colleagues did not realise this when first speaking with me. Both myself and my colleagues discovered this when attending calls and has since developed during my career.
Johari’s Window Model is designed in a questionnaire format in which participants describe through the use of adjectives their answer to the question presented with a final result painting aspects that fit within the four categories. As highlighted above, being self-aware has made me realise which aspects are within each section and as such, I am aware of what needs further development and what needs further disclosure to ensure more progression in my career.

The College of Policing states they utilise several different methods of mentoring for frontline staff and also senior members of staff. Although I have not undergone this mentoring due to my experience and time in the career, The College of Policing implements a “Reverse Mentoring” scheme which is defined by them as “Frontline policing professionals are trained as mentors, and are matched with senior leaders who are the mentees” (College of Policing, 2022). This method aims at reversing the roles and traditional style of mentoring where experienced officers train the newer whereas this method sees trained tutors and mentors involve themselves with senior members of the police to further their skills. The College of Policing explains that this can be facilitated by partner agencies such as health or education who are able to better educate police, frontline staff and senior management team members on the topic so the learning and development is targeted at those who require it. The College of Policing also explains how this benefits the police force it utilises this method with. They first state that it increases the visibility of senior management staff and their engagement. They do not expand on this any further however, it is stated that the visibility of senior staff members and their involvement “will ultimately boost morale and productivity” (Blair, 2022). Having a higher morale and productivity will therefore, be beneficial for the force as frontline officers will be more efficient and effective at tackling crime and completing the tasks required of them set out by the senior management. The College of Policing further expand on their benefits of reverse mentoring by stating that senior staff, during the mentoring period, are able to connect with frontline staff and therefore understand current issues. This can be a benefit for numerous reasons, firstly, it highlights key deficiencies in effectiveness that senior management staff can then target and focus the mentoring on to improve its effectiveness at managing the target area. Being able to identify the issue via feedback from frontline staff allows the senior management team to emphasise the mentoring and education on the issue so that frontline officers are able to tackle the problem efficiently and effectively. Secondly, being made aware of an issue may involve the frontline staff and officers more making them feel as part of a team and listened to. It is stated that being listened to in work “improves trust, job performance and reduces job burnout” (Banissy, 2023) which is overall, what the senior management team want from all its employees force wide.
From experience thus far, I have engaged in reverse mentoring as well as tutoring in order to pass and complete my probationary period in becoming a police constable. As explained, reverse mentoring was utilised to highlight the new policy and legislation Right Care Right Person which is a policy in place to improve the response to persons experiencing a mental health crisis. The scheme is designed to work “to end the inappropriate and avoidable involvement of police in responding to incidents involving people with mental health needs” (GOV.UK, 2024). My education on this involved a trained mentor who conducted a seminar during one of our training days where they explained the second phase of the policy, its impact on frontline police officers and how we should implement the policy into our day-to-day jobs. This was identified as an issue not only by senior management but the senior management of partner agencies who set out to create this policy for the betterment of the service to persons in a mental health crisis whilst also reducing the need and involvement for police in the situation. Having senior management present at the talk and also being educated on the matter is also a vital role in my trust and faith in my supervisors as I believed it to be equally as important for them to be aware of the policy educated to us by the mentor so that when the situation arises where we are involved in these incidents, they are able to support those in those situations and arrange for the most suitable action to be taken. Further to this, It is stated that all emergency services were being mentored on the topic policy which further highlights which incidents should be attended by which service.
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