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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:



As I embark on my final year of probation, I have initiated efforts to embody the characteristics of a contemporary professional police officer, focusing on enhancing my own practices and contributing to the ongoing development of the police force. This essay will provide a critical analysis of the strategic function of the College of Policing in the professionalisation of policing in the United Kingdom. Additionally, I will present evidence of my commitment to fulfilling the responsibilities of a professional police officer, while reflecting on the strategic policing requirements, the Policing Vision 2025, the Workforce Transformation initiative of 2018, and the College of Policing’s five-year strategy. Furthermore, I will examine the evolution of my role as a police officer.

In May 2023, the College of Policing outlined a strategic business plan aimed at the professionalisation of policing within the U.K, which was aimed to set out between 2022 and 2024. This initiative underscores the critical role of policing in restoring public trust and confidence. The College of policing has committed to the ongoing dissemination of knowledge, the development of guidance, and the establishment of standards to bolster policing efforts. Furthermore, it emphasises the necessity of equipping officers and staff with the requisite skills and knowledge to effectively identify, mitigate, and manage risks, particularly concerning the most vulnerable members of society, including individuals who have experienced trauma, as articulated by the College of Policing (2023). I believe this focus is essential for police officers, as the frequent changes in legislation and guidelines necessitate regular updates; without such updates, officers may struggle to meet the expected standards of their profession. It is important we provide the best service to members of the public, with managing risk promptly. I have become more aware on how to deal with risk, especially entering my year three probation. To manage risk, I believe it is important to manage your time properly and spend more time with the vulnerable victims to safeguard them. 

Moreover, it has been noted that numerous police officers in the initial phases of their careers tend to resign due to inadequate support and the considerable stress they experience. A key strategic objective of the College of Policing is to foster trust and promote a fair workplace culture. Enhancing the support provided to student officers is essential to ensure it is both adequate and consistent, alongside improving communication and engagement regarding new pathways and their advantages, as highlighted by the College of Policing (2023). This is crucial, as student officers are more inclined to remain in their positions when they receive sufficient support and effective management. Ensuring the welfare of officers meets established standards is vital; otherwise, their performance during calls may suffer, potentially compromising the well-being of victims and the integrity of the organisation. Since commencing my final year of probation, I have observed a transformation within myself. For an extended period, my shift operated without a sergeant and was understaffed, falling below the minimum required levels. This situation proved to be a source of stress for both my colleagues and me. Nevertheless, I maintained a professional demeanour and refrained from displaying any signs of this stress while responding to calls. However, having a support system from management helps with the welfare of officers, which is important to policing. 

The College of Policing has recognised various challenges within the policing sector, one of which is the inadequate investment in leadership development across all ranks. While efforts are being made to address these issues, I contend that such measures will remain insufficient, as noted by the College of Policing (2022). Since I commenced the third year of my probation, I have observed several changes, particularly the loss of experienced officers. Most shifts are now staffed by officers with less than four years of service. To enhance leadership within the force, I believe it is essential to have a greater presence of experienced officers on duty, as this would provide younger officers with role models to emulate. However, the current lack of experience among officers may hinder this process.
One of the primary objectives of the College of Policing is to mitigate crime and ensure public safety. This goal is crucial, as achieving it will foster greater public trust and confidence in police officers. In alignment with this objective, the Police Vision 2025 outlines a strategic framework for policing over the next decade, as established by the police and crime commissioner in collaboration with the National Police Chief Council. A key element articulated by the National Police Chief’s Council (n.d.) emphasises the need to enhance public protection by improving our response to emerging and complex threats. This involves the development of our network and the enhancement of our delivery of specialised capabilities, thereby strengthening and integrating policing efforts at local, national, and international levels. Additionally, where suitable, there will be an integration with other local public services aimed at enhancing results for members of the public and safeguarding the ones who are vulnerable. The support functions within the police will be to promote efficiency and improve teamwork throughout the police forces, hoping for better outcomes. Police forces will evolve to feature a more diverse workforce, ensuring that the appropriate skills and experience are aligned to address demanding provocation, becoming more professional.

Furthermore, (Cunningham, York and Habgood, n.d) articulated that, considering this perspective, the workforce transformation initiative set for 2018 aims to establish a policing profession by 2025 characterised by a more representative workforce. This transformation will ensure the alignment of appropriate skills, authority, and experience to address the demanding challenges faced by the profession.

The Home Secretary delineates the strategic policing requirement, which was last revised in 2015. This framework is essential for enabling the Home Office to establish priorities in addressing the most significant threats to public safety, while also ensuring that police officers possess the necessary capabilities to provide a strong national response that embodies practical policing principles, as noted by the Home Office (2023). Furthermore, it is vital to prioritise public safety and confidence, alongside a commitment to effecting positive change for those victims who has been involved in crime and achieving optimal outcomes for these individuals, which I have established this throughout my career.

Now that I am in the final year of my probationary period, I have commenced the process of embodying the role of a contemporary professional police officer, all while aligning my efforts with the organisational objectives and goals. I recognise the significance of enhancing my work practices and refining my core competencies to improve my performance in this profession. The College of Policing (2024) articulates its corporate strategy, which outlines five strategic ambitions: fostering trust and a culture of fairness, transforming leadership within the police force, promoting lifelong professional development and well-being, enhancing core skills, and reinforcing innovation alongside the implementation of effective practices. I contend that it is crucial to restore public trust and confidence, thereby supporting the police in their essential duties. 

The primary objectives within the college of policing include crime prevention, public protection, and the establishment of public trust. I frequently refer to these principles as I strive to enhance my professionalism, ensure consistency, and refine my leadership abilities. My commitment to leadership development is ongoing; I consistently set high standards for myself, share my expertise and best practices with colleagues, and actively seek to learn from their experiences to broaden my own knowledge while at work. Additionally, I prioritise my professional and personal growth. According to the College of Policing (2024), their focus over the next four years will be on fostering trust and a culture of fairness, transforming police leadership, supporting continuous professional development, enhancing core competencies, and promoting innovation through the implementation of effective practices. The landscape of policing is ever evolving, and I believe it is crucial to maintain a mindset aligned with these focuses, integrating them into my interactions to ensure the best outcomes for victims and the public. However, for sustained career-long professional development, it is essential that management provides adequate support to police officers continuously. 
A notable instance in which I played a crucial role involved a domestic abuse case concerning a victim and her family. I was assigned to a situation where the victim's former spouse was engaging in stalking behaviour, effecting her day-2-day activities. The offender was spending up to eight hours daily outside her residence and following her during her routine activities. He escalated his harassment by sending her letters and leaving gifts on her doorstep. Not only was this affecting the victim but also her daughter who was residing with her.  Following the investigation, the perpetrator was arrested. Initially, the victim was hesitant to support police intervention; however, after several hours of engagement, she began to gain trust with the police and ultimately provided a statement, supporting police action. As a result, the offender received a five-year restraining order.
During this investigation, I considered the strategic policing requirements outlined by the Home Office (2023), emphasising the importance of delivering justice and achieving high-quality outcomes for crime victims, particularly those affected by domestic abuse. 
In this instance, I believe I successfully met my obligations as a police officer. By investing time with the victim and her family, I fostered a sense of trust between us, while also maintaining the ethical standards and fundamental values promoted by Gwent Police. Acknowledging the critical nature of the victim's safety, I worked in conjunction with an independent domestic violence advisor to guarantee she received appropriate assistance she needed. Furthermore, we improved her security by supplying a victim safety pack that contained a ring doorbell and alarms for her windows and doors.
While my experience as a police officer span merely two and a half years, I have observed a small transformation in the role of a police officer during this period. Notably, there appears to be a rise in crimes perpetrated via the internet. Additionally, I have witnessed an uptick in criminal activities among the younger demographic, particularly within the youth age group. 
Moreover, the report by HMICFRS (2022) indicates that while policing has made significant advancements, substantial challenges remain. Cybercrime has emerged as the most common form of criminal activity, with fraud rates surging and surpassing all other categories in terms of frequency. It is my conviction that this trend will persist as internet usage continues to rise unless effective measures are implemented to mitigate this issue. Additionally, another change I have observed is the decline in staffing levels, with many personnel experiencing long-term illness attributed to stress. This situation may stem from inadequate support from both the police force and management, as well as insufficient staffing resources.
In conclusion, as I approach the final year of my probationary period, I remain committed to acquiring new knowledge and skills. I intend to integrate corporate strategy into my professional practice, which will facilitate my career advancement and enable me to provide exemplary service to the public. By staying informed about the strategic requirements of policing, including Vision 2025, the College of Policing's five-year strategy, and the Workplace Transportation 2018 initiative, I will continue to enhance my learning, foster trust with community members, reduce crime, and ensure public safety, all while being mindful of the cultural values inherent within the police force.


Word count:
1873
















1

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


  
	
Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?


 
2000 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:

Social media plays a crucial part of policing, it provides the police to engage in communication with the public, provides quick updates of any issues ongoing in the area and can help with the decrease of crimes being committed within an area, increasing public confidence. Within this essay, I will critically evaluate my experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives. I will also consider Gwent police policy on using social media for professional information, and the benefits and risks social media can have while using it as a police force.

There are a wide range of social media platforms that police officers can use to communicate with the public. (Dekker, Brink and Meijer 2020) states that social media presents police officers with novel avenues for both operational and communicative functions. These platforms facilitate activities such as criminal investigations, intelligence gathering, and crowd management, while also enabling police to connect and interact with the community. Through channels like Twitter and Facebook, police officers and police staff can alert the public to potential threats, motivate the public to report issues, and involve them in ongoing investigations. Not only does this allow police officers to engage with members of the public but can also be a way of gathering information and intelligence, through the means of monitoring police posts on social media.  

Moreover, there are many social media platforms Gwent police utilises. These range from, Facebook, Twitter, Instagram, TikTok and YouTube.  Although when using these platforms, Gwent police has a strict force policy, often set out by the office of the Police and Crime Commissioner. According to (Latham, 2024), individuals wishing to contribute to the Gwent Police Facebook page must be at least 13 years old and possess a registered Facebook account, with similar requirements applicable for Twitter. Consequently, by engaging with and liking the social media platforms associated with Gwent Police, users are expected to adhere to the guidelines and policies outlined by the organisation, found on their webpage.

It is essential that the force policy associated with social media usage are achieved while adhering to public standards. To address this concern and promote community safety, Gwent Police is committed to utilising social media in a professional manner. Gwent Police (n.d.) fosters an inviting atmosphere across its social media channels, promoting interaction among community members, encouraging inquiries, and welcoming suggestions. Additionally, these platforms serve as a means of engagement and relationship-building with the communities they serve, guided by the force's specific social media policy. Gwent Police (n.d.) further emphasises the importance of individuals interacting on these platforms in a manner that embodies courtesy, kindness, and respect for others, which is essential for maintaining a respectful and safe environment for all participants. It is also important to acknowledge that engagement on social media can sometimes lead to negative consequences; thus, communication should be clear and appropriate for individuals of all ages and cultural backgrounds.

With this in mind, (Latham 2024) further illustrates how asserts that Gwent Police and the Police and Crime Commissioner disclaim responsibility for the public comments posted on their page, as these represent the perspectives and opinions of individual contributors rather than those of Gwent Police or the Police and Crime Commissioner. All comments should be suitable for audiences of all ages. Users are forbidden from linking, sharing, or posting any content that is obscene, offensive, or unlawful, as well as any material that could potentially harass or insult members of the public or the staff of the Office of the Police and Crime Commissioner for Gwent. However, when police forces interact with community groups via social media, it is crucial for police officers to assess the level of support they should offer. 

This assessment is necessary to guarantee that their actions comply with equality obligations, serve the interests of the broader community, and align with the goals of enhancing public safety while mitigating crime and anti-social behaviour. Which will also prevent any material that is obscene, offensive, or illegal being linked into social media posts from police forces. Furthermore, remarks that may jeopardise current or prospective legal actions are prohibited. Gwent Police retain therefore have authority to remove any interactions deemed, inappropriate or otherwise unsuitable without the obligation to offer an explanation.

Since my induction as a police officer, I have consistently employed social media as a valuable instrument in my investigative efforts. A recent example involved initiating a media appeal on Facebook regarding a missing person. This strategy allowed me to gather critical information concerning the individual's location. The Facebook appeal elicited numerous responses from the public, who reached out to Gwent Police with details about when and where they had last seen the individual. Furthermore, several individuals provided CCTV footage that recorded the missing person. Through this engagement with the community, I was able to pinpoint a potential location for the individual, ultimately leading to their recovery. 

Social media serves as a significant asset for police officers and police staff, enhancing intelligence-gathering through its swift distribution of information, which is especially advantageous when attempting to locate witnesses or gather details about missing persons The briefing (2014). Nonetheless, it is crucial to recognise that these platforms can also lead to adverse interactions with the public and pose a risk of spreading misinformation. The utilisation of social media presents a potential risk, as the dissemination of misinformation may result in adverse reactions to posts related to police officers. Such negative responses can foster a detrimental public perception of the police, ultimately undermining community trust and potentially diminishing public engagement, which is essential for effective policing. Fortunately, this was not the case in this instance for me.

Since I have begun using social media for a policing purpose, I have found this to be advantageous. It is evident that establishing a collaborative relationship between police forces, the public and the media is essential, as this ensures accountability for offenders, and enhance community safety. Furthermore, this can also increase public’s perception and trust as the collaboration offers the public transparency regarding police activities and the rationale behind them. It also enables initiatives aimed at improving the local environment and providing services tailored for youth and community members. Public engagement with police officers is often enhanced when police utilise informal and humorous social media posts, contingent upon the nature of the content shared. (Ralph 2020) posits that humour enables police services to address policing issues and clarify police actions in a more approachable manner. This approach suggests that citizens are more inclined to engage with police communications when they are presented in a relaxed and less formal tone. Such a strategy can address serious topics while maintaining a gentler presentation. The advantages of this method include fostering community engagement, allowing police to gather intelligence, gain insights into pressing issues, and better understand public needs and perspectives, ultimately leading to an improved police service. This is nevertheless important to police services.  Additionally, I have observed that sustained community engagement via social media fosters increased confidence and a sense of security among residents and members of the public in the community.  One additional advantage I have observed from utilising social media in a professional context is that these platforms allow police services to monitor the engagement metrics associated with their posts, such as the quantity of likes and shares. This capability is advantageous as it allows police services to customise their content to better resonate with their audience. Furthermore, it aids in assessing the effectiveness of their social media initiatives by measuring the interest generated, thereby informing decisions on the necessity of increasing their posting frequency.

Although there are many benefits of using social media for a policing purpose, on the other hand social media presents certain risks, particularly as its usage has significantly increased over the past decade. There are instances where misleading or wrong information may be disseminated through these platforms, which can have detrimental effects on police forces. Additionally, posts made by police departments can provoke backlash from the public, especially if individuals disagree with the content. It is essential for police services to cultivate an online presence that reflects their dedication to apprehending offenders while fostering positive interactions with law-abiding members of the public. Furthermore, Ralph and Robinson (2023) highlight that researcher observed the police's pivotal role in disseminating safety information at the onset of the pandemic. However, they later noted that such communications led to disputes and tensions among the audience, potentially undermining public trust in police forces. As a result, police forces shifted their social media focus away from pandemic-related messaging to other facets of their operations. Thus, social media posts can effectively support fundamental policing objectives, and the public's response significantly influences the perceived effectiveness of police engagement online. Despite the increasing prevalence of social media, a significant portion of the population does not engage with these platforms. This discrepancy presents a potential risk if police forces become overly dependent on social media for their operations. To effectively understand the perspectives, requirements, and apprehensions of the community, as well as to collect intelligence and enforce legal compliance to those who commit crime, it is essential to employ alternative methods of communication with the public. These methods may include community outreach initiatives, such as public meetings or maintaining a visible presence within the community.

Since coming out of my tutorship, social media has served as a valuable tool in my policing efforts, particularly in advancing Gwent police policy initiatives. Additionally, I have found social media to be effective for policing purposes when sharing posts that highlight positive outcomes achieved by the police within the community. Such communications not only enhance public trust and confidence but also enable community members to engage with and share positive developments regarding efforts to address long-standing local issues, as noted by Police Now (n.d). I have also learnt that it is crucial to ensure that all posts contribute to a safe environment for all users while simultaneously providing updates to communities regarding ongoing incidents. A recent instance of this was when I utilised social media to inform the public about road closures resulting from severe flooding in areas under the jurisdiction of Gwent Police. This platform allowed community members to receive timely information and pose questions related to the situation.

To conclude, the utilisation of social media for policing purposes presents numerous advantages. It serves as a cost-efficient and rapid method for disseminating information to the public. My personal experiences with social media have proven advantageous, positively influencing my investigations and responses to calls. Social media facilitates many interactions of user-generated content, which can be advantageous for public organisations. For police officers and police staff, social media not only provides novel opportunities for operational functions, such as criminal investigations, intelligence gathering, and crowd management, but also enhances communicative efforts aimed at engaging with the community, stated by (Dekker, Brink, and Meijer, 2020). Moreover, since becoming a police officer, I believe platforms like Twitter and Facebook enable police personnel to inform the public about potential dangers, encourage community members to report concerns, and involve them in active investigations. This engagement not only fosters a connection between police and the public but also serves as a valuable tool for collecting information and intelligence by monitoring social media interactions, whilst also monitoring the publics views and needs, which will provide a better service to members of the public. 
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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:


Oxford (2020) defines leadership as ‘The quality or ability that makes a person a leader, or the position of being a leader. Leadership involves the ability to guide individuals in recognising and reaching a consensus on necessary actions and methodologies, while also fostering both personal and group endeavours to achieve common goals.

Effective leadership in police officers plays a crucial role in shaping morale, professionalism, productivity, and the level of public trust. It serves to inspire, motivate, and direct officers and personnel towards the attainment of organisational objectives while fulfilling community service responsibilities. Leadership within police departments necessitates the embodiment and promotion of safety, integrity, trustworthiness, and a constructive mindset (Garner, 2019). 

Leadership within a police force plays a crucial role in shaping morale, professionalism, productivity, and public confidence. It serves to inspire, motivate, and direct officers and personnel towards the attainment of organisational objectives and the effective service of the community. Effective police leadership necessitates the embodiment and promotion of safety, integrity, trust, and a constructive mindset (Garner, 2019). Within this essay I will assess the various leadership approaches I have cultivated to navigate diverse operational situations, while also examining how I adapted my leadership strategies in response to evolving circumstances, whilst at work. 

Adapting to the role of a leader and serving as a role model is crucial for police officers, as a lack of effective leadership may lead to non-compliance with professional standards. Such deficiencies not only undermine the integrity of the police force but can also jeopardise the safety of the officers themselves, stated by (Garner, 2019). 

Since my initiation into the police force, I have cultivated various leadership strategies to effectively navigate diverse operational situations, which this experience has contributed to my professional development and enhanced my problem-solving skills. Policing encompasses a multitude of leadership styles, models, and approaches, and there is no singular model or style that ensures effective leadership. The most exemplary police forces exhibit a nuanced comprehension of how leadership efficacy varies across different contexts, leveraging this insight to enhance and refine leadership competencies within the organisation. Furthermore, these forces manifest clear indicators of effective leadership, including receptiveness to innovative ideas, agility in responding to emerging trends, and a constructive willingness to question established practices by HMIC (2016). 

A valuable leadership approach that I have employed in managing calls is the leadership stages framework, which was developed by the National Centre for Police Leadership College of policing, (2023)

While this leadership strategy encompasses multiple stages, I find that only the initial stage is applicable to my role as a police officer. 

This phase is referred to as the 'Standards for Leadership Foundations,' comprising a total of 15 distinct stages. These stages encompass various objectives, including the reduction of crime and the enhancement of public safety and well-being, as well as the commitment to ethical conduct and the maintenance of the highest standards of professional behaviour, which includes addressing unprofessional actions. Establishing trust and confidence is crucial, alongside fostering an inclusive workplace culture. Effective teamwork is essential for meeting both organisational and operational goals. Employing problem-solving strategies is vital, as is the management of one's own performance and well-being. Additionally, the last stage, entails how it is important to engage in reflection and seek feedback to further develop skills and enhance performance, explained by college of policing (2023).

A recent incident I attended, whereby I utilised the ‘Standard for Leadership Foundations’ was a domestic incident. A report was received from a third party indicating that loud shouting was emanating from a neighbouring residence. Whilst driving to the location, background checks were conducted on the address and its residents, revealing indicators that suggested a history of domestic abuse between the occupants. 

While my colleagues and I were in the process of documenting our presence outside the residence, we could clearly perceive a considerable commotion taking place inside. The residents refused us entry and did not respond to our efforts to communicate with them at the door. Recognising the necessity of entering the premises to ascertain the situation and ensure the safety of all individuals involved, we were aware that we needed to act promptly. Given the indicators of domestic abuse associated with the address and the audible disturbance, we subsequently invoked our Section 17 PACE powers to gain access to the property.

While at the address, there was a male and female present. The female had clear bruising to her one eye and red marks to her arms. However, the female was not in engaging and refused to tell officers what had happened.

As a leader, adherence to professional standards requirement is crucial, as established by the code of ethics, which delineates the behavioural criteria for all personnel within a police organisation. In this context, several ethical codes were reference during the incident, but two principles that were particularly significant were ‘Authority, Respect and Courtesy’. This is vital because all police officers must exercise self-control and demonstrate tolerance, treating both the public and their colleagues with dignity and respect, as emphasised by the home office (2020).

Despite the female's lack of engagement, it was essential to take proactive measures. I believed that by arresting the male, the female might feel more at ease to communicate openly with the officers and provide details about the situation. I discussed this approach with a colleague, who disagreed with the decision to arrest, arguing that it was not a proportionate response. 

I subsequently challenged this situation, believing that not arresting the male would compromise our responsibilities and fail to uphold the highest standards of professional conduct. This aligns with the principle of 'Challenging and Reporting Improper Conduct,' as articulated by the College of Policing (2023), which asserts that "Officers should take action to ensure that unprofessional behaviour is challenged, within their forces." 

Although, I felt like it would not be proportionate or professional to have the discussion regarding the arrest at scene with my colleague, I have taken it upon myself to change my leadership strategy and make the overall decision while taking my colleagues view into consideration and the police force initiatives. In light of the change of circumstances and the evolving context, I have then had to transitioned to a Democratic leadership approach. This shift was necessitated by the urgency of making a prompt decision. The autocratic leadership style, in contrast, is defined by a singular authority that governs all decisions with minimal contribution from team members. Leaders who adopt an autocratic style generally rely on their own insights and assessments, often disregarding input from their subordinates (Nickerson, 2024).

Following this assessment, it was determined that the male individual should be arrested. Once he was removed from the premises, it became crucial for the officers to establish trust with the victim, facilitating her willingness to disclose the events that transpired. Gradually, the victim began to communicate and developed confidence in the police, ultimately agreeing to provide a statement supporting police action and expressing her readiness to attend court.

Had we not functioned as a cohesive team, the outcome of this incident might have been markedly different. It was important that two officers conveyed the male to custody, while the other one gained trust with the victim and fully explained everything to her. The significance of teamwork lies in its capacity for collaborative working together to solve problems, which often results in more favourable outcomes. Trust among police officers during calls is crucial; a lack of trust can lead to a failure in adhering to established leadership styles and may result in unprofessional behaviour during operations. Not only will this put officers at risk but can also cause conflict and improper behaviour. 

Calls of this nature can significantly affect the wellbeing and resilience of officers. It is crucial to take a moment to reflect on such incidents, acknowledging the potential need for further support. Gwent Police offers various resources, including the 'Oscar Kilo website,' to assist officers. Without maintaining strong wellbeing and resilience, officers may struggle to perform optimally during calls and may experience a decline in their work ethics. Personally, I find that discussing the emotional impact of challenging calls with colleagues and evaluating the positive difference we have made for individuals can be beneficial.

Following our recent discussion, my colleagues and I conducted a thorough review of the circumstances and exchanged constructive feedback regarding our successes and areas for enhancement. I contend that feedback is crucial, as it not only enhances individual performance but also clarifies the pathways for improvement in future engagements. The integration of positive reinforcement alongside corrective feedback has been recognized as a highly effective strategy for facilitating behavioural change within organizations. This approach minimizes adverse effects, enabling employees to receive the recognition they merit while assisting organisations in mitigating undesirable behaviours, as noted by (Wilson, Boni, and Hogg, 2008).

In many instances, the dynamics of a call can shift significantly. It is crucial to possess the ability to swiftly adjust to these evolving circumstances, which may necessitate a modification of one's leadership approach. Consequently, it is essential to be confident in employing a variety of leadership styles.

One leadership approach I have employed is the Democratic leadership style, which promotes shared decision-making among team members. Establishing a foundation of trust between the leader and the team is vital for this method to be effective.

Democratic leaders play a key role in fostering an environment where group members feel encouraged to express their ideas and opinions. Although the leader ultimately retains the authority to make final decisions, they actively consider the contributions of team members. This practice not only enhances engagement among group members but also stimulates and rewards creativity and innovation (Cherry, 2024). My observations during collaborative calls with colleagues have reinforced the importance of teamwork and the exchange of ideas.
A recent meeting I attended with my colleagues involved a male individual who appeared for his probation and was wanted for multiple offences. During our journey to the meeting, my colleagues and I engaged in a collaborative discussion to strategies our approach. Through this dialogue, we developed a comprehensive plan that outlined who would be responsible for arresting the individual, which colleagues would accompany him to custody, and how the remaining team members would address the outstanding actions related to the handover.

Our effective teamwork, characterised by mutual trust and encouragement, proved beneficial in this scenario, resulting in the male being charged with several offences.

To conclude, the absence of effective leadership would result in a deficiency of professionalism, inspiration, and motivation among officers. Such a shortfall in these fundamental values could lead to a diminished trust in police officers by the public. Since my initiation into the police force, I have cultivated various leadership styles tailored to operational contexts. I am confident in my ability to adjust my leadership approach according to the specific circumstances at hand. I intend to persist in employing leadership strategies during operational engagements and anticipate further growth and refinement of my leadership skills throughout my career in policing.
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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:

CIPD (2019) defines both coaching and mentoring. Coaching is designed to enhance performance and foster development within the workplace. It emphasises skills and objectives, while also potentially influencing personal characteristics such as interpersonal communication and self-assurance. This process usually occurs over a specified duration or serves as a foundation for a continuous management approach. Moreover, in a professional setting, mentoring refers to a dynamic in which a seasoned colleague serves as a reliable advisor and mentor, leveraging their extensive knowledge and insights to facilitate the growth and development of a less experienced employee. College of policing (n.d) defines mentoring as a relationship where a more experienced or knowledgeable person offers support, advice, and guidance to help a less experienced person develop and progress.  

Within this essay, I will be critically reflecting upon my three-year probation. I will be discussing how I have benefited from mentoring and coaching, while reflecting how this has helped me meet personal, professional, and organisational goals. 

During my three-year probationary period, I have greatly benefited from the coaching and mentoring provided by my colleagues at Gwent Police. This support has been instrumental in helping me reach my objectives and enhance my overall performance. According to the College of Policing (n.d), a coach or mentor collaborates with an individual or a small group to assist them in identifying and achieving their professional and personal goals, enhancing performance, or addressing work-related performance challenges. This relationship is typically limited in duration, often occurring over a brief timeframe, and is cantered on specific skills or improvement targets. One particular coaching theory that I have applied throughout this period is known as 'The Coaching Process,' which consists of a six-step framework.

The initial phase of the coaching process involves meeting with the coach to discuss objectives and anticipated outcomes. This step was accomplished on my first day of tutorship. Upon commencing my day, I was introduced to my tutor, and together we reviewed a checklist of scenarios that I needed to complete prior to achieving independence. My tutor outlined the objectives and the desired outcomes she envisioned. This experience proved to be advantageous, as it allowed me to establish personal goals and assess my progress over time. This aligns with the accountability framework set forth by the College of Policing (n.d.), which emphasises collaboration with individuals to clarify their goals, decompose these into manageable milestones, and identify actionable steps while continuously evaluating and adjusting those goals. From the outset, I felt that I was fulfilling this accountability.

This aspect is also connected to the second stage of the process. During this phase, my tutor and I established a rapport, shared pertinent information, and outlined the coaching framework and associated activities. I perceived this stage as providing opportunities for regular assessments and personalised interventions, while also enabling me to explore and select my own pathways for personal development. With each session I participated in, I observed my progress and gradually gained confidence, ultimately moving towards greater independence and confidence at work. Not only have this had a positive outcome to my work but also in my personal life.  

Stage 3 encompasses the process of feedback, which plays a crucial role in enhancing my competencies. While feedback may occasionally be overlooked within the police force, it has the potential to significantly contribute to the attainment of organisational objectives, as well as to the enhancement of leadership skills, professionalism, and performance. One effective method I have discovered for receiving feedback is through discussions regarding the outcomes of each call. Whilst at work, I prioritise reflecting on my performance during calls, considering both my feelings about the interaction and areas for improvement. This practice proves advantageous, as it equips me with insights to focus on during subsequent calls.

Another valuable resource for obtaining feedback is the Beyond 360 feedback tool, which is a tool used online. According to the College of Policing (n.d.), this online platform is designed to facilitate development within the policing sector. It allows individuals to gather feedback from various sources at different levels in a secure and efficient manner. The tool offers a diverse array of functions that enhance users' self-awareness and support their continuous development. Throughout my three years in the police force, I frequently engage in one-on-one meetings with my sergeant, during which we discuss my mental well-being and the tasks and jobs on my workload. These sessions often yield constructive feedback that enhances my self-awareness, improves my performance, and helps identify both strengths and areas where I could improve on or develop. Furthermore, this process enables me to reassess my goals and actions, fostering adaptability in response to changing circumstances and insights gained from prior experiences.

On various occasions, I have offered feedback to my colleagues during our shifts. After handling calls, my colleagues and I frequently engage in discussions to evaluate our performance, identifying both successful elements and areas for improvement. I often find myself in a position to mentor less experienced officers, simultaneously providing and receiving constructive feedback. Through collaborative discussions and the establishment of mutual goals, I tend foster an environment that encourages personal development and highlights potential areas for improvement for both me and my colleagues. Additionally, I have observed that coaching serves as an excellent platform for assisting one another in achieving our objectives while reinforcing essential skills and knowledge. This has helped me install the code of ethics and core values of the police force into my everyday life. 

During the coaching process, I have also found it helpful and beneficial to me to use a structured plan that outlines specific objectives and strategies. This approach ensures that goals are met within a designated timeframe, while keeping me on track. 

The concluding steps will be determined upon the review of progress. While my progress was evaluated periodically, there was a specific deadline by which I needed to achieve, to become independent. The active feedback I received facilitated a timely sign-off, which significantly contributed to my advancement in the role. Since my induction as a police officer, I have recognised the advantages of coaching. This experience has fostered my independence in the position and enhanced my motivation and self-awareness, which are important aspects to becoming a police officer.

According to the College of Policing (n.d.), coaching offers several benefits, including career development, effective collaboration with colleagues, increased self-confidence, and a better understanding of one’s strengths and areas for improvement. I have found coaching to be particularly advantageous since I began my third year, as I frequently assist new recruits during shifts by offering guidance, which has in turn improved my leadership skills. I believe that through coaching, I have developed the ability to collaborate effectively with my team and tackle problems and challenging situations adeptly.

On the other hand, mentoring serves as a powerful tool for motivation and stimulation for individuals, while also providing a model for confidence-building. The College of Policing (n.d.) has introduced a mentoring initiative known as 'Reverse Mentoring,' which pairs frontline policing professionals, trained as mentors, with senior leaders who act as mentees. These reverse mentoring programs can be established by individual police departments or collaboratively on a regional level to meet specific organisational development needs.

This instrument proves effective when overseen by your sergeant or other senior personnel within Gwent police. This oversight has facilitated the identification of particular organisational development requirements and has enhanced the visibility and engagement of senior leadership. Often my sergeant will provide feedback on how we dealt with jobs. This has helped me to set goals to becoming a better police officer. I work well when receiving feedback as I am then able to work on these goals, allowing for better outcomes in work. 

There are established guidelines that delineate the characteristics of an effective mentor. These include offering essential guidance and direction to assist the mentee in clarifying their objectives, identifying, and documenting turning points, as well as discussing areas of development, and evaluating and providing feedback on their progress. Additionally, this mentoring relationship is characterised by the casual nature, explained by CIPD (20129)

It is crucial for both the mentor and mentee to cultivate a foundation of trust, demonstrating mutual likes and dislikes, it is important to admire one another through the process, while dedicating time to their interactions. CIPD (2019) further explains how mentoring relationships are most effective when they transcend the traditional directive model, in which a senior colleague simply imparts knowledge. A successful mentoring dynamic fosters mutual learning opportunities for both individuals involved, promoting an environment of collaborative sharing and growth.

Mentoring encompasses four distinct stages: the initial phase involves establishing a rapport between the mentor and mentee, followed by the sharing of knowledge and the formulation of objectives. Subsequently, both parties collaborate to attain these objectives, and upon their successful completion, the formal mentoring relationship is concluded. 

Coaching and mentoring have significantly contributed to my ability to establish objectives in both my personal and professional life, facilitating the achievement of various goals over the past three years. Since my induction as a police officer, I have experienced substantial growth in my professional capabilities, which I attribute to the influence of coaching and mentoring. According to (Connor and Pokora, 2017), coaching and mentoring are not exclusively reserved for senior personnel; rather, many organisations anticipate that leaders, managers, and supervisors at all levels will employ coaching and mentoring techniques to foster individual learning and development, thereby enhancing overall productivity. These practices are recognised as among the most effective methods for learning and development, with coaching conducted by line managers or peers expected to become increasingly prevalent.

Coaching and mentoring have proven to be advantageous in achieving both my personal and organisational objectives. These experiences have facilitated my learning, development, and performance within the workplace by enabling me to establish specific learning outcomes in collaboration with my coach or mentor. Similarly, when I am in the position of coaching or mentoring others, I prioritise the identification of relevant learning outcomes. Following this, I select appropriate way to assess my work to evaluate these outcomes. Upon reviewing the results, I make necessary adjustments to enhance my performance and continually improve my professional and confidence capabilities while at work. I have also found this beneficial to meet the organisational goals, whilst also considering the code of ethics and core principles within Gwent police. 

In conclusion, my experiences with both receiving and providing mentorship have significantly contributed to my personal, professional, and organisational development. This dual engagement has facilitated my learning, growth, and performance within the workplace. I frequently establish my objectives by reflecting on questions regarding what I aim to achieve or gain from these experiences, which allows me to assess my current circumstances critically. This process underscores the importance of self-reflection and feedback. Subsequently, I evaluate my options and determine the steps necessary to enhance my capabilities as a police officer. During my initial year in the police force, I greatly benefited from the coaching and mentoring aspects, as they enabled me to both give and receive constructive feedback, fostering my independence and confidence. Currently, I find myself in the role of coach and mentor to younger officers on my shift, which has helped me to become a better leader. 
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