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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:

In this essay I am going to critically evaluate the role of the College of Policing in professionalising the police within the U.K. I will demonstrate how I am working to fulfil the role of a modern professional police officer and how my role has developed now that I am in my final year of probation.


The College off policing is an independent professional body that works to connect everyone withing law enforcement, using evidence-based knowledge to develop new polices and evolve existing ones. The college of policing set the academic syllabus in which all officers complete in initial training and set the standards to which all officers must maintain to provide consistency and a better service for the public. (College of Policing. 2023)

The College of Policing has implemented a degree entry policy in order to develop professional police officers. Furthermore, in order to comply with the Policing Vision 2025, the College of Policing has developed a degree entry route for all new entry routes into forces, with the goal of improving public relations and meeting public expectations of the police service. (South Wales Police. 2023).
 
The aim of this degree route is to standardise and improve officers’ skills and capabilities by creating a structure where all officers are trained to the same standard within the U.K. However, criticism of the degree entry route has been widespread, as it is well documented to add unnecessary stress and workload to new officers who are trying to learn an already difficult job which is in turn “throttling recruitment” as the requirement to complete this is putting off candidates from applying to join the police. (Police Federation. 2022). A benefit of this particular route is that to go to university and get a degree in the U.K is expensive, Tuition fees are the most expensive aspect of attending university. Universities may charge you up to £9,250 per year for your course. So, for a three-year course, you must apply for a student loan to cover the £27,750 tuition fees (Morgan, 2022). So, anybody who is particularly looking to gain a degree this may prove enticing, as you will get a degree at no personal financial cost.

As part a fundamental review into policing within the U.K by the College of Policing a new working strategy was developed and implemented, known as the College of Policing’s vision 2025. There are three specific strategic policies to this vision, boosting professionalism, improving leadership, and driving consistency. (College of Policing, 2022). The aim of this is to improve public confidence with the police and develop better working relationships with the communities that the police serve.

There has always been a requirement for police officers to act professionally dating back to the “Peelian principles” which were set out by Sir Robert Peel, who is widely accepted to have established the first full time police service within England and Wales (The Crime Prevention Website. 2013). This has since evolved into what is now known as the “Code of Ethics” which has been developed by the College of Policing to set out the principles for police officers to follow detailed within the Code of Ethics is exactly the standards and behaviours to be expected of a police officer (Home Office, 2014). 
 
The task outlines reflecting on how I implement this professionalism and change in my role whilst engaging with a service user as I have entered my final year of probation. To do this I will utilise the Gibbs’ reflective model, Graham Gibbs developed the Gibbs' Reflective Cycle in 1988 to structure learning from experiences. It provides a framework for examining experiences, and because it is cyclical, it lends itself particularly well to repeated experiences, allowing you to learn and plan from things that went well or poorly (The University of Edinburgh. 2020).

The involvement with a service user I will reflect upon is a time in which I was paired up with an officer who was on his first day as a response officer with minimal experience within the police, who whilst responding to his first emergency response call was racially abused.

As I was the senior officer, I felt a sense of responsibility for this younger in service officer, to ensure that they had a productive learning experience but most importantly to remain safe. After a brief chat covering his needs, concerns and expectations to put him at ease of what to expect and what I expected of him we set about going on mobile patrol, to introduce him to the patch we cover.
Shortly after beginning our patrol, an emergency response call came in and we made ourselves available to attend. We made our way on what is known as G1, which is the highest priority, this has an aim to attend within 15 minutes of the call being triaged by the call handling teams (Greater Manchester Police, 2017). It is when driving to an emergency response call that you have the blue lights and sirens on, which is very exciting on your first couple of calls, the noise and speed as you meander through traffic, I could see it in my colleagues face but could also tell he was nervous.

The call itself, nothing out of the ordinary in my experience of the police so far, a domestic assault. According to South Wales Police “The legal definition of domestic abuse is: any incident of controlling, coercive or threatening behaviour, violence or abuse between those aged 16 or over who are or have been intimate partners or family members, regardless of their gender or sexuality.” (South Wales Police. 2023) According to the Crime Survey for England and Wales, 2.3 million persons are known to have been victims of domestic abuse between 2019 and 2020, with 1.6 million of the victims being women (HM Government. 2022). This particular incident was called in by a passer by who stated they had just witnessed a male and female arguing, before the male punched the female to the face.

On arrival we were met by a male and a female, the female was clearly distressed by whatever had happened prior to our arrival, she was crying her eyes were red and she had light bruising on the face, potentially from being hit in this incident. I had planned on allowing my new colleague to make his first arrest as we discussed earlier in the day, however the male in question was acting erratically, he was already suspected of hitting his partner so I was concerned of what else he may do.

Within South Wales Police we always try to attend domestic calls what is known as double crewed (two police officers) to try and achieve best evidence by being able to separate the people involved and speaking to them alone as there tends to be less conflict and they open up more. 

As the senior officer I recognised the potential for this situation to escalate and utilising the National Decision Making Model (NDM) I decided that I would arrest the male straight away on suspicion of committing common assault to safeguard the female by placing the male in handcuffs and putting him in the rear of the marked police vehicle. The NDM bases all police decision-making on the Code of Ethics. This sets the NDM apart from other decision-making models and acknowledges the requirement for all police decisions to be in accordance with the values and expectations of conduct outlined in the Code. (College of Policing, 2014). As a competent police officer, you continually doing dynamic risk assessments as an incident progresses, the more experience I have gained the more comfortable I am and I use the NDM naturally now without having to put too much thought in to the specific stages.

This enabled me to leave my colleague in the relative safety of the female victim whilst I dealt with the male, I constantly positioned myself so that I was able to keep an eye out for my colleague in case his situation escalated. He was able to build a rapport with the victim and take the brief circumstances of the incident, advice that we would return after conveying the male to custody for a statement.
I was satisfied that we had all the relevant information from the female, so I have asked my colleague to sit in the middle of the van so that he was able to monitor the male prisoner whilst he remained in the rear. As soon as my colleague, who is of Indian heritage, sat in the van the arrested male shouted, “You can fuck off too you black cunt” (apologies for the language, but I felt it necessary to convey the emotion involved) and “Fuck off back to your own country”

I found this to be completely disgusting, unacceptable and could not imagine how my colleague felt, I had not experienced this level of racism in the job, and due to the fact that the male was already in the vehicle I was unsure what offence may have been committed, initially I was unsure if it would be considered a hate crime or a hate incident. A hate incident is an incident that is motivated by a protected characteristic such as race or sexuality, a hate crime is when a criminal offence takes place but has the same motivation. (Crime commissioner. 2023). I was unsure if the police van would be considered a public place but having consulted the legislation, I decided that the male had committed an offence of racially aggravated section 5 public order (The National Archive. 2014) as there were members of the public within hearing distance that I believed would have been likely to be caused harassment, alarm, or distress. I have further arrested the male for this, warned him that this would not be tolerated and ensured that my colleagues body worn camera was still activated so that it would all be captured as evidence.

Having been new in service not so long ago, I was aware that my colleague may have been feeling uncomfortable with the situation or even put out as I had to make the quick decision to arrest, without allowing him too much input in the ever-evolving situation. As a result of the abuse that he suffered I felt that it was important to set out a positive example that this would not be tolerated, and he had the full support of his colleagues before being fully debriefed on the incident and ensuring that my colleague was ok. 

To conclude this task, it is clear to see that the College of Policing has a pivotal role in professionalising the police service, the introduction of the degree, albeit a controversial subject itself, also aims to improve public confidence of the police. However, the mere fact that these entities exist does not work on its own, officers need to fully demonstrate the morals and Code of Ethics set out by the College of Policing. Officer must also buy into the degree programme, to maintain a positive and professional approach.

My role has changed since moving into my final year of probation, as I now have more responsibility at calls as I am often the more experienced officer. I aim to lead by example to ensure that the public receive the professional service that they expect and that the lesser in service officers learn from me and be a positive representative of South Wales Police. Although my experience has increased, I still continue to learn every day and will be driven to improve both on a personal and professional level.




Word count: 1933


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:


In this essay I will critically evaluate my experience with using social media to inform and engage with the community, as well as to promote policy initiatives. I will also reflect on an experience in which I played a major part with a service user, to enhance this reflect I shall use the Gibbs reflective model, this model was developed in 1988 to provide a structure to examine involvement in experience, both positive and negative. (Ruby. 2018) It allows you to learn from it and plan for similar future incidents, adapting your approach based upon previous experience.

The phrase "social media" refers to a computer-based technology that allows people to share ideas, opinions, and information via online networks and communities. Social media is internet-based and allows users to quickly exchange content such as personal information, documents, videos, and photos via electronic means (Dollarhide. 2021). However there appears to be no universally agreed definition of the term “Social Media” (Effing et al. 2011). The most recognisable forms of social media include Facebook, Instagram, and Twitter but this is by no means an exhaustive list. One of the most popular online activities is the use of social media. Over 4.26 billion people used social media globally in 2021, with that figure expected to rise to nearly six billion by 2027. (Dixon. 2022).



British police have long sought, but frequently failed, to engage with the public effectively and openly, and social media has been viewed as a tool for avoiding past issues while also providing innovative approaches for presenting the institution as open, transparent, and democratic (Bulluck. 2017). The disturbances in the late 1970s and the Brixton riots in the early 1980s served as a spotlight on the issue of community alienation from the policing process in England and Wales. The reports of these disturbances have led to the development of community participation strategies. Lack of participation can result in a gap in intelligence in high-profile or crucial occurrences, as was the case during the disturbance that erupted across the UK in 2011 (College of Policing. 2013)

Social media has made it very easy for people, businesses, and organisations to communicate quickly with their followers and fanbases as well as allowing people to share their experiences, opinions, and beliefs. In doing so people can comment on posts, pictures and videos. Unfortunately, abusers frequently use social media for the same reasons listed above. Many offenders 'hide' behind the fact that they might not be easily identified, making statements they would not consider saying face-to-face, which could be considered cowardly. (Get safe Online. 2023). You can even report non-emergency crimes or incidents via Facebook messenger. So social media, if used and managed effectively could be a useful tool to assist bridge that gap and improve community relationships as police forces can quickly share information with the public such as successful prosecutions in the local area, helping to build trust with the public. 

Since I have been employed by South Wales Police I have been more aware of the fact that there is an active social media account and have seen first hand the good work it can do in sharing missing people appeals, real time road closures or traffic updates and just general updates with events and activities the police are involved in in the local area.

It is not just the official force social media accounts that are under scrutiny, all officers must ensure that anything they post or share online is of a professional standard as the Independent Office for Police Conduct has warned that serving officers could face investigation for misconduct if they breach the standards expected of them (Independent Office for Police Conduct. 2021).

The incident that I will critically evaluate in which I played a significant role with a service user is one in which I helped to locate a high-risk missing person. This person had been deemed high risk as they had a lot of known history for poor mental health, had previously attempted suicide and has left a note at the home address stating that they intended to kill themselves.
 
170,000 people are reported missing every year in the U.K, that’s one person every 90seconds of these reports, 98,000 are adults. With 80% of the adults who go missing suffering with either diagnosed or undiagnosed mental health issues. (Missing People. 2021). It is clear to see that this will create high demand for both police forces and mental health services. 

Do due the risk level of the individual and how vast the area is that South Wales police area covers, 30 minutes north and you are in the Brecon beacons and 30 minutes south you could be on a cliff top in the Gower, it is imperative that we react quickly and efficiently to locate missing people as soon as possible. 



All the information gathered helps to build a picture that affects the decision making, all police decisions are made in accordance with the NDM and Code of Ethics. This distinguishes the NDM from other decision-making frameworks and acknowledges the necessity for all police actions to adhere to the principles and standards of conduct specified in the Code. (College of Policing. 2014).

So, my considerations were, has this person got access to money? Have they got a vehicle? Is there anywhere that is special to them? Do they require any medications? Therefore, in the first instance we attend the home address to carry out these initial investigations among other things, including but not limited to, have they taken belongings with them? And obtaining a recent photograph of the missing person.

After attending the address and speaking with family it was established that the missing person had access to a vehicle and does have a favourite spot from childhood around the Rhossili area, I also managed to get a recent photograph of the missing person and emailed that into our control room who can then attach it to the live incident for officer awareness, this is not a system the public have access too. 

Due to the remoteness of the potential location and the risk already posed I have specifically requested traffic officers as the missing person left in a vehicle, Tactical Support Team (TST) as they are a highly trained team utilised for search vast areas, and the National Police Air Service (NPAS) who can cover greater areas of ground in the air and have special imagery camera to help locate people as well as calling an “op New York” which is when all available officers assist in a search. Knowing that I had these tools at my disposal and being able to decide that they were appropriate and proportionate to the task demonstrates my growing ability as an officer and the professionalism that the job requires of me.

A search of the area had been negative, with the family becoming more and more concerned for their loved one. In dealing with missing persons, it is not only the vulnerable missing person you need to be aware of, but you also have to consider how the family are feeling and ensure that they are regularly updated as the investigation progresses. Attempts to contact the missing person on their mobile and own personal social media had also failed.

At this point I considered a social media appeal, which involves posting a photo of the missing person online and hoping that the public respond with any sightings. Before I did this, I contacted the family for their permission as it is obviously very personal and distressing situation before even having it broadcast across social media. This leaves the family exposed to potential offensive comments or abuse, but it could also lead to somebody finding the missing person and reporting it. It is also possible that the missing person themselves, could see the appeal which lets them know that they are missed, that they are loved and there is family at home worried about them. 

There is no definitive way to measure the success of a social media appeal, the appeal may have 100s of shares and comments and the person may remain missing. An appeal may have 1 share and the person is found safe and well, there are too many variables involved. (Ciobotaru, 2021)

Having considered this and explained to the family the positives and negative of the appeal, they agreed to having this shared online. So inline with South Wales Police policy I sought the authorisation of my inspector. This was authorised, I immediately requested that the social media team posted the photograph of the missing person along with all the relevant information.

This led to numerous reports of sightings that were believed to be false but with good intentions, in other words these were not malicious comments from people attempting to divert the course of the investigation these were deemed to be genuine mistakes. 

But it also led to a dog walker reporting that they had seen the missing person in a wooded area close to their home address, although the area the missing person was from was disclosed, the exact location was not. The information given was also very detailed so although it could not be confirmed to be the missing person at this stage, this was graded as reliable intelligence and an area search of the woods was carried out. 

Thankfully, after 30 minutes or so of searching the woods, the missing person was found sat by a tree in a distressed state. The family were immediately contacted and advised that they had been found unharmed. However, the missing person was still adamant that they wanted to harm themselves, so I detained them under section 136 of the Mental Health Act 1986 (The National Archives. 2017). They were then conveyed to a local mental health hospital for assessment, so that they could receive the specialist help and care that they required, and the family were updated with the evolving situation.

I felt a massive relief that this person had been found and was proud of my contribution to the investigation as I believe that I acted in a professional and effective manner utilising skills and knowledge that I had developed throughout my probationary period.

In conclusion I have found that, if used correctly social media can be a very powerful tool. It can help build relationships with communities, it can assist in live investigations, and it can project a professional, positive image of an organisation and the work it conducts. 

By negating the need of traditional media channels, the police have more control of what is published without being comprised by anyone else’s political or business agenda.

There are many risks to be considered before posting anything on the official police social media channels, and the reactions these generate must be closely monitored for offensive content that could have a negative impact on public perception. The Independent Office for Police Conducts guidance may seem excessive to some, however it is only there to help protect the individuals from falling foul and potentially losing their jobs.


With reduced budgets, less staff and greater demand more and more businesses are turning to social media to improve productivity (Burger. 2013). Without question, social media definitely assisted in this incident, helping to locate individual before they harmed themselves. 

Social media is a modern phenomenon that the police use more and more to a positive effect, engaging with a wider community, breaking down barriers and reaching more of society than ever before.

Word Count: 1912









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:


Within this essay I will critically evaluate my flexibility in leadership style this will be evidenced as I document a time in which I exhibited flexible leadership style whilst playing a significant role with a service user. I will use the Gibbs reflective model to assist in my reflection. The Gibbs reflective model is cycle designed to break down an incident into clear stages and learn from the experience (Ruby. 2018)

According to Mary K. Pratt “Leadership is the ability of an individual or a group of individuals to influence and guide followers or other members of an organization” (Pratt. 2017). Leadership is everyone’s responsibility as it is down to the individual to lead by example and challenge inappropriate behaviour in the workplace. Forces should have a strong emphasis on self-improvement, with members taking charge of their own ongoing professional growth and senior leaders serving as role models (College of Policing. 2017)

A leadership style known as autocratic leadership, often referred to as authoritarian leadership, is defined by individual control over all decisions and little participation from the group. Autocratic leaders rarely take advice from their followers and frequently make decisions based on their opinions and judgements. (Cherry. 2022) This style of leadership can be beneficial when fast decisions are required as there is no consultation, just one person deciding, however this can have an adverse effect on morale as subordinates don’t feel involved in the decision making or that their experience is not valued. (Wilson. 2017)


Democratic leadership, also known as participative management, actively involves those being led. Democratic leaders frequently acquire input and suggestions from their subordinates. They promote discussion and participation in decision-making. (Srivastava.2022). This allows for better team relationships to be built as everybody gets a say but this in turn can slow down the especially if there is a difference of opinions and this in turn can create conflict in a team (Wilson. 2017).

Laissez-faire leaders have a trusting and reliant attitude toward their employees. They do not micromanage or become overly involved, and they do not provide excessive instruction or guidance. Laissez-faire leaders, on the other hand, allow their employees to use their creativity, resources, and experience to help them meet their objectives. (Western Governors University. 2022). This style benefits from allowing staff to develop and grow by giving them freedom to make decisions but conversely this can lead to confusion on how to complete the job and low accountability as there is minimal ownership (Gayan. 2020).
 
Police leadership styles can be authoritarian or democratic; the former fosters greater antagonism and worse morale while the latter fosters higher-quality work. While democratic leadership is useful for encouraging a group to commit to their cause, autocratic leadership is best used in times of crisis (Henderson. 1981). The democratic method is frequently regarded as "better" on the surface. Although the autocratic approach works best when organisations need to be transformed fast, it is also most typically linked to employee resignation. (Chad. 2013). That being said, in my experience leadership styles should be varied and need to be adapted depending on the situation as there is no one size fits all answer.

Flexible leaders are capable of adapting their strategies to the actual circumstances. Because of this, people continue to be productive amid transitions or chaotic times. Leaders who possess this competency welcome change, are receptive to fresh perspectives, and are able to collaborate with a variety of people. (The Flexible Leader. 2023).

An incident I will use to demonstrate my leadership style and the flexibility I have is an incident involving a suicidal male. The initial call came in from a concerned friend who had been informed by the male he had gone to a bridge and intended to jump. On this occasion I was on my own and working in an unfamiliar area as this station was short staffed and I was asked to assist. 

As I was unfamiliar with the area, I was heavily dependent on satellite navigation, as well as not knowing where potential bridges and locations would be that a local officer may have known, this kind of local knowledge often proves vital. As more information filtered through whilst I made my way to the call, it transpired the male still lived at home with his mum. I decided to attend this address as first point off call.

On arrival at the address, I explained the report that we had received to the males’ mother and asked if she knew of anywhere that he may have gone to. The males mother believed she knew exactly where he would be as she said that this had happened almost a year previous. She explained that it was just 2 minutes away, there was an old disused bridge over a railway, I requested that she showed me where this was.

We arrived at the bridge and found the male to be sat on the bridge overlooking the railway, with his legs dangling off the bridge. It was about a 25-metre drop to the track. I immediately passed this information to control and my sergeant as I was alone in a remote area with a suicidal male that I knew very little about, the possible outcomes are endless!

I took control of the situation and told the mum to stay back out the way for 3 reasons, I did not want her to be in danger, I did not know how the male would react to a family member being present and if the worst was to happen and the male jumped, I didn’t want the mum to see this demonstrated an autocratic approach. I engaged with the male in a completely different way to how I spoke to the mother, I did not give mum any choices I was clear she was to stay where she was. Whilst speaking with the male I asked to come a bit closer so I could see him and talk without shouting. Speaking in a soft and supportive manner, a more democratic style.

As I moved closer, I could see the male had tied cable around his neck to and to the bridge and was also in possession of a Stanley Knife. I have passed this over the radio as the situation was being monitored and further units were on the way. I had to guide them in utilising an app that is available on mobile devices, it can accurately locate you to a 2m grid square.

Although I understand the seriousness of situations and give them the respect they deserve, maintaining a professional approach whilst dealing with the public and colleagues alike. I am not serious in nature, and I find humour to be a good ice breaker especially in stressful scenarios “Humour and laughter play an important role in the maintenance of both psychological and physiological health and wellbeing in the face of stress” (Lefcourt & Martin, 1986). I said something along the lines of, “I’ve been on my feet all day, let me sit down with you and have a chat, never know I might end up coming with you!”

The male took this well and let me sit with him, but I remained a good safe distance as I was conscious he was still in possession of the knife. It was around this time my sergeant arrived. I could see the male was startled by this so told the sergeant to stay where he was, explained that we were both safe and I built a small rapport with the male. The sergeant remained in a position that he could still see the situation develop. This showed me his leadership qualities as he was aware of the responsibility he had toward my safety but acknowledged that I was in a better position to make the decisions at this time. I found it inspiring that regardless of my relative lack of operational experience, I was still trusted to do the job.

After we chatted for a while, nonspecific small talk at this stage I asked if he would chuck the knife to one side and the male agreed, discarding the knife a few meters behind us. I was aware that I did not want to come across overbearing, so although I was firm in my approach I wanted to come across as passive and that the male had an element of control in how the situation developed.

Some more time passed, and I established that the route of the males’ issues was a recent break down a relationship with a partner. During my time in South Wales Police I have identified this as one of the most common contributors to people suffering with poor mental health.

The male began to get a bit more flippant with his conversation and erratic in his behaviour, so I took this as a que and stood up and stepped back from the edge as although I was concerned for the male and wanted to help, I must ensure my own personal safety. The male also stood up but remained on the edge of the bridge. 

At this point, inside, my heart was pounding and unsure how this was going to play out. Outside, I remained calm and did not show my nerves. The male looked away from me for a split second and I took this opportunity to dive on the male and grab him down off the bridge. My sergeant also followed my lead and we managed to secure the male on the floor in handcuffs, he wasn’t in any trouble he was purely being detained for his safety while the dust settled, and we evaluated our options. This again demonstrates a flexibility in leadership as well as confidence in my decision making to carry out my actions.

I was happy with the outcome of this incident, the most important thing for me was that everyone went home safe to their families. I found it really installed confidence in my ability as I had even less experience than I do now and hadn’t been single crewed very often, the sergeant present was delighted with my performance and wrote a letter of praise to my inspector, it was a story that I really enjoyed retelling to my colleagues. 

To conclude this essay, I have critically evaluated the four common leadership models that I have identified within the police service. I have detailed an incident in which I demonstrated flexibility in my leadership styles. I identified that I used autocratic and democratic leadership styles to successfully manage a difficult situation. I have learned to identify when different styles of leadership are appropriate and when to change them to suit the situation.

I am confident that my skills are sufficiently improving as my experience and exposure to incidents get greater. I have been able to identify different styles of leadership from my chain of command as well as the colleagues I work with on a day-to-day basis. Adding what I learn from each interaction to my continually growing toolkit of skills. I hope that my practical development continues on the same trajectory as I believe that I will be a good tutor in the future, once I have gained sufficient experience.
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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:


In this essay I will be critically reflecting upon my three-year probation period, detailing how I have benefitted from mentoring and coaching, how this has assisted in my development and how it has helped me to reach my goals.

Initial training began in the classroom, which is 6 months long and although I knew this was the case before signing up, I was absolutely dreading this as I was 33 years old when I began training and I left the education system at 16, not doing very well the first time around! My only goal during my probation period has been to successfully survive the degree side of things, and so far, I have, just about! My biggest downfall is academically, I find it difficult, so I do not enjoy it and as result put it off then this puts me under more stress as I struggle to complete in time. I found myself in a vicious circle and certainly an area I have highlighted for future development, I have tried to improve throughout the duration of my probation period.

I fully accept that these initial weeks and months are a vital part of training that instil all the fundamental knowledge required of a police officer however personally, a lot of it didn’t “click” until I either done a practical in training or a situation has arisen in the job, and I had that “lightbulb” moment.



In my previous employments I have conducted analysis to try and understand how I am best able to learn, the test I completed was a VARK analysis. This is one of the most popular classification systems for learning styles designed by Neil Fleming. Fleming introduced an inventory in 1987 to aid students and others in better understanding their unique learning preferences. According to the VARK model, learners can be identified based on their preference for:

· Visual learning (Learn by looking)
· Auditory learning (Learn by listening)
· Reading and writing (Learn by reading/making notes)
· Kinaesthetic learning (Learning by doing) (Cherry, 2019)

Though this model is a good indication of what style of leaning you prefer, it is possible to have a mixed response that does not give you a clear indication either way, however I have always come back as a strong kinaesthetic learner, which has proved accurate so far.

The next phase of my development was being tutored by a specifically trained tutor officer. This is as an active officer working as part of a shift on a response team dealing with live incidents and calls as they come in. According to the college of policing a tutor constables’ role is to provide mentoring, instruction and guidance to develop students in work-based scenarios, on a one to one basis (College of Policing, (2022).

It was this period of time where I really began to develop as an officer, my tutor provided me with the confidence to deal with calls as an independent officer. This did not happen overnight; it was a process. Quickly building up my involvement in the incidents we dealt with, from being a virtual passenger to being the lead officer. Whilst in this stage, having the tutor there is really beneficial as although you can and will make mistakes, the tutor is able to guide your decisions or actions if they think you are going down the wrong path. This was not in derogatory way, but more along the lines of “Have you considered this” or “Do you think there is another way we could deal with this”. 

After every call we would debrief and talk about what we did, want went well, what didn’t go well and points to improve on. This enabled me to learn as we go and evolve as an officer with the safety net of the tutor there to help and guide me. This period of development was instrumental in moulding me as an officer and would strongly recommend that this period be extended so that student officers can fully prepare for the reality of policing, such as managing workloads, case files and exposure to a wide variety of incidents.

This was a type of mentoring, college of policing defines mentoring as “Mentoring is a relationship where a more experienced or knowledgeable person offers support, advice and guidance to help a less experienced person develop and progress” (College of Policing (2022).

As I have previously mentioned, I have always struggled with academics, I can hold my own verbally however I seem to lack a communication between my head and my hands, I can’t put on to paper my thoughts and ideas as well as I can speak them so much so this led my tutor and area training officer (ATO) to suspect that I had dyslexia. Something which I have always suspected but afraid to get tested, however the support of my colleagues encouraged me to do this, and our mutual beliefs were confirmed with a positive result confirming I am 95% dyslexic.

This was a massive relief to me, knowing that I wasn’t “broken” I just learn differently and excel in different ways. This goes some way to explain why I suffer with concentration and procrastination but do well in practical situations.

According to the NHS website, some of the symptoms include:

· poorly organised written work that lacks expression (for example, even though they may be very knowledgeable about a certain subject, they may have problems expressing that knowledge in writing)
· difficulty planning and writing essays, letters or reports
· difficulties revising for examinations
· trying to avoid reading and writing whenever possible
· difficulty taking notes or copying (NHS, 2019)

This has been a crucial part of my development as I have been able to identify a lifelong problem and have been able to apply for additional support and tools to assist me, such as dragon software, a type of speech to text program however I have not received this yet. 

Since tutorship, I have not had an official mentor as such however, the knowledge passed on from my colleagues on shift has been invaluable. If ever I have needed help of guidance with work someone will either know the answer or know where to find the answer. This has the added benefit of helping to build an effective team, knowing that your colleagues are there to help you and you are able to rely on each other to pull together in difficult circumstance to complete tasks. This sort of teamwork can be epitomised by a theory developed by Bruce Tuckman in 1965 which is commonly used within the police and wider professional environments, known as Tuckman’s stages of group development. According to Tuckman's model of group formation, a team must pass through 4 stages in order to develop from a collection of individuals into a productive unit. The group will go through four stages termed Forming - Storming - Norming - Performing in order to perform at its highest level. (Professional Futures. 2023)

Since I have become an independent officer, meaning I can attend incidents on my own if required, I have been responsible for my own personal and professional development. This is something that I have been particularly keen to improve, as I wanted to prove myself as a competent and useful member of the team. I have pushed to be put on work-based courses such as initial response driving course, allowing me to answer emergency response calls driving with blue lights and sirens. Method of entry course, meaning that I am trained and qualified to use equipment to force entry into buildings. I have successfully completed my initial taser course, which means I am now able to carry taser providing extra safety for myself and my colleagues. I have also completed a public support unit (PSU) training which is public order training enabling me to work events such as football, riots and incidents involving public disorder.

The PSU course has been particularly helpful in my development as is has allowed for a lot of partnership work with different teams and agencies as well as exposure to different types of incidents other than ones I would usually be involved in during my day-to-day duties as a response officer, such as working on the Queens funeral in Windsor. This involved working with multiple different police forces and agencies to provide a safe and lawful event.

The Police and Crime Commissioner places partnership working at the centre of what they do. The tremendous challenges to community safety that we all confront cannot be met by one organisation, which is unable to address the all too frequently complex issues in our society. We can only accomplish the shared vision, attain the results, and address the objectives in the Police and Crime Plan by cooperating with others. (Police And Crime Commissioner (2020).

Completing these courses in the relatively short time I have been an independent officer has improved my confidence as an officer as I believe that I can now add real value to the team, instead of just being an additional pair of hands to get stuck in, I have skills and qualifications to support my continued progression and development. I believe that this is shown by the trust my colleagues now show in me as a fellow police officer and not just another new recruit.

After initial training and tutorship but during the remainder of the 3-year probation period there are two very different requirements that must be completed simultaneously, the degree and successfully complete an occupational competency portfolio (OCP) which essentially means cross referencing the incidents that are attended against certain requirements on the OCP such as “conduct a safe and systematic search of a person” which would be carried out whenever somebody is arrested and placed in the back of the van.

The OCP in itself isn’t particularly demanding as 99% of it will be achieved as part of day-to-day duties, however, the day-to-day duties of being a police officer are very demanding! There is no special treatment for being a student officer completing a degree.

As my ability, knowledge and experience has improved I have been able to help develop newer colleagues as they join the team from training. Although I am not a tutor, I have deputised for the tutor on shift regularly when they have been off. I enjoy teaching as I can relate to the struggles they are going through. To become a tutor in the future is definitely something I would be interested in as I used to instruct whilst in the army and used the EDIP method. EDIP stands for Explain, Demonstrate, Imitate, Practice (Boot Camp Military (2013). That is something that I have taken away with me as I find it a good way to teach and to learn.

In conclusion I am happy with my own personal and professional development over the duration of my probation period, although I struggle academically, I have completed multiple practical work-based courses that have made me a valuable member of the team. I can clearly see a difference in my ability and policing knowledge which shows in my confidence at work. Although I am happy with my progress, I am far from being a complete officer and am always looking to improve. I analyse my own performance and regularly ask for feedback from colleagues and supervisors which assists me identify areas for improvement. So far, I have completed my personal targets, passing year one then year two. I will continue to push myself to improve and pass my knowledge on to the lesser in-service colleagues.
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