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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.



2500 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

For this examination and assessment of an academic topic in a policing context, I will implement the Gibbs Model of Reflection within this academic study to explore the strategic role of the College of Police in professionalising policing within the United Kingdom. We will also reconnoitre and reflect upon how I have been working to fulfil my role as a Police Officer within my final year of probation. Finally, to concur, we will examine what changes I have experienced within my final year of probation and how my role has differed within this final year.

To begin, we will explore the ‘Gibbs Model of Reflection’ and discuss what this is. 
Hopkinson (2020) declares that “Reflection is a key aspect of personal and professional development which helps to assist with constant improvement of skills”. Hopkinson (2020) goes on to elaborate that The Gibbs Model of Reflection outlines how critical reflection can be used as a methodical tactic to expand and mature abilities. There are six stages of the Gibbs Model all of which will be utilised within this reflection of the academic study at hand, the stages are;
· A Description, of the experience
· Feelings, compiled from the experience
· Evaluation, of the experience both positive and negative
· Analysis, of the situation
· Conclusion, of the experience
· Action Plan, whereby issues can be raised and addressed from reflection of the incident.
(University of Edinburgh, 2022).  

The purpose of a police officer is to "maintain law and order by safeguarding the public and minimising crime," according to The University of Southampton (2021). The Code of Ethics, which establishes professional conduct and standards for police organisations and their workers, governs police officers (College of Policing, 2021). This was created by the College of Policing in 2014 as a professional organisation for policing. It sets the standards of conduct for all police officers and seeks to empower everyone in policing by ingraining the principles of the Code of Ethics in order to maintain the public's trust in policing (College of Policing, 2021). The primary tenets of the code are: leadership, objectivity, accountability, fairness, honesty, and integrity. Officers of all ranks are guided by the Code of Ethics, which is important in policing because research has shown that staff and officers of the police are more likely to treat the public fairly and respectfully if they feel valued, respected, and treated fairly by the organisation to which they belong (HMIC PEEL Police legitimacy, 2016). In attempts to uphold faith within policing and strive to develop professionalism within policing within the United Kingdom, the College of Policing introduced the ‘Policing Education Qualifications Framework’ (PEQF) programme into modern day policing (Angela Ruskin University, 2021). 

The PEQF programme was introduced into policing in 2018 to manage modern day policing and the stressors associated with police work, with components of policing becoming more intricate and energetic than aforementioned, the PEQF programme has been implemented based on the fresh Policing Curriculum which has taken place in respect of its predecessor formerly known as the ‘Initial Police Learning and Development Programme (IPLDP) (College of Policing, 2020), with the aim to “standardise entry to the police and allow serving officers to gain accreditation for their previous training and experience” (Williams, Rowe & Norman, p.p, 259-272, 2019). The Police Federation (2019) concurs that there are three entry schemes into modern day policing, these entry routes consist of;
· Degree Holder Entry Programme (DHEP) which essentially is an entry route for existing degree holders, this scheme requires officers to complete the requirements within a two-year probationary period.
· Police Constable Degree Apprenticeship (PCDA) which provides an access route to individuals into policing who do not hold an accredited degree, this scheme requires officers to complete the requirements within a three-year probationary period.
· Pre-join degree in professional policing which is funded by the individual intending to join the police and is described as an “undergraduate degree in professional policing which is accredited by the College of Policing” (Police Federation, 2019). The individual will still be required to complete a two-year probationary period within the organisation under this entry scheme. 
It has been recognised further by The Police Federation (2019) that academic accreditation does not support the ideology that new recruits will present as good police officers simply because they have been recognised as academic achievers, albeit it does recognise that policing is a challenging career which necessitates expertise through emotional intelligence, physical awareness and common sense which perhaps, can be argued are more valuable skills to hold than academic status. The PEQF programme has also been supported through the view of Lewis (2017) who prophesises that the PEQF programme provides new recruits with expertise and competences to flourish within their policing careers. To concur, the PEQF scheme has been described by Lambert (2021) as a component of the College of Policing's and the National Police Chiefs' Council's staffing revolution in the Police Service strategy, hence supporting the ‘Policing Vision 2025’ of the NPCC and The Association of Police and Crime Commissioners (APCC). However, Williams (2019) disagrees with this shared view, and airs the opinion that “organisational issues bring risks to police forces, police officers and the PEQF programme as a whole”.  

The National Police Chiefs Council (NPCC) alongside a collective of Police and Crime Commissioners have collectively developed a vision which has been disseminated amongst police forces throughout the United Kingdom known as ‘The Policing Vision 2025’ (NPCC, 2022) which outlines that “By 2025 policing will be a profession with a more representative workforce that will align the right skills, powers and experience to meet challenging requirements” (NPCC, 2022). This framework, which is based on fresh, contemporary curricula that are in line with the educational standards established in England and Wales, will eventually cover the full spectrum of professional training for police officers through the ranks of constable through chief officer. It will also include a large number of police officers, special constables, and police community support officers (PCSO) (Strong, 2019). The ‘Policing Vision 2025’ is based on five separate areas of priority which collectively produce a ‘The Policing Vision 2025’ reform, these areas consist of;  
· Local Policing – It has been identified that further intervention is needed from partner agencies to reduce demand on the police service.
· Specialist Policing – There are calls for costs to be lowered through better management of such departments.
· Further training for police officers to tackle the rise in criminals taking advantage of the internet, also calls for better access to resources to facilitate digital crime reporting.
· College of Policing to work closely with forces to develop skillsets of the workforce and focus on policing within the communities in attempts to diminish negative public perception.
· Multiagency approaches to be utilised across in force units to reduce costs.

The Policing Vision has drawn attention with both positive and negative thoughts being aired on the reform, The National Police Chiefs’ Council Chair Sara Thornton (2016) states that “Police chiefs and PCCs have worked together to think carefully about the next stage of police reform and the changes that are needed to improve policing for the public. We have focused on five areas of change, which collectively will make us better at fighting crime and protecting people in a cost-effective way. We are now getting to work to make these important changes happen”. Additionally, Baird (2016) prophesises that “Police and Crime Commissioners are focused on ensuring that transformational change in policing is delivered, with local policing and accountability to the public very much at the core. People want a responsive service that is able to tackle the future challenges and embrace the future opportunities of policing. This Vision sets out how the service needs to use technology to make it easier for the public to interact with the police, how it needs to attract and retain a confident and professional workforce and how much we intend to work with other agencies to work together to ensure that people are kept safe.” Albeit it could be argued that Wilson (2019) opposes this shared view and describes the Policing Vision 2025 as a “pipe dream” with forces operating on minimal staffing with constrained budgets and no realistic prospect of Policing Vision 2025 reform improving the current state of play within policing. Overall, there are mixed opinions on the Policing Vision 2025, which brings us to the next stage of this study, how are police officers working to fulfil the role of modern-day professional policing? 

[bookmark: _Hlk114080421]To elaborate, we will now discuss my experience of working to fulfil my role as a PC within Gwent Police and reflect upon the experience referring to the ‘Gibbs Model’. For the purpose of this paper, we will discuss a policing incident which was domestic in nature that I attended and ultimately became the Officer in Case (OIC), therefore managing the case as it was brought ultimately before the courts. The Home Office (2013) defines the term “Domestic Abuse” as “Any incident or pattern of incidents 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 gender or sexuality”. To explore further into this incident, we will examine the details through a brief overview of the incident. As established, the incident is domestic related, and the victim is a repeat victim of domestic violence from their ex-partner. The aggravating factor in this incident is that the victim and perpetrator shared children together who were present at the time of the incident. The case resulted in the perpetrator being arrested and subsequently charged for one count of common assault and is the perpetrator is awaiting sentencing at court, for the purpose of this academic piece, according to the Criminal Justice Act 1988 “The offence of common assault is committed when someone assaults another person or commits a battery” (Legislation UK, 2022). Whilst this incident is still live pending a disposal, the victim and the children that were present are still in receipt of support to prevent any repeat ill-treatment.

Furthermore, according to the College of Policing (2014) additional attention is being paid to domestic abuse victims with support and safeguarding being implemented through a multi-agency approach with joint efforts being made by the local authority, health board, police, and social services. In my experience within the incident of discussion, I supported the victim by utilising a safeguarding tool that is available to police when dealing with domestic related occurrences known as the “Domestic Abuse Stalking and Harassment” (DASH) checklist (College of Policing, 2022). To particularise, the model is used to determine the risk associated within the incident through engagement with a standardised model which can be shared with partner agencies who in turn can touch base with all those impacted by the incident to provide sustained support (Richards, 2021). The DASH model is essential and needs to be used in every domestic event since it shows which domestic incidents could warrant the need to be escalated through the Multi-Agency Risk Assessment Conference (MARAC) for additional safeguarding. To summarise, the MARAC process is a gathering of representatives from various agencies, such as law enforcement, social services, health board staff, and independent domestic violence advisors, where information is shared regarding domestic incidents with the highest risk factors as identified by the submission of a DASH form by the police (Home Office, 2011). I raised a MARAC information document in this occurrence and distributed it to partner agencies who ultimately supported the family through the experience, I recall feeling satisfied that I had utilised my professional judgement to appropriately safeguard the family at this point and felt as though I had opened the gateway for them to obtain support that they had not previously been exposed to. This process is recognised and endorsed through the view of Kerti (2018) who states that additional measures are taking place to support vulnerable victims of domestic abuse which if implemented correctly professionalises policing practice and restores faith in policing and improves public perception of modern-day policing. 

A Public Protection Notification Document (PPN) can also compliment DASH and MARAC models respectively and is used as a risk assessment tool by police which again, is used as a pathway to safeguarding intervention to provide safeguarding to vulnerable victims (Grant, 2019), for the objective of this task, the term “Vulnerable” is described as “People who can be easily physically or mentally hurt, influenced or attacked” (Cambridge Dictionary, 2022). As established, within the topic of discussion, the victim of the assault is a repeat victim and there were children involved also, it can be argued that all are vulnerable due to the victim and children being “unable to look after themselves or protect themselves from harm” (Carecheck, 2021). I recognised that the involved parties would perhaps fall under the vulnerability umbrella and submitted a PPN also for support to be made available for the welfare of the all of the family, off the back of this I was able to air my observations which was then circulated to social services who ultimately liaised with the family and provided them with access to alternative housing to continue their lives without the influence of the domestic perpetrator. I feel satisfied with this result as I believe without my professional judgement and actions implemented there may have been a less beneficial outcome.

Police forces including Gwent have introduced additional ‘Domestic Abuse (DA) Champion’ training in regard to domestic incidents to equip police officers with enhanced knowledge when dealing with domestic incidents. The specialist role of a DA champion is “in order to provide the best support for victims of domestic abuse” (Reducing the Risk, 2021). The Champion serves as both the inside and outside point of contact for their agency or unit's efforts to address domestic abuse. They are able to provide guidance to colleagues on how to handle particular circumstances and make sure they are aware of and have access to neighbourhood resources and support and also understand how other Champions can support, help, and advise a victim of domestic abuse and their dependents (Domestic Abuse Matters, 2018). Upon reflection of this incident, though I delivered instantaneous protection to the victim, to further support the family after their adverse domestic experience I drew the support through partner services who were able to touch base with the victim throughout the investigation. The College of Policing (2022) prophesise that if there is adequate evidence of a domestic related crime, positive action should be taken, and the perpetrator should be arrested. Hence, I feel I adhered to my role and exercised evidence led investigation to secure a positive disposal for the perpetrator. However, Tucker (2022) argues that domestic incidents put police on ‘unfamiliar ground’ and historically domestic violence and abuse was ignored by police and further improvement is needed on police response to domestic violence. In hindsight of this incident, I believe that my professional judgement led to a good result with the perpetrator being held accountable at court for the incident, albeit moving forward I would perhaps consider enrolling onto a DA champion course as I currently do not hold the DA specialist status and I think this would benefit me moving forward and provide me with more confidence when dealing with domestic of all risk levels.  



To conclude, I believe that overall, my confidence has grown throughout my career and have noticed particularly in year three of my probation that I am able to deal with domestic related incidents with more confidence and be able to accurately risk assess through my familiarisation with the tools available to me as a police officer. If we refer to the example used in this task, I liaised with social services and the Criminal Prosecution Service (CPS) which secured a charge for the offence and ultimately provided safeguarding for the family which is a process that I would not have felt confident in engaging with earlier in my service.

To concur, we have explored the Gibbs Model of Reflection within this academic study and examined the strategic role of the College of Police in professionalising policing within the UK. We have also critically reflected upon how I have been working to fulfil my role as a Police Officer within my final year of probation. Finally, we have overviewed what changes I have experienced within my final year of probation and how my experience within my role has fluctuated within this final year. (2748 words)
 













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?


 
2500 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:

For this perilous review and appraisal of an academic topic in a policing context, I will refer to the “Driscoll Model of Reflection 1994” (Janse, 2022) to study force policy on using social media for professional information and engagement purposes. We will also explore what social media platforms are used by policing and what the benefits and risks of using social media are. To concur, we will explore the experience that I withhold of social media usage that has been used to inform and engage within my Local Policing Area (LPA) to promote policy initiatives. 

To begin this study, we will explore the ‘Driscoll Model of Reflection’. The Model of Reflection is an agenda for reproduction which was created to allow its users to follow a rigid process to assist with achieving the overall goal of reflection (Janse, 2022). 
The Driscoll Model of Reflection is a cycle which consists of three key questions;
· What?
· So What?
· Now What?
(Janse, 2022)
[image: driscoll-model-of-reflection]

(NursingAnswers, 2022)

The cycle is based on how each question is addressed which can ultimately lead to an analysis of reflection to be met (Jason, 2020). If we take for example, question one, “What?” this refers to the description stage of the situation and/or incident to be reflected upon. The next step, question two, “So What?” relates to thoughts and feelings within the incident experienced by all persons involved. Finally, the last step, question three “Now What?” refers to what has been learnt through the processes within the incident and what could have been done differently (NursingAnswers, 2022). In order to accurately reflect upon an incident in line with ‘Driscoll’s Model of Reflection’ these three questions must be addressed, then an analysis can be drawn dependent on the individuals’ experiences (Maurya, 2022).

To begin this academic review, we will discuss an incident in which I attended and took the lead as a police officer and how I used social media to assist in effectively dealing with the incident. The incident relates to a two vehicle Road Traffic Collision (RTC) whereby two persons were trapped in a vehicle which was obstructing the road causing a large delay in traffic. For the purpose of this paper, West-Midlands Police (2022) defines an RTC as “A collision involving a vehicle or vehicles”.   
The incident required a joint approach from local response units and specialist traffic officers, alongside the South Wales Fire and Rescue Service and ambulance crews. A joint emergency response was utilised, and the casualties were conveyed to hospital for medical assistance. Social media was exploited to assist with traffic flow through notification of the road closure being distributed across digital platforms and to inform and reassure the public to not panic although a live incident was being dealt with. 

So, what is social media? Social media is defined by Dollarhide (2021) as “Computer based technology that facilitates the sharing of ideas, thoughts and information through virtual networks and communities”. Wester (2019) goes on to further elaborate that “Social media is simultaneously vast and somewhat uninhibited and whilst many social media businesses place certain restrictions on, there are far fewer restrictions on what people can post than traditional forms of mass communication”. Studies conducted by Walsh & O’Connor (2018) into social media’s impact on policing have shown that there is no integrated information regarding its links, however, it does show that the implementation of social media within police forces across the United Kingdom (UK) has offered up new opportunities for police to control communications digitally to gather and monitor public engagement. Furthermore, The Policing Foundation (2014) outlines that social media usage and policing work well together as it allows police forces to distribute important information and updates easily and across a mass platform instantaneously and describes social media in policing as a “game changer”. This view is also shared with The Social Element (2012) who dictate that “Good use of social media can help the police to better understand, respond to and attract the attention of specific audiences”.

If we refer to the topic of discussion within this academic piece, to elaborate, upon attendance of the RTC I was met with a busy scene, the collision location was on a dual carriageway at rush hour on a weekday afternoon, the collision had taken place in lane one and both vehicles were obstructing lane one and two of the dual carriageway, there was debris littering the road and traffic was building up. At this point, I was single crewed and trying to manage the ongoing dynamic incident. I raised for further units to assist with a road closure and contacted the Force Control Room (FCR) to raise a road closure notice over social media to the public to try to divert any traffic heading for the area and manage the build-up. Gwent Police holds a sequence of policies and procedures for employees to adhere to one of which is a social media policy, under this policy are guidelines in what social media platforms are utilised by the organisation and how they are used with the purpose of the policy being to “Provide guidance to Gwent Police users of social media and empower them to use social media safely, effectively and appropriately. To ensure that social media works for us and not against and is used in a way that best represents our force, its values and commitment to public service. This policy and our use of social media should reflect the Gwent Police values. It must also have regard to the Code of Ethics as the standard of professional behaviour by which everyone who works in policing is expected to abide (Gwent Police, 2022). For the purpose of this paper, the ‘Code of Ethics’ within a policing context refers to “a set of standards that police organisations need to adhere to which signposts behaviours and expectations of police personnel” (College of Policing, 2021). Serving police personnel are ruled by the ‘Code of Ethics’ which entrenches actions and professional values into police forces and all serving active personnel (College of Policing, 2021). The ‘Code of Ethics’ module was premeditated by the College of Policing in 2014 as a professional body for policing and regulates the standards of conduct for police and intends to encourage personal responsibility and professional judgement, permitting all in employed within the policing field through implanting the values of the Code of Ethics to sustain public confidence in policing (College of Policing, 2021). The key apparatuses of the code are;
-  Accountability, 
- Fairness, 
- Honesty, 
- Integrity,
-  Leadership, 
- Objectivity, 
- Openness, 
- Respect,
- Selflessness
 (GOV.UK, 2014).

In reference to the example used within this paper, a message was generated informing the public of the road closure and diversions and was distributed amongst Twitter and Facebook social media platforms respectively. This usage of social media was beneficial in my experience as it helped to raise awareness of the ongoing incident and inform the public of the nature of the build up of traffic which allowed me and colleagues to deal with the incident more efficiently. 

So now what? Upon reflection of the incident of note, my experience with the implementation and input of social media was mostly a positive one, as established, the distribution of the warning message through the social media platforms raised by Gwent Police assisted in diverting traffic away from the area and helped to reassure the public that the incident posed no risk to them and there was nothing to be concerned about. Once the incident had been dealt with, I requested for FCR to raise a further post via social media to inform the public that the road closure had been lifted and that the road was back open for use, this helped to clear the backlog of traffic. Overall, the usage of social media in policing has been widely received positively, Scobbie (2022) dictates that “Social media use is likely to continue to grow and, on balance, the advantages of social media use by police outweigh the disadvantages”. 

Policing culture is defined as a “collection of behaviours shared amongst police which forms a view of the policing organisation and its cultures” (Grieve, pp., 116, 2021), engaging within this culture negatively can provide a potential gateway to fatal errors occurring in the workplace which could warp the public’s perception of the police (McMahon, 2014). Though there are benefits associated with the usage of social media within police forces across the UK, Chabria (2020) opposes the view that social media is beneficial to police organisations and states that there are negative connotations with social media and policing and pays particular attention to the misuse of social media by police personnel. Recent events have reflected this ideology after a serving police officer of Merseyside Constabulary was sacked after taking pictures of vulnerable people whilst on duty. Pc Ryan Connolly was dismissed in 2021 after being found in possession of photographs of vulnerable victims which were located on his personal mobile phone device, further investigations led police to discover racist and homophobic images on the disgraced officers’ device (Soteriou, 2021). Critchley (2021) commented on the dismissal and stated, “I am appalled by the actions of Connolly” and further elaborated that such actions would not be tolerated within the force with such behaviour impacting the publics confidence and trust within Merseyside Police. Furthermore, another incident that hit the headlines in 2020 detailed how two serving police officers of The Metropolitan Police service were arrested after supposedly sharing photographs over a social media platform of themselves whilst on duty at a murder scene (Burke, 2020). Butler (2020) described the actions of the officers as “unthinkable” and “disturbing”. The officers were subsequently dismissed and sentenced to a jail term. It could be argued that these incidents damaged the perception of the police with statistics showing that faith and trust in the police declined in the year of 2020/2021 (The Office for National Statistics, 2022).

According to Frank-Keyes (2022) social media misuse amongst police is not confined to lower ranks with data released through a ‘Freedom of Information’ request detailing that social media misuse in police forces throughout London Borough reached a four year high in 2020. The data released displayed that a total of twenty officers ranked at a sergeant and above were identified as being in breach of their professional standards through engagement in unprofessional conduct facilitated through social media. Further figures released by The Metropolitan Police service outlined that in 2021 the organisation was holding a total of ninety-two police officers under investigation over social media misuse claims (Frank-Keyes, 2022). Gwent Police have a bespoke social media policy which outlines to all of its employees’ behaviours and conduct expected whilst employed within the organisation. The policy outlines “It must be recognised that the majority of Gwent Police employees will have access to their own personal social media accounts. Whilst these should be considered separate from police use of social media, officers and staff still have a responsibility to use them appropriately and be aware of the potential risks” (Gwent Police, 2022). 

As identified through this academic study, it can be disputed that social media is heavily endorsed and accessed in modern day technology through smartphones both positively and negatively. Smartphones are a very current fragment of modern-day lifestyles with over forty-eight billion active mobile cell connections active globally, all endorsed with record sharing capabilities and social media applications which facilitate verbal exchange in many forms (Walsh & O’Connor, 2018). This digital movement is popular with the younger generations and is used to communicate through a digital platform using social media to build digital relationships, social media can also be beneficial to vulnerable members of society who may struggle to communicate through their vulnerabilities without a digital platform (Hynan, 2021). However, Abbasi (2019) argues that regular access and usage of social media can impact the user’s health and lifestyle choices. Gwent Police introduced a ‘Social Media Desk’ in 2018 to assist the public in reporting non-urgent incidents to police and offered up a portal for the public to connect with police digitally when police advice is sought. The scheme was introduced by the force with the intention of reaching more vulnerable members of the community to facilitate easy access to police communication. The desk is available to the public 24/7 and can be accessed through Facebook and Twitter direct messaging systems (Gwent Police, 2022). Townsend (2022) elaborates that “On average, Gwent Police receive in between 1000 and 1,200 calls a day. Between 750 and 950 of those calls are non-urgent and don’t require immediate police action, we know that we are in a fast-moving digital age and that in the last ten years we have seen a significant shift in the way that people communicate with each other, and we want to make sure that Gwent Police remains up to speed with those changes”. Hill (2022) endorses this view and affirms that “Gwent Police are constantly looking at ways in which we can improve our service to the public to become more efficient and effective and most importantly, accessible”. Furthermore, Cuthbert (2022) prophesises that “The social media desk helps to ensure that Gwent Police are available, accessible, and responsive to the community with 96% of users surveyed stating that they would use the social media desk again”.

In conclusion of this academic paper, we have administered the ‘Driscoll Model of Reflection’ to review Gwent Police’s view on force policy in using social media for professional information and engagement purposes. Furthermore, we have delved into what social media platforms are used by police organisations and what the benefits and risks of using social media are. To concur, we have explored my experience of utilising social media within Gwent Police to engage and inform the public when promoting policy initiatives. (2302 words)










































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?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:


For this critical review and valuation of an academic topic in a policing context, I will refer to the “Gibbs Model of Reflection 1988” (MindTools, 2022) to explore different recognised leadership styles and reflect upon the reasons why such developed leadership strategies are used within policing to manage a range of different operational situations.  Finally, we will study the relevance of utilising flexibility when implementing a range of leadership styles and reflect upon how this impacts dynamic circumstances.  

I will implement the Gibbs Model into this study to reflect upon how leadership strategies and flexibility has impacted me whilst dealing with fluctuating circumstances as a serving Police Officer. There are six stages of the Gibbs Model which will be explored within this study, the stages include;
· A Description, of the incident
· Feelings, compiled from the incident
· Evaluation, of the experience both positive and negative
· Analysis, of the situation
· Conclusion, of the incident
· Action Plan, whereby issues can be raised and addressed from reflection of the incident.
(University of Edinburgh, 2022).  


To begin, according to Abrahamsen (2006), Police personnel who attempt to inspire, provide a vision, deliver intellectual stimulation, appeal to followers' moral principles and make a constructive contribution when conducting their duties may be considered more effective than those who do not. The College of Policing (2022) prophesies that personnel who can be flexible within their leadership approach can have a good impact on subordinates' organisational commitment and willingness to go above and beyond and follow orders. In a modern-day policing climate, police employees are in quest of better perception of how to be an effective member within police constabularies. (Fritsvold, 2022). This leads to the question of; what type of leadership style will work best in this environment? Fritsvold (2022), expresses that “The answer is quite modest there isn’t just one, but there are a number of leadership styles, traits, skills, and responsibilities that quality police leaders should understand, learn, and practice to be successful”.

To elaborate, some of those leadership styles and techniques adopted by police personnel within forces can encompass but are not limited to;

‘Situational Leadership’; this style of leadership refers to leaders who adapt their actions to the circumstances, such as their subordinates' years of experience, rank, and job. According to Haberfield (2006) this specific leadership style is effective within police services as this leadership style focuses on characteristics consistent with problem solving and is somewhat ‘action-orientated’.

Furthermore, a ‘Leadership via Participation’ style also widely known as ‘Democratic leadership’ refers to that which may empower subordinates to participate in decision-making have been shown to improve job satisfaction and organisational commitment, however there is less evidence that shared leadership initiatives have the same effect. This branch of leadership style can be argued as beneficial when implemented within the police service as it relies on the knowledge and skillset of team members, who together in unity are able to achieve all intended tasks (Michael, 2022). This leadership style is more prevalent within less authoritative ranks of police forces as it is the most valuable style of leadership when a constable is highly involved in a situation or when the task is scarce and rather obstruse. In such a situation, “the leader provides the necessary platform for the subordinate to express concerns about how the task can be accomplished and rewards maximized” (Stojkovic, Klofas & Kalinich, 2011).

However, considering the above, perhaps the most predominant leadership style recognised within the police service is ‘Authoritarian leadership’ also known as ‘Autocratic Leadership’. The authoritarian style of leadership is perhaps considered that of a strong and dictatorial approach. Generally, this approach works well in high pressure situations whereby swift decisions need to be met without time for a joint approach. It could be argued that this is the best approach to adopt within conducting policing duties as it allows for duties to be conducted rigidly and help to reign in situations that become out of control (Brin, 2014). This leadership style could perhaps be considered more prevalent within senior ranks of the police service as it is administered through stern instruction and offers no opportunity for individuals’ input, constables of rank within police services are associated with urgent decision making and delegation of instruction, hence displaying characteristics of an authoritarian leader (Brinn, 2014). Albeit, Robertson (2019), argues that gone are those days of success through authoritarian leadership and concurs that if employees are unheard and unable to contribute within their field due to a strict authoritarian style leader then they are more likely to feel a drop in morale and be more likely to complain about their post and perhaps be more encouraged to look for an alternative job. This claim could perhaps be substantiated by the recent uplift in police officers leaving their respective forces due to how forces are run through the rank structure (Stewart, 2015).
 
Additionally, there is a noticeable link between police services and a ‘Bureaucratic Leadership’ style. Bureaucratic leadership refers to a harsh and prescribed hierarchal structure, which pledges to affiliates the structure and command of the organisation. The authority is ordered in a method that promises an increased level of leadership, in which controls each level of dependents (Luenendonk, 2020) Due to the rank structure within police forces, naturally bureaucratic leading does emerge. Currently, the police rank structure is set out in the Police Act 1996 alongside the Police Reform and Social Responsibility Act 2011 with further regulations made under the 1996 Act all subject to approval from the College of Policing (Home Office, 2016). The College of Policing (2013) argue that a ranking structure within the police service is fundamental in allowing police forces to run collaboratively and smoothly, hence paving the way for satisfaction of all its service users and employees alike, this can only be achieved through the bureaucratic leadership approach whereby clear and precise direction is rippled throughout the ranks. This considered, Miller, (2022) argues that a bureaucratic approach to leadership is “not always a system that is efficient”, which could cause issues with adaptability, quite often with leaders remaining in post for substantial amounts of time leading to lack of development and movement within organisations. 

Leadership variations within policing in comparison to other industries may occasionally necessitate unconventional leadership tactics (College of Policing, 2015). To elaborate, there are leadership styles and theories that are well suited to police. Leaders that are effective, valuable, and caring may bring teams together and assure effective action. ‘Action-oriented leadership’ (ACL) is one such style. The importance of leading a team is explained by ACL. To ensure instructional and prosperous leadership, the model hypothesises that a team leader has three basic but distinct functions; 
· Task achievement
· Team management
· Individual management
Furthermore, Adair (1988) maintains that leadership is a trainable, transferable ability rather than an inborn feature, in direct opposition to the concept that leaders are born. This is an important consideration in policing and team chemistry. Within the police force, dependable and permanent leaders are essential, and according to Adair, they can be advanced through training and other requirements. Also, on a larger scale, Adair advocates for the 50:50 rule. This argument essentially states that 50% of incentive comes from the individual and 50% from the leader. This can be applied to the completion of a task or the formation of a team. (Adair, 1988). As a result, this concentrates on three key areas of leadership. These include personal development, team building, and task completion. The capable leader is the one who coordinates all three of these factors. A competent and productive leader recognises that all three of these elements must be met, and that if one is neglected, the others are unlikely to succeed. (Adair, 1988)

Furthermore, my experience of leadership style variation whilst employed as a police constable within Gwent Police has been vast. I recall a particular incident whereby I had to be particularly flexible with my leadership approach. I was dispatched single crewed to a Road Traffic Collision (RTC) whereby it was passed that injury had occurred to the driver of the vehicle after the vehicle had collided with a lamppost. Upon initial attendance I was greeted with a hectic scene. A casualty was trapped inside the vehicle, the structure of the lamppost was unsafe due to the collision and there were a several members of the public sprawled across the scene and into the road. At this point, considering my options I felt I had to take an authoritarian leadership style due to the chaos that was unfolding and lack of resource due to myself being the first unit to book off. I subsequently adopted the authoritarian approach by initially assessing the casualty and commanding the remainder of the crowd to leave the immediate scene for preservation of the scene. At that point, other units attended the incident location, and I began to give instruction of what actions were outstanding and what actions had been completed to provide clarity and direction to the officers who were not familiar with the extent on the incident as they had only just arrived. I recall feeling quite stressed but somewhat extremely focused to ensure that officers present were equipped with the knowledge to effectively deal with the unfolding task at hand.

A short time later, specialist traffic officers attended the scene and at this point I evoked more of a democratic leadership approach as traffic officers are more equipped and specialised in dealing with RTC’s and related injuries (White, 2022). Subsequently, I took a democratic approach by liaising with the traffic officers and explaining the incident to which traffic officers then took the lead within the incident and I was then directed by the officers as the situation commenced. The varied approach into the democratic leadership style was particularly helpful as I was able to assist more appropriately within the incident through clarified instructions from the specialist officers on scene. At this point, I felt more relaxed as I felt that the situation was somewhat now under control, and I was able to discuss pending actions in unity with other officers. Due to the dynamic nature of the incident the situation quickly changed, the casualty’s health declined which in turn prompted me to vary my leadership style once again, at this point, I feel I took more of a ‘situational leadership’ approach and utilised my first aid training alongside other officers who assisted me in providing initial medical treatment in order to make the best efforts to stabilise the casualties’ condition prior to medical assistance attending. Gaille (2018) testifies that ‘situational leaders’ tend to take a leadership approach in which is most suited to circumstances as they unfold in order to achieve the intended goal. I relate to this statement as I feel I took a similar approach which helped me to work together with the casualty and alongside my team to provide the assistance that was relevant to deal with the closing stages of the incident.

The next stage of this academic study referring to ‘The Gibbs Model of Reflection’ brings us to the evaluation stage. The research foundation regarding what constitutes a successful police leader is sparse, and it is mostly limited to the effects of leaders on subordinates' evaluations of their leaders' efficacy. There was very little research that looked at the impact of leadership skills and behaviours on operational outcomes (Powalie, 2016). Albeit, in my experience of flexible leadership working I have had no choice but to adopt various leadership approaches whilst conducting my tour of duty as a police constable due to the diverse and dynamic nature that is police work (The College of Policing, 2022). If we refer to my example, at the time of the incident, there was no sergeant booked on shift, this lack of authority led me to conduct a more authoritarian approach upon the initial attendance at the scene to take control of the situation as it unfolded to ensure that comprehensive updates were passed through the Force Control Room (FCR) so that the incident log was updated and all other units who were attending were aware of the situation prior to attendance. DeVega (2015) states that an authoritarian approach is a classic positive leadership approach whereby a stern attitude and firm instruction works best to get the job done with no room for manoeuvre. I can relate to this view as the authoritarian approach I would consider to be a positive approach that worked well for me within this experience as it allowed me to take order through a direct almost ‘no nonsense’ approach which helped me to lead and take appropriate action whilst initially being single crewed upon attendance of a serious incident with a lot to manage.

Another positive that I took from this experience was my interpretation and implementation of what I believed to be a ‘situational leadership’ approach. Fonte (2021) prophesises that ‘situational leadership’ is formed on the ‘situational leadership model’ which consists of four separate development levels;
- Level one; ‘The Enthusiastic Learner’,
- Level two; ‘The Disillusioned Learner’,
- Level three ‘The Capable but Cautious Learner’ and finally,
- Level four; ‘The Reliant Achiever’ 
(Fonte, 2021)
 
Fonte (2021) elaborates that the cycle is recognised to work hand in hand through a process of confidence and knowledge building which ultimately allows the person to reach their intended goals and reach maximum performance output dependent on how each stage is implemented. If we refer to the dynamic incident up for discussion within this essay, I can relate to this model as I entered the situation with enthusiasm but was soon humbled once I realised that perhaps I was out of my depth single crewed at a serious incident without supervision, I soon entered the ‘disillusioned’ stage as I recall feeling quite panicked as the authoritarian stance I portrayed began to fade once specialised units attended and took control. I can now recognise that I then entered stage three, I felt like I had control over the situation with the support of colleagues and finally, upon providing the medical attention and dealing with the incident I felt confident that I had achieved my intended duty, hence entered the last stage of the cycle ‘the reliant achiever’ and delivered a situational leadership approach. Albeit Gaille (2018) argues that situational leadership has negative associations as it can follow a specific set of rules which perhaps has no room for manoeuvre which in turn can result in the leadership style become fixed and stale and no longer appropriate for the task in hand. However, if we refer to my example and experience with situational leadership, I believe that this approach overall was a good leadership style to implement within the incident of discussion.

Upon reflection, I believe that I exploited a leadership strategy through the ‘ACL’ approach within this specific incident. As already determined, an ‘ACL’ approach utilises a three-step approach, if we refer back to the example at hand, I believe I completed all of the tasks that I was faced with upon attending the scene through individual management and discipline, to elaborate, I made use of my first aid training and was able to manage the scene upon initial attendance by administering an ‘authoritarian approach’. However, looking back in retrospect to this incident, if I had to change or adapt my approach, I perhaps would have exploited the ‘team management’ aspect of the ‘ACL’ model further. I am confident that I liaised with my colleagues and assisted within team dynamic on scene, but I do believe that I lost a degree of confidence when specialist officers arrived and stood back, if faced with a similar situation in the future of my policing career, I would become more involved and try to improve my confidence when in company with specialist units.

Finally, to conclude, within this essay, we have discussed an array of recognised leadership styles and have explored the significance of why leadership strategies are used within policing to manage a range of different operational situations. We have discussed an incident that I played a major part within and explored how I utilised different leadership styles in order to deal with the incident. Finally, we addressed the relevance of utilising flexibility when implementing a range of leadership styles and have looked at how this impacts dynamic circumstances. (2726 words)















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?

2500 words (+/- 10%: include your actual word count at the end of each section) 
 



ANSWER:

For this critical reflection of my experience of the three-year probation within Gwent Police we will refer to the “Gibbs Model of Reflection 1988” (MindTools, 2022) to explore how I have benefitted from mentoring and coaching whilst serving as a Police Constable within the organisation, furthermore, how such mentoring and coaching has assisted me to meet personal, professional, and organisational goals. We will also discuss how it has helped me to learn, develop and perform in the workplace. To concur, we will outline how feedback is received and provided to myself as a serving Police Constable with Gwent Police. 

I will execute the Gibbs Model into this reflection to echo what effect mentoring and coaching has served upon myself within the organisation and how it has helped me to reach goals within Gwent Police as a serving police Officer. There are six stages of the Gibbs Model which will be explored within this reflection, the stages are;
· A Description, of the experience
· Feelings, compiled from the experience
· Evaluation, of the experience both positive and negative
· Analysis, of the situation
· Conclusion, of the experience
· Action Plan, whereby issues can be raised and addressed from reflection of the incident.
(University of Edinburgh, 2022).  

To commence, The Chartered Institute of Personnel and Development (CIPD), (2021) defines the term ‘Coaching’ as “Production of optimal performance and improvement at work, focusing on specific skills and goals which may impact upon an individual’s personal attributes such as social interaction or confidence. This process usually lasts for a defined period or forms the basis of an on-going management style”. Furthermore, coaching is recognised as being a lesser mandate form of development which is endorsed as a skilled movement which should only be delivered by persons who are equipped to do so, for example, persons trained in coaching skills which may incorporate within persons of authority remits (General Teaching Council, 2022). Indeed, (2020) shares a similar viewpoint on the term ‘Coaching’ and outlines it as “A very powerful tool in improving productivity, efficiency and accuracy on and individual and a team”. To explain further, an example of coaching perhaps could include qualities such as, emphasising an individual’s assets and delivering constructive feedback to build confidence and maintain expectations of the individual and from an organisation (Indeed, 2020).

Additionally, Hamel, (2000) exclaims that Coaching and Mentoring fall hand in hand and work together well in unity but, although share similarities, are not to be confused as the same. The Association for Talent Development (ATD), (2022) defines the term ‘Mentoring’ as “A reciprocal and collaborative at-will relationship that most often occurs between a senior and junior employee for the purpose of the mentee’s growth, learning, and career development with both usually being internal to the organisation”. Mentoring differs from coaching as it is a longer process than those associated with coaching and tend to be formed through a joint learning relationship shared through a mentor and mentee (CIPD, 2021). A ‘Mentor’ is recognised as a dedicated person who can support, advice a guide a person to achieve their intended goals through a professional working relationship (Cronin, 2022). Scandura, Gavin & Williams (2009) dictate that mentoring affiliations can directly impact career progression with all persons involved profiting within the relationship.

A recognised model which reflects coaching and mentoring through the learning process is ‘The Biggs 3P’s Perceive, Process and Perform model’ (Freeth & Reeves, p.p, 43-56, 2004). The 3P’s model focuses on a strategic framework regarding Student Learning Theory and provides an insight into the dynamics and relationship between a student and tutor and aims to identify the students’ perceptions of the learning setting (Ginns, Martin & Papworth, p.p, 485-504, 2014). Biggs characterised student factors as things like information processing abilities, personality, age, prior knowledge, motivation, and preferred learning strategies. The sole category of learning activities, which is "how pupils approach a task," is included in the process factor. This featured genuine methods of learning within the setting, including study techniques and motivational techniques. The one category of learning outcomes, which includes quantitative, qualitative, and affective findings, is included in the product factor, as a result, (Johnson, 2019) outlines that the ‘3P Model’ offers a useful foundation or framework for understanding these processes in particular circumstances. However, this view has been opposed by (Fryer, 2018) who states that the ‘3P Model’ only “examined one-way learning interactions” without considering the wider relationship between students and tutors within the learning environment. Overall, the 3P model serves mixed opinions on its effectiveness. 

We will now move forward and discuss how coaching, and mentoring has benefited me within my role as a PC within Gwent Police. Upon joining Gwent Police as a PC in 2020 I was required to undertake a pathway into the force through the Police Constable Degree Apprenticeship more commonly known as the PCDA scheme, this entry into Police organisations is applicable for newly appointed officers who are not degree holders which ultimately fell under my remit. The entry scheme requires officers to complete a three-year probationary course namely the Policing Education Qualifications Framework (PEQF) supplied by a designated university, in my case The University of Wales Trinity St David’s with supervision at different levels throughout, with officers being awarded a degree, namely BSc (HONS) in professional policing practice upon completion of the course (The College of Policing, 2020). To delve further, in my experience of joining Gwent Police as an officer under the PCDA programme upon joining I was required to undertake a six-month initial training course at a Gwent Police training facility run by specialist officers who were trained to coach and mentor newly appointed officers. To progress through this stage of the PEQF programme I had to pass two exams issued through the university and be compliant in all practical assessments (Gwent Police, 2022). To assist in achieving this, I was assigned a point of contact through a serving police officer who delivers training and development through the scheme who acted as a mentor throughout the six-month period. 

Upon successful completion of the initial six-month training period, I progressed to the next stage of the training required which was a twelve-week period on division alongside a qualified tutor who was responsible for the assessment of my performance alongside a rigid criteria formed of occupational competencies which needed to be met in order for me to be signed of as a competent Police Officer able to work independently, this stage of the training was referred to as the Professional Development stage and was completed in the Probationer Development Unit (PDU) (College of Policing, 2020). This stage also required further university compliance through submission of academic papers alongside the PEQF scheme to meet the requirements of the PCDA programme. The PDU phase focused specifically on the assessment of myself policing on division.  Upon successful completion of the PDU phase, I was deemed an operational officer and able to work on shift amongst other colleagues without direct supervision from a tutor. 

The next stage that followed under year two of the PEQF requirement of the PCDA programme was to complete further academic papers with support through university personnel who provided drop in sessions to discuss requirements and provide feedback on draft papers and complete work-based assessments which are reviewed by a Training, Assessment and Quality Assurance (TAQA) qualified assessor which is evidenced through performance whilst conducting a range of policing duties which match the bespoke criteria. Alongside this, I was required to upkeep my workload on shift and required to report back to my direct supervisor in the form of a sergeant in the policing environment. Upon successful completion of year two, this process is mirrored for year three of the PCDA programme with the additional requirement of myself completing an academic dissertation piece on a field of study within policing.

Whilst enrolled into the six-month training period I recall feeling anxious and at times unequipped and unprepared as the stint of training occurred throughout the Covid-19 pandemic and the training had to be adapted to adhere to public health guidance resulting in a large portion of the training becoming remotely delivered. However, I did also feel that I was supported by my mentor who regularly gave me feedback on my input within the training and was readily available when necessary. Upon progressing through the initial six-month phase of training and progressing into PDU tutorship I recall feelings of nervousness and I was very apprehensive of moving forward as I began to feel comfortable and established with my initial mentor and the thought of failing whilst in the PDU made me feel anxious. Albeit, upon experiencing the PDU and working alongside my new mentor, I felt refreshed as they were able to coach and support me which helped me to develop my skills into those required to become an independent operational officer. Again, upon progressing through the PDU phase and into the world of independent operational policing, I was placed on shift with other competent police officers and was responsible for reporting back to the divisional sergeant. I recall feeling apprehensive and felt as though I wasn’t confident to go to calls alone. I felt confused in terms of what colleagues expected of me but also didn’t want to lead calls in fear of overruling other decisions that had been made by longer in service officers. However, as I began to progress into year two, I became a lot more confident as I felt I had built up resilience and knowledge through dealing with an array of calls working as a response officer. I also became more familiar with colleagues on shift and built-up confidence when making decisions and explaining my decisions to my sergeant. However, I did struggle with lack of understanding of my requirements of under the academic paper submissions. I felt distressed as I struggled to complete the papers confidently and did fail one paper, albeit I used that frustration and channelled it into determination and sought additional support from university personnel in order to complete my outstanding tasking.  Now, currently experiencing my third and final year under the PCDA programme I feel very much established within my shift and feel that I have a good support network through selected colleagues. I have a good rapport with my TAQA assessor and have a point of contact within the university in order to provide support for the dissertation, also I have been made aware of online drop-in sessions for additional university work support. I feel more relaxed within my role but under pressure to complete the tasking for university compliance under the final year of the PCDA programme.  

This brings us onto the next stage of the Gibbs Model, we will now evaluate what relevance the Biggs 3P’s model has within my experience of coaching and mentoring within Gwent Police. As already recognised, I am currently in year three of my probationary period within the organisation, to reach this stage I have had to be receptive and adapt to instruction given to me through feedback on my performance throughout my career thus far. Upon joining Gwent Police and completing the initial training I was posted on division which was a new element of my policing journey. I entered the ‘perceive’ stage at this point and was gathering feedback from colleagues through watching them deal with incidents and asking questions after to help me understand processes whilst on shift. I was also required to complete PEQF requirements as discussed earlier in this review. Naseer (2022) states that “embracing the collection of event driven feedback around specific occurrences within the employee journey amounts to the ‘Perceive’ stage of the 3P model”. At this stage, I felt I adopted a receptive attitude to the feedback that was being given to me and felt I tried hard to impress my new colleagues and complete the PEQF requirements to an acceptable standard. I then proceeded to enter the ‘process’ stage, at this point, I entered year three of the PEQF programme and had to display competencies consistent with the curriculum as established previously within this academic review. The ‘process’ stage is described by Naseer (2022) as the stage of the model whereby trust has been built amongst professional relationships and proactivity begins to rise through elevated teamwork. At this point, I settled into a comfortable working environment and was able to complete routine policing duties and manage my PEQF requirements concurrently through maintaining communication with my tutor who by this point I had built a professional relationship with. Finally, I believe that I am now at the ‘perform’ stage of the model, I am nearing the end of my probationary period and feel I am more confident in completing my duties as well as the academic requirements under the PCDA programme. In hindsight, upon reflecting on my experiences, I would change the way I conducted myself through the process stage, looking back I can now see that I was equipped with suitable skills and knowledge to complete my duties and that comes from the feedback that was given post ‘perform’ stage, however, my confidence was being impacted at the time as I felt I wasn’t as good as other officers and felt as though I wasn’t doing enough through what I thought was lack of knowledge, albeit, I can now see that I am progressing through my career well and have the support of my sergeant and PEQF tutor. 

Feedback models have been previously described by Indeed (2022) as “Tools that can help managers and other team members provide clear and specific input with feedback being considered as an essential part of growth”. According to Wray (2020). A common feedback model utilised within a training and development environment is the ‘PEER’ feedback model. The ‘PEER’ feedback model is based on a four-stage cycle which runs simultaneously to allow feedback to be given and received between involved parties (Wray, 2020). The model consists of;
· Permission, permission will need to be sought by the individual for feedback to be given, this step is crucial as it ensures that the person is receptive to feedback.
· Explain, an explanation of the behaviour witnessed will then be delivered.
· Effect, enlighten the individual on the impact that the witnessed behaviour had on their performance.
· Result, finally, define the behaviour that is sought through the feedback through constructive feedback whether that be positive or negative (MTD Training Group, 2022).
Lyons (2015) deliberates that feedback has good value when it is implemented effectively. Personally, I can relate to both Lyons view and the ‘PEEL’ feedback model through my experiences of feedback which is delivered to me as a serving PC of Gwent Police. Through feedback I now understand that I have the support of my sergeant who has discussed my performance with me and as a result has enrolled me onto specialist courses due to good work. I am also aware that my tutor is content with my PEQF progress, and I am on track to complete the requirements in line with the material time frame allowed.

To finalise, within this analytical reflection of my experience of the three-year probation within Gwent Police we have explored the ‘Gibbs Model of Reflection’ to identify how I have benefitted from mentoring and coaching whilst serving as a Police Constable within Gwent Police. Additionally, we have identified how mentoring and coaching have supported me in meeting my personal, professional, and organisational goals. Finally, we have also deliberated how both feedback and coaching and mentoring models have lent me a hand to learn, develop and perform in the workplace, we have also outlined how feedback is received and provided to myself as a serving Police Constable with Gwent Police. (2622 words)
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