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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:

As a serving member of the police force, it is required that I act and remain professional, both in work and outside of work to uphold the standards expected by the members of the public, my colleagues and the organisation. The police service amongst many other organisations I would describe as a professional organisation, meaning to me that there are values, ethics and standards that are required to be upheld to maximise the effectiveness of the establishment. In order to maintain these requirements, it is vital officers know what is expected and to practise this. There are organisations that work alongside the police to assist the service in the uphold of standards and aid improving the professionalism of the organisation. One organisation that supports the police is the college of policing, they are a vital part of the process who aid in the development of police officers. Due to the involvement of the college of policing I will be evaluating their role alongside the police and how they aid in assisting the ongoing development of the police service. I will also be outlining how this practise has progressed myself as an officer and evidencing examples and reflecting on my performance and development. 

The police service is always developing and aiming to better the service provided to the members of the public and to remain a professional organisation. It is important that as crimes and communities develop and become diverse, the police do so adjacently. This allows the best service to the public as possible. Whilst this may be slightly more difficult to identify and develop strategies as a response officer, it is not difficult to adhere to the strategies put in place. Organisations can work with the police who can review performance and development, in turn implementing strategies in order to increase the professionalism of the police and all serving members within. ‘The College of Policing is a professional body for everyone working across policing. It is an operationally independent arm's-length body of the Home Office’ (College of policing 2021). The college of police work  alongside the police and have committee members which include serving police members at a variety of ranks, (College of policing 2021). Working with the broadest range of rank will allow more accurate feedback and development of plans specific to issues or areas raised on all levels. 

The College of policing outline standards expected of officers included in the code of ethics, these codes outlines all standards expected of officers including professional behaviour and encourages officers to challenge behaviour that is not meeting standards. The code shows the importance of meeting the standards and I enforces professionalism of all officers (College of policing, 2021). The college have also developed a model called the National decision making model (NDM) which, during my time as a police officer have used everyday and held discussions with colleagues surrounding the model. This model allows officers to make the best decisions based on all options available. Following the initial application of this model, a review phase should take place. If applied correctly the use of the NDM can develop officers greatly. I have used this model and it has developed my professional capability by further enhancing my knowledge via discussion and reviewing my performance.
The college of policing develop plans and recommendations based on reports and evidence from police forces and experts (College of policing, 2021). Using evidence to guide police forces into areas for improvement allows best service delivery and development of forces and officers. The college also target specific areas using the same evidence, such as vulnerabilities and serious crime (College of policing, 2021). Receiving grants from the home office allows evidence to be reviewed and again resulting in most accurate development plans. Programmes such as the vulnerability knowledge and practice programme has been created allowing partnership working with the NSPCC identifying interventions and approaches to tackling vulnerability across England and Wales (College of policing, 2021). The partnership working helps share information and allows the best qualified organisations to aid the police. The role of the college is to identify gaps of knowledge and develop plans and work alongside others to enhance the service of victims, whilst developing officers to give members of the public the best service. This in turn allows better detection and prevention of crime whilst engaging with communities and keeping public confidence. The further developed officers are, increases professionalism of the police as a whole via competence. 

As mentioned previously, crimes are developing as facilities to commit crime is more accessible and available to offenders. It is likely that officers will attend crimes that have been enabled by cyber services. The college of policing identify this as an area that need to be upskilled and in the vision 2020/21, are looking to educate and offer courses to officers. This allows continued professional development, by highlighting an area of concern and implementing action to increase a better response. In addition to this, the college support cyber technicians which can aid the police in investigations. (College of policing 2021)

College of policing have created ‘specialist tools’ which is a variety of tools to be accessed by officers and members of the police staff for development including peer review, evidence gathering and sharing best practice (College of policing 2021). Allowing officers to research and further educate themselves on issues personal to their knowledge will increase the professionalism of the police by all officers working on areas they need to improve. Having these tools available allows this development to happen. The college of policing also encourage partnership working which will be used to develop further practises in areas that are identified. For example, ‘working with the NSPCC identify and test current police practice and new interventions aimed at tackling vulnerability and serious violence’ (College of policing 2021).

The police is becoming more of a recognised professional body by the implementation of new entry routes to the job. The college of policing state ‘We will develop and maintain national curricula and programmes of education, as well as providing professional support for national policing-specific apprenticeships’ (College of policing 2021). This is seen in the introduction of Police Constable Degree Apprenticeship (PCDA) and Degree Holder Entry Programme (DHEP) to response officers, with other avenues available for PCSO’s. This programme allows recognised qualifications to be obtained whilst continually reviewing performance throughout the course. Developing both the officer with knowledge, and allowing the achievement of a recognisable qualification which is sought in other professions such as nurses in the NHS. 

As well as information sharing, personal development opportunities and underpinning standards, the college of policing try to anticipate what future policing will look like and challenges we may face. ‘Our Policing in England and Wales: Future Operating Environment 204’ outlines ten trends and five challenged believed to rise within the future (College of policing 20201), this plan has been developed with the hope to implement changes and practises to allow the police better understanding and further education. In turn allowing the police to be ahead of the situation that are identified. This shows the professionalism of the police force is forever developing and demonstrates the college of policing continued work to ensure the organisation remains effective. 

All of the above points mentioned outline the role of what involvement the college of policing have within the police. I believe these areas of involvement increase the professionalism of individual officers and the organisation. If all officers conduct research available to them put in place by the college, along with sharing of good practice, this will increase the effectiveness of officers. The public will be served a better service and they will consider the police in high regard based on the service they have received. The college of policing also show that the police are not just reacting to crime, but trying to prevent it by developing future plans and concerns and also being a valued part in the policing vision 2025. The college know the demanding job role that officers do, and have given newly recruited officers opportunity to acquire qualifications in line with other professional bodies to recognise this allowing the police force to be held in the same regard. 

The core role of a police officer is outlined in the principles of policing known to officers as ‘the 9 principles’ believed to be established by Sir Robert Peel. The same values remain in modern policing, by ‘preventing crime and disorder’, cooperating with the public, using force etc. The main change of modern policing I believe, is the crime itself, including victims and how the crime has been committed. Adapting to this I believe, is how police officers become ‘modern day’ officers.
The first step of becoming a modern professional police officer is knowing the principles and conforming to them and further developing as per the incidents that now arise. For example, when the police were first established, a crime such as theft of a motor vehicle may not be as complex as a theft of a motor vehicle in modern policing. The incident is the same in the means of a victim, offender and a crime however the way the crime has been carried out may differ. Developing myself as an officer through my final year of probation has been by educating myself how these more complex crimes can be detected, deterred and how I can support victims better. 
I also believe that police attend a variety of incidents, some that people may not associate with policing, due to the constraints of other emergency service, such as ambulance. Due to this, developing myself with first aid and procedures regarding mental health services is something that may not have been in the forefront of officers’ minds in the past. This incident is now a day to day occurrence and modern police officers must have this type of knowledge to offer the best service delivery and support to victims/ public. My knowledge surrounding mental health procedures has been increased significantly since my first day on shift, through attending more calls, asking questions and further reading surrounding legislation and knowledge of services available. 
Additional equipment such as taser, is more available to modern police officers and will be implemented more often due to the higher risk to officers with the wider availability of weapons along with the higher rates of knife crime. Mental health concerns also raise risk to public committing harm to themselves. I can evidence myself fulfilling the role of a modern police officer by attending courses like taser, and attending calls that require such knowledge.   

Whilst being in my final year of probation it is sometimes easy for myself to forget about the developments I have achieved as an officer. I am still currently the newest member of my shift and whilst I have the least experience within my shift I sometimes slip into the mindset of being not the most knowledgeable. Upon reflection of my performance from now and my first day independent, I would be very confident to say I have progressed into a competent officer when dealing with incidents.  
For myself to fully reflect upon how much I have seen my role change and how I have continued to achieve the role of a modern police officer I compare my present self, to how I was when I first became independent. 
The first comparison I can make is the knowledge of legislation and how I rectify and deal with calls in the first instance, following this I now consider evidential opportunities more so than previously. I think about forensic capabilities and other avenues available to officers, such as partner agencies, and other branches in the police that can assist at calls. In my first few months as an officer I used to feel overwhelmed by the thought of having to do everything myself. I now realise how many other assets are available for officers to utilise, such as traffic units, or persons with method of entry competences. Having this further knowledge and confidence to ask and call for additional units allows a better dealing with the situation. 

I have also identified areas of the police I would like to work towards and have expressed interest and completed courses such as taser and further public order training. The additional training has developed me as an officer and increased the assets for my shift and Gwent police. Due to the further training, I have seen my role as an officer change depending on certain circumstance. Attending a call that requires taser trained officers usually has increased risk. The decision making is usually carried out by the officer carrying that equipment in order to maximise safety to all persons present. In my first few months as an officer, I would find myself relying on others to make decisions and I would usually act on what had been suggested or carried out due to lack of confidence at the incident. The further training has developed me and given myself the confidence to deal with incidents better. I am now an officer who plans and gives instruction to others present as to what I perceive to be the correct method of dealing with the incident. 
I have dealt with many incidents involving management of conflict throughout my short time serving as a police officer. When reviewing my progression over this time period I have become much more effective with doing so. This again is emphasis on how my role as on officer has changed with such scenario. I have more recently attended an instance whereby a male was in the public and described to have had a knife. As a more competent officer with the correct equipment I took charge of and placed myself into the call. I am now a more confident officer using the radio and knowing what to ask, in terms of descriptions, direction of travel, warning markers and asking for further units for assistance. When booking off on scene, all officers knew what had happened and after Identifying risk I then instructed persons to stay with the victim and tasked myself and another officer to conduct arrest enquiries. I was thinking about the risk of the victim and all other persons of the general public. The safety of officers I maximised by tasking myself and another taser officer. I further asked for a dog unit to attend and assist. After there was a clear plan, I located the offender. The training I had carried out gave me the confidence to confront and clearly instruct the male. I spoke confidently and took charge of the situation. This resulted in a safe arrest with no further injury to any persons involved in the incident. As a more competent officer I began to think about evidential opportunities in seizing items, taking photos and asking for CCTV of the incident. 
It is not until incidents happen similar to this that I actually understand how much I have developed as an officer. Initially I would be looking to others for instruction, upon arresting a person, my thinking would not be clear due to adrenaline and perhaps fail to remember to conduct further enquiries until a short while had passed. I believe this is down to not being exposed to similar experiences before, however now I am much more confident dealing with the incident. With the experience and confidence I have gained, I believe colleagues would ask me for help and feel more than comfortable working with myself in situations that they may not with others. 

The college of policing play a vital part in the ongoing development of the police force and individuals that have joined and the recruiting of officers along with the training needed and opportunities for further development. Policing is forever changing however the basics of policing remain the same, and we must progress with the change. The college of policing aid in this and influence training and can identify challenges the police may face whilst developing plans to minimise the implications when the change becomes apparent. I have identified areas the college of policing conduct however there is ongoing work at all times. 
As an officer I have seen myself mature into a competent officer however I identify I only realise this when taking the time to conduct reflection. Progression is ongoing and identifying myself fitting into the role as time continues it gives me motivation to continue improving.  I have identified and realised how my skills have changed overtime.
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Relevant areas of the National Policing Curriculum:  
Communication Skills, Social Media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:



During my time serving as a police officer there has been many involvements surrounding social media. As technology becomes more popular it is only expected that the amount of people that have access to internet will increase. Adding to this, during the last couple of months during lockdown and restrictions due to a virus I envisage the amount of time spent on personal social media has increased significantly. The amount of internet availability along with the abundance of access portals to social media only highlights why advertisement and information sharing can be so effective through such platforms.  

To put into context how many people have access to internet and social media the office of national statistics conducted a survey and research shows that 95% of households in Great Britain have access to internet which is an increase from 57% in 2006 (Office of national statistics, 2020). The audience that use social media is also varied and is not just the typical stereotype of young people using these platforms. ‘A large majority of internet users have a social media profile (82%, which equates to 72% of all UK adults) (Ofcom, 2020). Facebook is the most popular with increases of users on platforms such as Instagram and WhatsApp (Ofcom, 2020).  With such a vast majority of people using these platforms it is easy to see why social media is used by companies to interact with the public to promote information as there is high potential of large numbers of viewers on such material. Different organisations will have varied reasons as to why they share information, such as advertisement. 

To keep up with the movement and increase of technology, police forces use social media for reasons of their own. Again, the amount of people that has potential for viewing any information shared by police forces is massive, so it is imperative that anything shared is done so professionally. There are many benefits of police forces using social media, however due to being widely viewed there are obvious risks associated. The most commonly used platform by the public is Facebook as mentioned previously (Ofcom, 2020). It makes sense that police forces would use this platform along with others such as Twitter and Instagram. These social media platforms allow users to view and engage with posts and has opportunity for users to interact with the account both publicly and privately. The use of these platforms can promote police initiatives and keep the public informed of any crime results and statistics. Doing so can engage with the public and allow people to see work that is done by the police and the results that are coming from such activity. This allows members of the public the gain confidence in the police and although not witness the acts of visible presence of police first-hand, the information gives members of the public reassurance that their community is being policed. Further uses of social media can be circulating pictures and information of missing or wanted persons in the hope of retrieving intelligence allowing officers investigations to progress to apprehend offenders and locate persons of risk. The opportunity for the public to message through social media privately can give confidence to the user that no information will be seen by others and can present the opportunity to remain anonymous. 

Social media can also be effective in the fast information sharing to public to minimise further risk and inconvenience to emergency workers and public when responding to incidents. At the scene of a road traffic collision police can upload locations and warn the public about weather and incidents. This provided information allows avoidance of travel delays which in turn allows more effective emergency response times. Having a feature on social media called ‘tagging’ and ‘sharing’ allows the information to travel quicker and more effectively by members of the public making people aware of the posts that may be relevant to themselves, for example, residents in that area or regular traffic routes used by local residents. 

It is important that all information shared is done so professionally and does not put any person at risk. Information shared must be done for a policing purpose, lawfully and adhere to the rules outlined in the data protection act 1998. This legislation outlines the circumstances of haring information lawfully, to best protect customers and organisations from placing anybody at risk (UK Government, 2021). Any information that is incorrect can have huge implications as once on social media the amount of views this information may get has potential to be great. If incorrect information is published this can put the subject of this information at risk and the person posting this information as they have not adhered to information sharing regulations and breached the data protection act. 
There is also a risk to officers if photos of operations are shared along with officers’ names. As the police force deal with crime it is likely that some may take a disliking to certain employees. If any information is shared such as distinct names there is potential for offenders to identify and locate certain officers who may be using their own personal social media. This act can put officers and property at risk depending on what the offender may be capable of.

When instances happen involving the police or emergency services, there is usually a need and urge to find out what has happened by the public. One of the most up to date forms of information can be found on social media. Members of the public are likely to access the social media pages relevant to information they seek in order to find out. A risk I believe that may be associated with this type of information available on social media is that of locals posting on their own profiles what they believe to have has happened. In some cases, this information may be incorrect. Incorrect information is a risk as a survey conducted by Ofcom om 2020 shows that 29% of people don’t conduct checks on information they read online and 25% of people think that most of the information they read online to be true (Ofcom 2020). Having people post information widely available to the public can pose risk to people if there is such a large amount of people considering such information to be true. This information can hinder investigations by incorrect information being passed around and tainting people’s opinion and thought process before viewing correct information. Gwent police in this instance may need to inform the public what has happened, or may need to extinguish any false information in order to reassure the public and not be misled from the truth, making false allegations or assumptions which in turn could cause distress to any local residents. An example of this is when twitter was used to inform residents that there was no riots taking place in West Midlands, in order to reassure them and to prevent any misinformation (Police foundation 2014).

Furthermore, the police force may not want information published into public domain at certain times due to not wanting to alert offenders of police involvement. Having offenders knowing about investigations and police involvement may hinder investigations and have potential to lose evidential opportunities, for example taking photos of officers conducing arrest enquires.  There is however, potential to highlight witnesses to events during this process of seeing who has published any information on social media who may be able to aid police investigation by providing footage or any other relevant information that police can clarify throughout the investigation. 

When dealing with incidents and victims of crime the use of social media is often present in some degree of the investigation. The victim can report crime through engagement of social media. This form of reporting in an emergency scenario may not be the most efficient and is discouraged as it may not be picked up urgently. Social media is valuable for gathering intelligence and reports of instances such as antisocial behaviour or identifying offenders with the use of the public. When domestic violence present, this form of report may be the most practical to the victim as offenders will not hear the victim making a report over the phone, and this added reporting process, although not ideal, may aid in protecting of people.

When placed on a neighbourhood attachment I was involved with a small-scale targeted policing problem in a community that was receiving issues with youths and off-road bikes. This issue had been raised several times on social media help desks and an intelligence picture was created with the information that was available. This information included times, locations and description of subjects which helped create a plan best to serve to community in deterring this activity.  With the use of the information from social media it was decided to conduct plain clothed intervention with the hope of engaging with the public and deterring offenders. Designated nights were dedicated to the targeted policing decided by the information available. During the patrols information was passed to the public via social media informing officers whereabouts and patrol plan. This shows the community that our police officers were interested in their issues and builds confidence to the public that action is being taken. Following numerous patrols, opportunities arose that resulted in positive action and results by several seized motor vehicles being driven on public lands and parks. The successfulness of this policing methods was again shared onto social media allowing residents to see the positive action taken. This information is also available to offenders and can act as a deterrent passing a message that police are working and targeting such activity. This post onto social media can prevent the crimes as it gives offenders a look at consequences of their actions. On this post, residents could comment, thanking officers for good work, allowing mutual respect from officers to public as it felt rewarding having support and recognition. In turn this gave myself and other officers motivation to go and provide for the public knowing our work was valued. 
One of the negatives of the social media campaign during this operation was that some of the offenders had taken photos of officers, including myself, and posted these images online in the hope of warning other persons off about our presence. This act also made myself feel targeted by offenders and was unnerving to know my image had been shared into the social media platforms, being associated as a police officer, in an area I would describe as anti police. As a plain clothed operation, the appointments I had were limited and my location being placed onto social media may have attracted unwanted attention and in turn was a risk to our own safety.
Further risk could be posed to the offenders that had been riding the bikes, both by themselves posting on social media, but also by police taking photos of the bikes following seizure. The possible risk could have come from people in the community identifying the bikes and being against any person committing this crime. It was important that the photos of the bikes did not include anything distinctive which could link a person to the vehicle. If this was conducted the identity of these people may have been compromised and members of the public may have acted themselves upon these offenders. 
The positive action and rewards from policing encourages local communities to continue to report issues developing intelligence for officers and they may now feel when they report an incident that the issue may be rectified. 

During my experience there are positives of social media being that information is available to officers and the engagement with local communities is easier and is available at all times of the day. Communities can continually engage with the police through social media and share content in a two way manner. There is no specific meeting time and place and with the amount of people who now have access to these forms platforms, information should be available from a larger variety of people. The information can be fast spread and more effective through social media in order of notifying the public of any hazards and risk that may arise. 
I believe one issue of social media is that there are a lot of people who dislike the police and instead of using social media platforms to aid investigations and engage over any issues, some would rather disrupt the engagement by making posts and comments in a negative manner. This could be seen as a risk as these comments may be seen by other members of the public who were once willing to assist, but have decided against doing so following the discovery of anti police remarks. 

Social media plays a massive part in todays society with it being vastly available and accessible. It is rare that people are not involved with such platforms. If the police did not engage with communities or share information, lots of initiatives would be missed by the public. Social media can be used to safeguard the public and inform them of the latest trends which could avoid people becoming victims of crime. The less victims the more opportunity there are for officers to apprehend other forms of crime. This type of information may not have been easily disseminated without the use of social media and is a lot less taking than leaflet drops. There are periods when there are time constraints and the quickest way of spreading vital information such as safety advice would not be possible without the use of social media.  The abundance information available to officers may be missed and the help of the public identifying people or assisting with investigation may not be reached without it. Essentially crime detections may decrease, and public confidence could be lost. It is important that the social media engagement is monitored as there are clear and evident risks of miscommunication and incorrect material being passed through the public. There are risks to officers if they do not use social media correctly even so with their personal accounts. There main reason for the need of social media is down to the amount of users that engage with it. Currently there is a requirement to be using social media to assist police, however it is just as important it is done correctly to mitigate any wrong doing and minimise risk to all involved. 

(Word count 2397)
   











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:



Leadership in the police is demonstrated at all levels regardless of length of service. As a police officer it is expected that all employees can make decisions for the correct reasons for the best interest of the public. There are many tasks, including minor instances that require a level of decision making and instruction. Being able to make decisions and explain the thought process shows leadership even though it may not be recognised at that precise time. Whilst working in the police I have attended a variety of incidents where I have seen my role at each change. This change is down to the context of the incident and the desired outcome. With the change of role there is subsequently a change of behaviour, be it an alteration of authority or becoming more sympathetic to people whilst interacting with them. The fluctuation in the complexity and desired outcome of the incident can impact on my decision making, in turn, displaying different characteristics of leadership. There have been times whilst working as an officer I have dealt with one call and have displayed different types of leadership styles depending on what I have been presented with.   

An incident that I am going to reflect upon and evaluate my leadership style in is one of a domestic nature involving two partners, one of which was female and had been beaten with significant injuries. The subject who conflicted the injuries was male, he had previous dealings with the police and intelligence present suggested he had access to weapons and markers stating he would violence against police. I was the officer allocated to the emergency call and upon hearing details of the call and warning markers associated, I called colleagues for assistance and attended as two double crewed units. In this instance a decision was made by myself to attend in numbers due to risk and knowledge of required actions at the scene. Making this decision evidences leadership without acknowledging it was such until reflection. When researching leadership styles, I have identified this to be autocratic leadership, which is defined as ‘a style of leadership in which the leader acts without consultation with others (Oxford university, 2019). Deciding for other colleagues to attend was a choice I made by myself, without consultation of the team. Following this decision, I made my way to the scene address and whilst en-route spoke with my colleague next to me and contacted the other double crewed unit who were also making way. As I was the officer in charge, I felt it was my responsibility to make or influence the decisions. I discussed with the other unit different options as they had previous interactions with the male and had previous knowledge of the address. When having a conversation, I asked about the lay out of the address and queried how best to attend. My colleague stated there was a front and rear entrance and the male is likely to make off on attendance of officers and suggested a front and rear cordon. Based on the information I was given and the suggestion from an experienced officer, I tasked them to attend the rear, and for myself to the front of the address. The application of another decision sees a change in leadership style involving the ideas of others and making a decision based on group problem solving. This can be seen as a democratic leader, described as ‘a leadership style in which the leader encourages creative participation by members of the group to solve problems and builds their consensus prior to taking action’ (Bell, Kenton, 2015). I had asked my colleagues what option they thought was best to approach the situation, and once informing him of my decision I asked how he felt about the plan. Doing so allowed maximum participation from officers attending which has many benefits. These benefits are that all officers attending feel valued and their input is seen to be acted upon. It also benefits myself as the overall decision maker as I have allowed myself access to information that may have not been forthcoming. Having my colleagues feeling valued also increases the chances of performing well as a team due to nobody feeling left out and officers may feel like they do not want to listen to my decisions due to myself being young in service. Doing so allowed other option and contingencies to be considered that I may not have thought of due to the stressful environment. The disadvantage of this style of leadership is that if feels like I’m relying on others for information, but without this information the response, I believe, would not have been as effective as it was in this instance.  

Upon attendance of the address, the offender was not located and believed to have made way to a linked address due to knowing officers had been dispatched. My leadership style remained the same, however my audience to whom I was applying this style to had changed. I began to speak with the victim of the incident to gather the details on the incident, and any information on the whereabouts of the offender. I also used effective communication to engage with her and ask about her opinions of what she would like us to do as officers. This process built trust and encourages the support of police action from the victim. Due to the nature of the call, police action would have been taken by myself regardless of the victims support in order to safeguard her, however I wanted a conversation to take place and encourage it from the victim so again she felt valued and became part of the problem solving. Due to officers being in attendance and the female being temporarily safeguarded, this allowed time to be a democratic leader and ensure that I could have a conversation with the victim. The victim being accepting of police assistance and wanting to support further action helped me make the decisions following. A negative of this approach is if the victim did not support the police and began to influence officers decisions by trying to get them to not act in a positive manner. If this had happened the leadership style would have again changed and I would have informed the victim of my decision, although the victim may not have liked that approach, it would have been in their best interests to safeguard them. 

After I had gathered further information, such as the offenders possible location, I again changed leadership style upon reflection. The next leadership style I implemented is known as Laissez Faire which is a style whereby the decision maker/ leader allows others their own space to make decisions and approach to finish the task allocated. This style was used when informing my colleges that my double crewed unit would conduct arrest enquiries and for the others to further support and safeguard the victim. I did not go into detail with my colleagues of what that entailed as I have more than enough confidence in their abilities to understand what was required. The instructions I could have given was that I wanted protection notifications, statements and other tasks completed. I feel that if I did it this way, my colleagues would be frustrated with me as they know what is expected at incidents, and they may have felt annoyed that I was micromanaging them. This I feel is more so paramount with limited service telling experienced officers what to do. Further to this, it may have given a wrong impression to the victim by me explaining every detail to officers and may come across as undermining their abilities or lack of confidence in them. Doing this has potential for the victim to feel they have been left with officers who are not so competent. 

I then attended an address given by the victim to conduct arrest enquires as I believed this to be the best course of action in order to safeguard the victim further. Upon attendance of the address the male presented himself to the front door. I had taken on board all available information regarding the male and warning markers to risk assess the situation and react in response to the male’s actions. A further change in leadership style in this situation is required, which is described as authoritative leadership. With this style of leadership along with traits of an autocratic leader, such as making decisions myself, allowed me to be in control of the situation. The need for being autocratic in this incident is due to time constraints, and the fact my actions would be down to how the male behaved his demeanor. If there was a risk present, I would not have had the time to speak and gain advice from a college. This is a negative aspect of autocratic style as my college may have had a better way of dealing with the situation however the incident does not allow this type of approach. The authoritative style in this scenario is required as the offender needs to know who is in control of the situation, which can negate the offender thinking they are in charge and prevents them from acting in that manner. This also builds confidence in my colleagues that I am a confident officer and speaking with conviction makes an impression on the characteristics of the incident from the first engagement. Behaving in the authoritative manner is required as I knew the subject was to be arrested. I was in charge of the situation, also the offender and my colleague. Being a taser trained officers, this style of leadership is required by people in charge of such equipment. Knowledge of the offender allowed me to consider the use as a contingent option, and using this equipment is best effective at distance. I instructed the male to maintain distance and comply with my instruction. I Spoke clearly and told the male to turn around and show his hands to effect an arrest. When the male had complied, I kept my distance and made the decision my colleague was to approach and apply handcuffs. I did not seek advice and I made this decision myself due to the fact if taser was needed I was at the most effective distance. The decisions I made were down to the training I had received and any influence was from myself and the situation. I had no input from any other person on scene and all actions were reaction as to what I was presented with. This style of leadership is effective when there needs to be someone in charge and when time is not available. 

A further style of leadership can be present whilst interacting at incidents know as transactional leadership. This style of leadership implements rewards or punishments based on peoples behaviors. Whilst I am not a manager of people on shift, I often manage offenders at incidents that their demeanor may suggest they are likely to cause issues and act aggressively. In order to prevent this from happening, appealing to an offender with this type of leadership can be effective. An example of this, is when an offender is not listening to instruction and trying to take control of the situation. At this incident officer discretion needs to be used, and using commands and rewards may come at an advantage to secure the subject into handcuffs in order to take back control of the situation. This can be used interacting with a subject informing them if you stay calm handcuffs can be applied to the front and resolve the issue in a calm manner. On the other hand, the use of ‘punishment’ can be a deterrent by informing them, if you do not calm down, you may be sprayed/ tasered. All of these incidents are situational and are decisions made by the officer in charge. The negative I believe of using this style is apparent in subjects who present issues to officers when being detained or arrested. In order for the offender to remain calm officers may sometimes allow a reward such as handcuffs to the front as previously mentioned. The offender may then see this as a reward, and begin to believe they should be handcuffed to the front every time when being dealt with. It is imperative this is not overused as officers may be seen to become lenient. A more effective way would be the mention of a ‘punishment’ if behavior continues, for this to be more effective the subject would have experienced the act prior, such as use of pava spray. The word punishment I have used only as a comparison to reward, and use of force should only be used if justifiable and not just because officers feel the subject should be punished. 

Policing is a very versatile job where officers experience a number of different scenarios. I engage with a large variety of people all of which are unlikely to be similar and present different behaviours and problems that require solving. Of the vast variety of incidents, victims will engage with officers differently. Officers experiences and length of service may change, and officer’s personalities are also never the same. Due to the amount of flexibility, there are different desired leaders best used to undertake certain scenarios. Time may not readily available at some instances, and officers experience and work ethic may not be present at others. Officers need to understand that the change of leadership style fluctuates continually day to day and different styles are more preferable at some scenarios than others. I have spoken about my experience and upon reflection it has highlighted to myself that I conducted many different styles of leadership throughout one instance. There is a clear need for the change of style and I believe the main reason for the style changing is based on how much time is available to myself along with the risk present. 
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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?

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



ANSWER:

A new recruitment method has been adopted by my employer introducing a three year probationary period. Due to this introduction there have been some changes of learning and development, such as an extension of the probationary period, extra qualifications and a change in the tutorship period. Having only experienced this style of process I will reflect upon how this has benefited myself to develop into a competent and confident officer and share the reasons of why and how I have benefited. 
There is now a selected deployment process when being tutored in an initial 12 week period meaning calls to police can be monitored and selected for attendance, offered great development opportunities for myself due to allocation of varied circumstances. After completion of the 12 week period, an ongoing personal folder is completed and discussed along with educational style writing offering time for reflection upon performance which has also aid in my development. 

One of the main factors that I believe has developed myself into my role is the undertaking of a 12 week period of tutoring following the initial pass out of police training. In my opinion police training was heavily focused towards the theory of policing, although the training allowed scenarios to take place, it can never fully replicate the instances that will be encountered in a real time environment.  Due to my learning style and personality I can identify the best way for myself to learn and progress is through practical application. According to Reid, 1999, higher interest and motivation is present when the learner is aware of their learning style (R S Vaishnav, 2013). By identifying myself as a ‘kinesthetic’ learner, described as a process in which students learn by actively carrying out physical activities rather than listening to lectures (A Sivilotti, 2007) allows myself to apply physical practise with higher interest and motivation allowing greater learning. 
 Within the 12 week period, there was lots of opportunity for myself to learn in a better suited environment for myself. In this time frame, a ‘tutor’ was allocated to myself to mentor me throughout. The mentors allocated have been recruited by Gwent police and identified as knowledgeable and professional, meaning the standard of officer offered would have been the best suited to this role. Being a mentor to someone is described by college of policing as ‘a relationship in which a more experienced or knowledgeable person offers support, advice and guidance to help a less experienced person develop and progress´(College of policing, 2021). As this mentor allocated to myself has applied for this role and passed a process, the experience and knowledge to offer is of the highest quality at the first available instance. Having an experienced mentor is beneficial to myself as this person is who I would be looking up to and absorbing all information from. If the quality of mentor had been poor, it is inevitable this would have reflected in myself in the continuing months. 

When first meeting my tutor, a discussion took place highlighting the structure of the following weeks and allowed myself to talk about any concerns or areas that I believed needed to be worked on. This built a relationship with my tutor and allowed them to understand what areas of learning I may need more help with. I have highlighted now via research, during discussions with my tutor we had been working through the ‘OSCAR’ model of coaching (A Gilbert, 2009). This model helped to identify topics and formulate a plan best to address what had been raised. The OSCAR model firstly identifies a desired outcome, in this discussion my outcome was simple. The aim was to be more competent dealing with domestic incidents. Once an outcome is mentioned, the ‘situation’ highlighted my current knowledge which allowed my tutor to understand what needed developing. We then discussed avenues on how to progress during ‘choice’ understanding how best to achieve what has been discussed. During the following time with my tutor I then acted upon the aims, such as attending more domestic incidents, filling in correct forms and becoming more of a lead officer at calls. All actions were then reviewed in which I listened to my tutor for their feedback and areas for improvement to work on in future. During the review stages, I am confident enough to question my own performance, however what I feel benefits me most, is questioning why certain areas are done in such a way as well as reflecting on what I didn’t do. During this stage if my tutor suggested an action, for example, conducting a voluntary attendance rather than an arrest, but my thinking was to arrest, I further benefit and develop by questioning their thought process. This is not to be obstructive and suggest I do not agree, but to understand a more experienced way of thinking and be confident enough in discussing this decision allowing me to develop and not dwell on unanswered questions.  
I have used this model throughout my probationary period since, and I can understand how most discussions of my tutor had been structured in this way including with a supervisor or my own targets I wish to achieve. 

Another benefit is the change of selective deployments whilst in tutorship. This allowed myself and my mentor to be allocated into calls rather than being deployed straight from the control room. This benefitted myself as I attended a variety of calls and was not being put into calls by volume but by the demand of myself and my learning outcomes. Being able to view and select logs, I was able to attend calls that I had been struggling with, such as domestics, and calls that are not very common, for example sudden deaths. I was able to broaden my knowledge by attending as many varied instances as possible. There may have been a downside to this if my tutor was not motivated and not interested in my development, it would have been easy to do the bare minimum for an easy time, rather than a fast paced learning environment which benefitted me very positively. 

 I further benefitted by the relationship with my tutor being one that I enjoyed. I am extremely well spoken of my tutor and I believe I benefitted in learning by the relationship and role being respected. I felt valued and listened to which allowed questions to be asked, learning points and feedback to be raised and given without an animosity and friction, allowing the areas to be worked on and develop further. I understand that if the interaction with my tutor was negative it would have been difficult to accept feedback and possibly create argument rather than development. According to Andrew Gilbert, one of the top reasons for being motivated, is by feeling valued (Gilbert A 2021). Having the motivation and will to progress and develop myself allows me to be more interested and apply myself to the task. If I am disinterested and unmotivated, I will not progress myself and my learning would not be as effective in contrast to if I was motivated in that task. 
Following research I have identified that there are slight differences between coaching and mentoring. I believe coaching to be more specific and goal orientated, with mentoring allowing myself to figure out the problems and issues and have suitable guidance. Taking this into consideration, I believe I benefit greater through the mentoring process, although both have very similar approaches. At the start of my tutorship I acted as an observer, this again was outlined when discussing through the OSCAR model. I attended calls, and absorbed information and behaviors from my tutor with the progression to take a lead at incidents following observation. This had been planned with the use of the model whilst using the SMART target framework adjacently. This framework allows specific and achievable targets to be completed, in a measurable timeframe, I.e, being able to attend certain calls by the end of my 12 week period in a manner I feel comfortable dealing with as a solo officer. This target was reviewed half way through to allow feedback and progression points in order to allow the targets to be achieved. 
This also outlines another benefit of mentoring that aids myself. Although I am a motivated person and I aim to do well, I am also quite a negative one in terms of performance. I dwell on things that may not have gone so well and neglect the positive areas. Having a tutor with me and regular reviewing of targets, allows me to identify good practice, giving me confidence that I am progressing. The use of regular reviews also allows to understand what areas I have become better at as I can look back previous incidents and compare my performance. Having this available to myself makes me feel more motivated to further learn and allows me to identify further areas for improvement. 

After the completion of tutorship I was placed onto shift, with continued work from university and a professional development review (PDR) that required completing alongside the normal shift pattern. Although these may be seen as a hinderance and extra work, it is important to remember both of these requirements have aided my progression. The central purpose of the PDR process is to provide individuals with the opportunity to reflect on their own development (College of policing, 2020). Whilst completing the PDR I have held honest discussions with line managers and area tutors over any issues and achievements. This allows my honest feedback to be taken seriously and if I have any issues, for my voice to be heard and again feel valued and appreciated. At present there has been no major issues raised however I feel the professionalism of my line managers would allow me to speak openly and rectify any situation that I needed to raise. Within the PDR, I also am required to complete attachments with other departments in policing and conduct and document work completed surrounding different areas such as traffic stops/tickets. 
Firstly the PDR ensures that there is no skill fade from myself, as mentioned, for example, traffic reports are required to be issued, documenting the process and discussions held on the instance. This prevents officers from avoiding certain areas of policing that they may not enjoy, even though they are important to conduct. After completing certain aspects, discussions are held over the process allowing time for questions and reflection enabling further education and rational behind doing certain things. I benefit from discussions as I am able to ask further questions that may not have been asked at calls for the reason of not wanting to question colleagues at the incident. Having the allocated time slots for discussions I believe are helpful. If the PDR was not present I can understand how officers including myself may avoid traffic reports for instance as they are not fully confident with the process. Due to this area being a requirement in turn gives myself confidence to keep on top of the process and further develop and learn. Further, the PDR has allowed me to attend and work with other departments such as CID and protection units for the vulnerable. When attending these attachments, I learnt a lot more than I was expecting to. I had the mindset of having no interest in attending CID, to attend and complete the required framework and to go back on shift, this was very narrow minded of myself. The time I spent on these attachments was enjoyable and I learnt procedure that I have put into practice since, and even educated members on my shift who are a lot more senior than myself. Having this type of development and education has not only benefited myself, but has given knowledge that has been passed on and improved the performance of the shift in due course. 

The second point of continued work from university allows myself to reflect upon performance. With the fast pace style of shift pattern and work it is easy to forget about and review past performance. Having essay style questions and writing about reflective practises has allowed myself time to consider and account for my actions. I have highlighted areas of my own improvement which has led to further reading surrounding legislation. I have also spoken with colleagues discussing some instances that have been prompted by my reflective writing which has benefited myself. Instances have been cleared up and discussed and knowledge has been shared surrounding the topic. 

During my probationary period there are times, as expected, where I have not understood fully what is required or how to complete a task. My line managers and colleagues although not allocated specific to myself as mentors have helped with any issue I have and I would consider them a mentor when a definition of mentor suggests a ‘more experienced or knowledgeable person offers support’ (College of policing, 2020).  If I receive any feedback from any person regarding completion of work, I understand it is meant in the best interest and I allow time to process the feedback. I am confident to enough to ask questions surrounding feedback in order to achieve the points raised. I believe policing is a stressful job at times and if I was presented feedback I would not create friction with it, as all officers have the same goal. Feedback given will benefit myself and is welcomned knowledge to develop and share with others. I appreciate that at times tensions can be high due to the demand and pressure of the job and at the time feedback may not be presented as it is desired, it is important to listen and allow time to reflect and question points correctly. In the same instance if I am to give feedback to another member of the shift, timing is imperative, and my points will be concise. I will only give feedback to a person if the reasons for doing so is to help them or the role that they are doing and never to undermine them. 

The main area that I believe has aided my development was the influence my tutor had upon myself when allocated and conducting 12 weeks of mentoring. The attitude and relationship from myself and them allowed in depth learning with the easiness of being able to ask questions and request to attend incidents that I was not sure about. I had great confidence in them and the motivation on their behalf to share my concerns and feeling valued set me in good stead to go onto shift and continue to progress. Whilst on shift there has been no significant issues that have not been expected and I feel comfortable enough to speak with and ask for help from other members who can also be seen as mentors. I have also benefited from allocated days to conduct further reading and reflective writing whilst completing university work. A further area that has developed myself is the continued completion of a PDR which gives me a push to complete work that I am not so confident with, and then allows time for discussion surrounding this work to confirm and reassure actions taken. 
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