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Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



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



ANSWER:


Policing in the United Kingdom has seen many changes since Sir Robert Peel introduced the Metropolitan Police in 1829 (Gov.UK, 2013). However, the principal reasoning behind police forces remains the same; to ensure crime was addressed in a uniformed and consistent manner (History Extra, 2018). In 2012, the operationally external body of the Home Office, College of Policing (CoP), was established to provide consistency across all police forces in England and Wales (CoP, 2018). 

Working in conjunction with the Police Reform and Transformation Board, the CoP aims to deliver the objectives outlined in the Policing Vision 2025 (NPCC, 2017). The Policing Vision 2025 (PV25) was created by the National Police Chief’s Council (NPCC) and identified the key areas for policing to adapt and improve; accreditation, the need for defined roles and consistency (NPCC, 2016). The PV25 describes the requirement for a professionalised workforce in order to achieve progress and transform policing (NPCC, 2016). This led to the introduction and implementation of the Police Education Qualification Framework (PEQF) by the CoP (CoP, 2020). The PEQF was designed to enable the professionalisation of the police, whilst providing police officers the modern skills required to handle the ever-increasing complexities of policing (Strong, 2019). 

The CoP created three new pathways for new recruits to join the police force, which would ensure all officers held a degree or diploma in policing by the end of their probationary period (South Wales Police, 2022). It could be argued that the new entry routes created by the CoP would result in all newly joined officers would satisfy the vision of PV25 to have a professionalised workforce. However, in order to also satisfy the requirement for professionalism and consistency, the three pathways to join the police force would need to be the only entry routes to join the police. According to the Home Office (2022) there are currently 10 police forces in England who still recruit new police officers through the previous pathway of the Initial Police Learning and Development Pathway (IPLDP). Although most police forces in England and Wales are recruiting through the PEQF, the 10 forces recruiting through the IPLDP ensure inconsistency of police officers with accreditation. 

Brush (2021) states that in order to deliver consistency and to ensure compliance, standard operating procedures and training is imperative. Newly recruited police officers complete an initial training course over 18 – 22 weeks, of which the content is managed by each individual police force (Home Office, 2022). However, all initial training programmes are founded by the national curriculum provided by the CoP and all training programmes are inspected through the quality standards assessment (QSA) conducted by the CoP.  The CoP plays an instrumental role in the professionalisation of the police, providing training material, education framework and assessing all forces training material. However, the CoP does not enforce the use of the PEQF to ensure consistency across the forces. 

The PV25 (2016) states that modern policing requires a workforce with the capabilities and skills garnered by professionals to deal with the complexities of 21st century policing. The skills and knowledge I have learned over the past two and a half years within the police, alongside my previous life experiences have played an instrumental role within my work. This was demonstrated in an incident whereby my colleague and I attended a report of a male shouting hateful speech towards the victim whilst damaging his vehicle. The suspect had left the scene prior to our arrival; however, the victim was too scared to go back to his vehicle in case the male returned. My colleague and I initially spoke with the victim to gather a first account of what had occurred and the proceeded to exam the damage caused to the vehicle. South Wales Police (SWP) have recently disseminated new body worn videos across the force to all police officers. The new body worn video cameras allow for pictures to be taken, viewed and uploaded to a police database from the scene. This enabled my colleague and I to efficiently upload evidence and proceed to conduct further enquiries. 

When speaking with the victim, we identified that English was not his first language and discussed the option of providing a statement using a force approved interpreter. Using my force provided mobile phone, I was able to book an interpreter to assist with taking a statement within two hours of the incident occurring. The victim was very happily surprised and pleased that we were able to support and assist him through his first spoken language in such an efficient manner. After ensuring that the victim was returned to a family members address, my colleague and I conducted closed circuit television (CCTV) and house to house enquiries. Utilising the time prior to the interpreter appointment, we were able to determine that there was no CCTV or witnesses in the nearby area at the time of the incident. 

Whilst conducting the victim statement, we were able to establish that the victim had also been punched during the incident. The translator allowed for us to determine the full extent of the incident and discover that the victim had recorded video footage of the suspect part way through and after the incident. The footage provided a clear image of the male and was suitable to be used for identification. After the statement had been completed, I utilised the time with the interpreter to offer and advise the victim of the support available to him, the process of the investigation and both preferred methods and timings to provide updates to the case. I completed a victim support referral for the victim and an application for an interpreter for any court proceedings as per victim request. My colleague and I uploaded the footage and still images to the police database and requested for local officers to view the image for identification purposes. A short period of time after requesting officers view the images, a colleague on my team recognised the suspect from a separate, recent incident. My colleagues were able to provide an address where the male would likely be, and my colleague and I, with another unit attended. 

Whilst en route, I discussed my colleague, a student constable, about the offences that had occurred and whether they were confident in arresting the male should he be at the address. I asked these questions as it was the method of mentoring used by my tutor, allowing for reflection and ensuring confidence in the task. The student constable was able to identify the offences of criminal damage and racially aggravated common assault, and stated they were happy to be the arresting officer. Upon arriving at the address, we located the male and it was immediately apparent that he was intoxicated due to the smell of alcohol on his breath and his general demeanour. The student constable arrested the male, providing the correct details and ensured the male remained compliant throughout the process. My colleague also required no prompting to ensure their body worn video was on prior to our attendance, ensuring policies were adhered to. Throughout the arrest, it became apparent that the suspect would require an interpreter for their interview. Without prompting, the student constable asked whether they should request for an interpreter for the morning due to the suspects level of intoxication. 

The student constable stated that they felt comfortable to contact the interpretation service provider and arrange the interview after seeing me complete the process earlier that evening. Upon returning to the police station to compile the casefile for the Crown Prosecution Service (CPS), my colleagues from my team opened a discussion about the arrest. My colleague, who was one of the more senior members of the team, stated that they were unaware that common assault could be racially aggravated. This opened a discussion within my team about the Crime and Disorder Act 1998. The openness of my team and the comfort for members to admit they were unsure of certain procedures or updates to laws, I believe, provided further reassurance to the student constable. I have benefitted from my teams approachability in my 2 and half years, although members have changed over my time on the team, the culture has remained the same. 

There were many occasions throughout this incident which I believe demonstrate my professionalism in policing. The use of new digital technology enabled an efficient investigation, enabling an efficient and effective investigation. Uploading evidential images, arranging for an interpreter statement and identification of the suspect were all achieved within hours of the crime occurring. This efficiency led to reassurance and support for the victim and delivering a professional service to the community. I ensured the victim was offered support in a respectful and sensitive manner, providing the appropriate assistance and advice was available regardless of the investigation’s proceedings.  The mentoring methods I utilised when working with a student constable allowed them to reflect upon their own knowledge and advance their experiences with confidence in their role. I participated in an open discussion with my team and provided knowledge I had learned through completing the professional policing degree. 

During the incident previously discussed, I was partnered with a student constable who was still in their tutorship. Although I am not a tutor constable, at the time of the incident I was the most senior team member available to partner with the student. The student constable’s tutor was attending a training course and the next senior officer was a tutor constable who was partnered with their own student constable. Throughout my two and a half years of being a police officer, I have been fortunate in remaining on the same team since my tutorship. During this time, my team has drastically changed with colleagues leaving for different units and new recruits joining from their initial training. My role in the team has evolved from being the newest constable, to being one of the more senior officers. Through both my academic studies and my experiences, I have been able to assist and help both newer officers and more senior officers, evidenced in the incident described. 

The evolution of my role has both enhanced my confidence through being entrusted to be partnered with student constables and encouraged self-development by having fewer senior members to rely upon. Throughout my least year of probation, I have been able to observe three student constables complete their tutorship. This has enabled me to learn and adapt my own methods of mentoring, identifying that each new officer requires an individual style of guidance. In the incident described above, the student constable was receptive to a similar style as I was tutored, appreciating reassurance of knowledge and, when possible, time to mentally prepare before an arrest. I have also used this technique with another team member who had recently achieved their independent status, which was not well received. The team member felt that I was patronising them by asking if they were confident in the offences committed and to make an arrest. This was a valuable learning experience for me, as I was unaware this could be perceived in this manner. I explained to the officer my reasons behind my questions and apologised for any upset caused. This enabled us to open a discussion on learning and tutoring methods and resulted in me learning a new method which I would not have previously considered. The officer advised me that they preferred a ‘hands-off’ approach, knowing that if they were not on the right lines or needed assistance, the tutor or colleague would then step in. 
Although I am now regarded as a more senior officer, my last year of probation has taught me that I still have a lot to learn. Although daunting, my new role within my team will encourage self-development and continue my growth in my role within modern policing. 
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Relevant areas of the National Policing Curriculum:  
Communication Skills, Social Media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

In 2021, global social media use was recorded at 4.26 billion users and is estimated to increase to nearly 6 billion in 2027 (Dixon, 2022). With the ability to reach a wide audience, it is understandable that police forces in the United Kingdom would want to utilise social media as an important tool for community engagement and to launch policing policy campaigns. This assignment will explore the social media platforms currently used in policing and the benefits and risks associated with using social media. I will also reflect on my own personal use of social media when dealing with a policing incident and the impact it had on the investigation. 

Technology has seen rapid advancements over the last 40 years, with the discovery and use of genetic fingerprinting for criminal investigations in 1984 (Britannica, 2022), the invention of the world wide web in 1990 (Brahambhatt, 2021), and the creation of social media through the platform Facebook in 2004 (Brandwatch, 2019). 
It can be argued that policing is continually having to adapt in order to understand, utilise and implement new technologies for use in the criminal justice system. The use of social media by police forces allows for important messages to be conveyed to a large audience, but also for a way to gather intelligence (The Police Foundation, 2014). 

To evaluate my experience of using social media as an aid to engage with the community and promote policy initiatives, I will reflect upon an incident that escalated into a protracted investigation. My colleagues and I responded to an emergency call of vehicle being broken into, which was ongoing at the time of the report being made. Whilst en route to the call, the Public Service Centre (PSC) explained the details provided by the reporting person. A loud smashing noise had been heard by the reporting person, which caused them to look out of their window and into the street. A male, wearing dark clothing, could be seen leaning into a vehicle through the, now smashed, drivers’ side window. 

Upon our attendance, a male dressed in all black, including a balaclava, could be seen cycling away from the scene. My colleague and I remained at the scene to initiate the investigation and to determine the full extent of what had occurred. The four other officers, attempted to follow the male on the bicycle in two separate vehicles. My colleague and I spoke with the reporting person, who reconfirmed what had been passed from the PSC to officers whilst en route. My colleague and I took photographs of the vehicle and conducted searches, using the police national computer (PNC) to identify the owner of the vehicle. I decided to search further along the street, for any possible items that may have been discarded by the suspect that could have been used to facilitate the crime. Approximately 6 cars along from the original vehicle that the report was made about, there was another vehicle with a smashed driver’s side window. I informed my colleague, and we expanded the search further, discovering another 3 vehicles that had been tampered with. At this point, I informed the other four colleagues of the extent of the incident and to request assistance to conduct enquiries. We were able to recover some closed-circuit television (CCTV) footage captured by a video recording doorbell device along the street. Due to the suspect wearing a balaclava and being fully clothed in all black, we were unable to determine any identifiable features of the suspect. 

The next night, at a very similar time to the shift prior, I responded to a very similar emergency call, whereby a vehicle was being broken into by a male in dark clothing. Repeating the process of the day before, it became apparent that it was likely to be the same male conducting the same offences as the night before. Another 4 vehicles had been broken into along the same street, which was in close proximity to the street targeted the night before. My colleagues and I conducted further enquiries and established an identical modus operandi (MO). Due to the repetition and the consideration of further incidents, I informed our Neighbourhood Policing Team (NPT) to make them aware of the ongoing issues within the community prior to my rest days. When I returned to duty following my rest days, I was informed by NPT that the same incident had occurred 3 more times. It had also been established an item of value had been left visible inside each vehicle that had been targeted. 

I attended a meeting with my local NPT and discussed the incidents at length to establish what could be done to prevent further incidents and to provide reassurance to the community. Several actions were decided upon, including South Wales Police (SWP) releasing a social media post about the importance of locking vehicles and not leaving valuables inside cars unattended. The NPT increased their local patrols in the area affected and conducted wellbeing and reassurance checks on residents.
Traffic officers were also made aware and requested to be present in the area, due to the suspect continuing to flee on a bicycle. 

My participation in the use of social media for this incident was providing the information required to achieve a factual and informative social media post. To ensure all communication guidelines are adhered to, SWP uses a dedicated communications officer to create and publish posts. To request for a post to be made on social media, a response officer must liaise with the communications officer. Constructing a document containing all pertinent details, I submitted them to the communications officer for publishing. The purpose of the post was threefold; to advise the community of the current ongoing criminal activity in the area, to advise them not to leave valuables in the car and to request any information to assist with the investigation. 

I believe that the use of social media was a positive action to take during the investigation by promoting awareness and community engagement, encouraging preventative measures and for intelligence gathering purposes. The social media post enabled the information to be relayed to many people in a quick and efficient manner. Whilst the NPT were able to attend addresses in the area to provide guidance and reassurance, there were many people who were not in due to work or social commitments. This information released was therefore able to reach persons who officers may not have been able to speak to before any further crimes were committed. However, the negative to members of the public finding out in this manner, could be the lack of reassurance felt by not receiving a personalised response to the crime. In this situation, where quick timing was necessary, I believe that the positives outweighed the negatives to using social media. 

Another positive to using social media for this incident, was that it provided guidance to anonymously report any information which may assist in the investigation. The College of Policing (2021) states that there are 5 common reasons for a witness to be reluctant to assist in an investigation: Concerns for their identity being made public, fear of the suspect, hesitation towards the process of being a witness, worries about the community response to their participation and unfavourable views on the police and or criminal justice system. The use of social media in this instance, provided reassurance to members of the public that their identity would remain anonymous. This could have led to information being provided, whereby the witness would not usually assist in a police investigation through fear of their identity being released. A potential negative to the use of social media in gathering information, is receiving a large volume of responses. Each piece of information would need to be reviewed and assessed to determine its relevance and accuracy, placing a high demand on resources. 

Finally, I believe that the use of social media for an investigation that becomes protracted, provides reassurance that there is still an active investigation ongoing. In 2021, the Victims’ code was updated and instructs police officers to agree with the victim, the frequency of and method of updates following any decisions or progressions in the case (College of Policing, 2021). However, the neighbours and residents in the surrounding areas may be unsure of, or unaware of the progress of the investigation. These social media posts could provide the wider community with the same level of reassurance as the victims, knowing that the police are investigating the criminal activity.

The ever-growing use of social media by police forces is apparent by the large number of forces with a Facebook account, and in the United Kingdom, every police force is on Twitter (Scholes-Fogg, 2012).  SWP hold several social media accounts, including Facebook, Twitter, Instagram, TikTok and YouTube. The number of persons following SWP on social media, provides an insight into the potential reach of communication with member of the public. SWP has its largest following on TikTok with 216,100 followers, with one of its posts being watched by 22.4 million viewers (TikTok, 2022). SWPs Facebook account closely follows in numbers, with 182,000 followers (Facebook, 2022), falling to 155,800 followers on Twitter (Twitter, 2022), 41,500 followers on Instagram (Instagram, 2022) and 3,750 subscribers on YouTube (YouTube, 2022). The sheer number of people following SWP on different social media platforms, can highlight both the benefits and risks to police forces using social media. 

Social media can be defined as a networking platform for users to share ideas and opinions quickly and efficiently (Nashville Film Institute, 2022). The ability for a police force to rapidly disseminate information to a large audience can be extremely beneficial. This was demonstrated recently when a serious road traffic collision occurred, SWP utilised both Twitter and Facebook to advise the public to avoid the area due to road closures and large traffic queues (Twitter, 2022). SWP also use social media to reach a large audience quickly, when posting about missing persons. The social media post can display a picture of the missing person immediately to the number of followers the police force has on that platform. Social media also enables followers to share posts, increasing the reach and visibility (Hynd, 2022). Another benefit of police forces using social media to engage with the public, is the ability to engage with younger members of the public. Sullivan (2020) states that creating a positive and effective engagement between the police and young persons, can increase police legitimacy and heighten crime prevention. Social media is predominantly targeted towards younger persons, with over 75% of all social media users in the United Kingdom aged between 18 years and 34 years old (Yann, 2022). 

There are many benefits to using social media, however there are also risks associated. Police forces need to ensure that social media teams are correctly trained and understand the laws surrounding data protection. The Data Protection Act 1998 and The Freedom of Information Act 1998 provide protection to members of the public from their private and confidential details being divulged (Scholes-Fogg, 2012). These strict guidelines must be actively enforced to ensure that social media teams are adhering to the law. The potential for a police force to face legal action due to improper use of information would cause embarrassment, mistrust from the public and would discredit the police force in question. The benefits have outlined the ability to reach a wide audience, it could be argued, that the large recipients of information could also be a risk. If a social media post is not clear and concise in delivering the information intended, it could cause differing interpretations among the public. This risk is also associated with improper training or recruitment of staff employed to run the social media team. Both risk factors could be mitigated by employing persons with the correct training and or providing suitable training. A final risk associated with police forces using social media, is the ability for members of the public to post comments to the original post. The police force would need to monitor the social media page to ensure no inappropriate posts were made and visible to members of the public. Antonelli (2022) states this can be controlled through the users privacy settings, depending on the platform being used, which can switch off the ability for people to comment on posts. 


The are many benefits to police forces using social media, whether it be to reach young persons, or many people, to disseminate information quickly and efficiently or to gather intelligence into active investigations. Alongside the benefits are the risks of social media use, with the potential to breach laws and discredit the police force. However, with the correct training and recruitment, most risks associated with using social media can be mitigated. My personal use of social media within SWP enabled the community to be kept up to date with the investigation and provide an anonymous pathway to providing information relating to the investigation. This was achieved by following the current SWP policy on utilising social media for a policing purpose. 

Word Count: 2171
















Task 3

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


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

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




ANSWER:


Throughout my two and a half years of being a police officer, my role within my team has progressed, requiring more leadership skills to assist with newer officers. I have also been able to learn and observe the many different leadership styles that my supervisors have utilised in policing. Anderson (2017) states that an increasingly important trait for leaders to possess is the ability to adapt and modify their leadership style in response to unpredictable circumstances. Through a series of separate incidents, I have learned to adapt my leadership styles through both uncertain situations and with different individuals. 

My colleague and I attended a report of a dwelling burglary in progress. My colleague had recently independent status and was on his first week of being partnered without a tutor constable. Knowing that my colleague is still new, and that it was a time sensitive situation, I assumed a more authoritative leadership style.
I advised my colleague that we will be conducting a fast but efficient search of the property, which I would lead and requested him to switch on his body worn video. After conducting the initial search of the property and discovering no persons were inside, I was able to slow the pace and provide a more supportive role. I asked my colleague whether he had ever attended a dwelling burglary and if he was familiar with the procedures. My colleague stated that he had not attended any form of burglary before this and that he was unsure of what we were required to do. 

At this point, I believe my approach became a participative leadership style, whereby I invited my colleague to discuss what actions he believes we should take and why. Wilson (2019) states that participative leadership encourages and considers input from the team, however the leader makes the final decision. By inviting my colleague to voice his opinions, I was able to identify my colleague’s level of knowledge and how much guidance he would need. My colleague correctly identified the methods to retrieve the best evidence through the golden hour principles and the need to request scenes of crime investigators (CSI) to attend the scene. I provided my colleague with additional information, to make him think about further actions we would need to take. For example, I stated that the incident would like be taken on by the criminal investigation department (CID) due to it being a dwelling burglary. This led my colleague to suggest that CID need to be made aware whilst we are in attendance, as they may request certain measures are taken or to attend themselves. 

I believe that by allowing my colleague to think about procedures by providing pieces of information, he was able to understand why certain actions are taken and would therefore be more likely to remember for future incidents. Williams, Lombrozo and Rehder (2010) state that learning can be enhanced, even by oneself, through participating in explanation. I continued utilising this leadership style whilst we had the time available, and my colleague was receptive to participating. I was mindful to ask my colleague of what he had already experienced, ensuring that I was not going over procedures he was fully aware of. This was highlighted when asking if he had seized evidence previously, which he stated that he has done several times throughout his tutorship. I asked my colleague to seize the evidence he believed was necessary prior to CSI attendance and I would continue to speak with the victim to collect a statement as requested by CID. 

My colleague returned after seizing several items and opened a discussion about what we should seize versus what CSI would seize. The incident was unique, in that it appeared that the burglars had been residing in the property for some time. I advised my colleague that due to the unique situation; we would seize items that were alien to the scene, which did not require deoxyribose nucleic acid (DNA) testing. I took this time to advise my colleague that I had also not experienced an incident where burglars lived in a property and stated that I would ask CSI for their guidance on their arrival. I believe this honesty was appreciated by my colleague, showing that I am open about my experiences and therefore approachable should he be unsure or make a mistake. Holley (2021) states that leaders who are approachable, create high levels of trust and enable teams to discuss difficult conversations. 
At this point, my colleague was requested to swap with another colleague due to a meeting he was required to attend. The colleague he swapped with, joined at the same time as my previous colleague and was recently out of her tutorship also. Upon her arrival, I asked my colleague whether she had attended a dwelling burglary before, to which she responded that she had. I advised her of every step we had taken to that point and explained the unusual incident. I asked my colleague to note down the layout of the property and to conduct a walk through using her body worn video whilst I was arranging a locksmith to secure the front door. My colleague did not understand the request and asked for clarification. I explained that CID were not in a position to attend, and in cases of a dwelling burglary they appreciate video footage of a walk through of the property when not in attendance. My colleague was sceptical of this information and appeared reluctant to carry out the task. 

In this situation, I stated to my colleague that we will switch roles, and for her to contact the locksmith and I will conduct the walk through. However, I advised my colleague to observe me conducting the walk through so she was aware of what to do, should she be asked in the future. Upon CSI attendance, I opened the discussion regarding the seizure of evidence in cases like this, to which we were advised that they had never attended such an unusual burglary before either. The CSI agreed with our previous thought process and explained that it would not have been incorrect to seize more or less items. My colleague and I were released from the incident and proceeded to the property store to deposit the seized evidence. 

I asked my colleague whether she was comfortable with booking in evidence, to which she stated she was. When I had completed properly packaging the evidence I was handling, I checked over the property my colleague had packaged. I noticed that there were areas which had not been correctly sealed, on each item in the same location. I asked whether she would like assistance to finish sealing the evidence, to which she seemed confused. I explained that each side of the property packaging must be sealed with evidence tape to ensure continuity of evidence. My colleague responded by stating that she must have missed it and that it had been a long day. I decided to take this time to address my colleague, as it was the second time stating her previous experience and that she was confident in doing a task. This did not seem to be the case when discussing the walk through and the correct packaging techniques. 

My colleague stated that she had done both previously, however she was not confident in doing those tasks and would like more experience. I advised my colleague that being open and honest about her experience and confidence levels, enables me to support her better and provide her with the necessary guidance where needed. This opened a conversation where my colleague stated that she was not very confident but didn’t want to appear unable to do the job now that she has gained her independent patrol status. Using my own experience, I explained to my colleague that I was in the same position when I was first out of my tutorship. I felt that I still wanted to be partnered with a tutor, and I was not confident in my own abilities, regardless of what my tutor and colleagues told me. My colleague was shocked to hear that I had experienced the same and asked me how I managed the situation. I expressed my concerns about the potential ramifications of not being truthful about our capabilities and explained that the team are extremely approachable should she not feel confident in a task. I assured my colleague that the best way to progress is to be honest with her colleagues and supervisors. 

Newton, Pepper and Stone (2021) state that by presenting an ethical framework, increasing enthusiasm and identifying individuals needs, transformational leaders can create a positive change. I believe that by engaging with my colleague and addressing her individual needs, I was able to motivate and reassure my colleague to insight change through transformational leadership. This incident describes the change in my leadership style between differing situations and colleagues, from authoritative to participative leadership to transformational leadership.

There are many leadership strategies in which I have developed to manage different operational situations depending on circumstances. As previously described, during fast paced and tense situations, where I am the more experienced officer, I adopt an authoritative leadership style. An authoritative leadership style can provide clarity, direction and vision to team members and is extremely effective in the correct situation (Stobierski, 2019). However, an authoritative leadership style is not practicable for all situations, as it can create an oppressive atmosphere with the leader appearing domineering (Spivak, 2021). A leadership style in which I have found to be beneficial when partnered with newer members of the team is a participative approach. Participative leadership can be beneficial to team members by encouraging creative opinions, increase morale and provide development opportunities (HRDQ, 2022). McCarthy (2022) states that participative leadership can lead to indecision or less dominant members conforming through social pressures and can be time consuming. Due to the additional time required for active participation to occur, this style is only suitable when there are no time restraints. 

Transformational leadership is a style that I have recently adopted when the situation arose and is relatively new to me. Thompson (2019) states that transformational leadership can be advantageous by inspiring change, encouraging open and ethical exchanges and promoting morale. The transformational leadership style is not suitable for all situations, Garcia (2019) states that transformational leadership is inefficient in emergency situations where quick decisions are necessary, and where cultural factors are incorporated. The approach I adopted was in response to my colleague’s emotions, recognising the need to support and influence her emotions. Cherry (2022) states that constructive communication formed by the perception and interpretation of others’ emotions is an indicator of emotional intelligence. Emotional intelligence is an advantageous skill for leaders to possess, enabling stress management, open collaboration, feedback delivery and successful coaching (Landry, 2022). 

The ability to adapt leadership styles to better suit operational situations demonstrates a flexible leadership strategy (Managing Life at Work, 2022). The situational leadership theory indicates that a singular leadership style is not beneficial, and strategies should be adopted to suit the task at hand (Cherry, 2020). The Hersey-Blanchard situational leadership strategy consists of four leadership styles: Delegating, participating, selling and telling (Kenton, 2020). The Hersey-Blanchard model was created by Paul Hersey and Ken Blanchard and suggests that leaders adapt their styles in response to individuals’ willingness and abilities (CFI Team, 2022). Gordon (2022) states that the Hersey-Blanchard situational leadership model allows leaders to select the most appropriate leadership style for their team. However, Kenton (2022) states that the Hersey-Blanchard model can place too much responsibility on the leader, whose decision making may be inconsistent. The leadership strategy that I have adopted, is to utilise my emotional intelligence in selecting the most appropriate leadership style to suit individual situations. I believe that remaining flexible in my strategy, enables me to adopt new styles and to benefit from previous experiences. 
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

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



ANSWER:


The Home Office (2022) states that during the period of March 2019 to September 2022, 18,545 police officers have been recruited throughout England and Wales. It could be argued that each of the 18,545 police officers will have had a unique experience of personal and professional development throughout their probation. Arnold (2010) states that leaders set the tone for their team members learning environment, directly affecting everyone’s experience.  

Over the past three years of my probation, I have experienced many leaders who have coached, mentored, and guided me through each point of my career. The first stage in my role as a police officer, initial training, was also the beginning of my learning journey. Although initial training is a formal setting with trainers teaching to large sums of students, the trainers also enacted the role of coach to each individual. There is a distinct difference between training and coaching, a trainer seeks to instruct and impart knowledge, whereas a coach guides the student to use their own knowledge to reach a conclusion (Skills You Need, 2014). 

Throughout my initial training period, myself and other officers participated in many practical scenarios and role plays. I believe this was the first point at which my trainer evolved from a teacher to a coach. After completing my first role play scenario, which included a dramatisation of a domestic altercation, my coach conducted a personalised one to one review. Throughout the review, my coach invited me to evaluate my own performance and invited me to explore my strengths and weaknesses. I was provided with positive feedback and asked to consider what I could do to develop my own progression. Whitmore (2011) states that coaching is helps people to learn, through assisting them to develop their own performance, rather than simply teaching them. During my review process, my coach and I discussed future times to re-evaluate my performance and what I would do between those points to aid my progression. 

The coaching process resulted in me reflecting on my personal experiences and using the knowledge taught to improve my performance, particularly in practical scenarios. Each scenario would act as an assessment on my development and my coach would provide guidance and feedback for further progression. At the end of my initial training, my coach and I discussed options for my personal development when leaving the training stage. This consisted of, being proactive in attending calls and to not simply observing my tutor when attending calls and to continue to reflect on each incident to identify areas of improvement. I believe that this process of coaching provided me with confidence in the areas I performed well and encouraged me to explore areas needing improvement. The self-reflection with guidance from my coach provided ‘the bigger picture’ and the ability to critically evaluate my performance. The coaching throughout my initial training enabled me to progress my practical skills alongside my theory knowledge, ensuring that I was prepared for operational duties. 

When entering operational duties, South Wales Police (SWP) officers are partnered with a tutor constable for a 12-week period (SWP, 2022). Throughout this period, the tutor constable demonstrates to the student how to apply the knowledge learned in initial training and put it into practice (College of Policing, 2022). The memory of both my tutorship and tutor will be forever present throughout my career. The experience of such a large growth in both professional and personal development created a bond with my tutor which is still present. MindTools (2008) describes mentoring as the relationship built between an experienced person sharing their knowledge with a less experienced person to achieve personal and professional developments. I believe my tutor constable was mentoring me throughout my tutorship phase, where the ultimate goal was reaching independent patrol status. 

Throughout my tutorship, my tutor would, where possible, use time after an incident for reflection. I would be asked to review all the actions and the decisions that led to those actions and how I thought my overall performance was. During incidents where I had not been as confident, my tutor would guide me through their experiences and encourage me to see the reasonings behind the decisions made. I believe this was extremely beneficial to my learning, as it led me to discover the reasons why decisions were made, rather than being told what decisions to make. Throughout the 12-week tutorship, my relationship with my tutor strengthened as the trust and friendship grew. I began to notice that as my confidence grew within my role as a police officer, my confidence levels were also improving in my personal life. There are many instances today, where I reflect and notice that prior to joining the police, I would not have had the confidence to complete the task. An example of this is admitting when I am wrong. 

On the first day of my tutorship, my tutor provided me with words of advice, which I will utilise throughout both my career and personal life. My tutor stated that regardless of what has happened, if a mistake is made, to own up to it and learn from experience. Craig (2019) states that being truthful, open and honest is the best format to build and maintain trust. Throughout my tutorship, whenever I felt that I may have made a mistake or I was unsure of what to do, I felt confident in voicing these concerns to my tutor. In return, I was treated with respect and valuable feedback, guiding me to the correct answer or by providing reassurance that I was initially correct. I believe the trust that was built through our honest interactions, has been one of the driving forces to our continued friendship. Although Metros and Yang (2006) state that the final stage of mentoring is closure, I believe that although my formal mentorship is completed, I still see my tutor as a mentor in both a professional and personal capacity. 

Throughout my probation, I have been supervised by many different sergeants due to their own personal progressions directing them to other units or promotions. In response policing, sergeants provide coaching to each constable to assist them with their professional development. Although some may see a performance review as a formality, I have received valuable feedback and advice to help grow my skills and to lay the foundation for my future career goals. In particular, one sergeant took the time to speak with each constable individually regarding their aspirations and both short and long term aims. My sergeant provided insight into pathways which would be beneficial to achieving the goals and short-term goals to assist progression in the right direction. 

This was evident when I voiced my aspiration to eventually operate on the major crime unit. Advising me that the current, best options to work towards major crimes provided me with vision and a renewed sense of purpose. I believe this was extremely beneficial to me as it renewed my enthusiasm and raised my morale. Brower (2021) states that having a purpose is beneficial to both organisations and personnel, leading to better lifestyle choices and improved health. My sergeant also advised me that experience in protracted investigations is advantageous and asked whether I would like the opportunity to work on future protracted investigations to aid my experience. Through providing advice and opportunities for me to develop myself, my sergeant’s support guided me to create my own pathway and future check points to identify progression. 

The direction of my probation has mainly been directed by organisational goals designed to assess my level of progression. The organisational goals have ranged from examinations in initial training, tutorship assessments, annual reviews and finally to university dissertations. Each goal signposts student progression and upon successful completion, allows them to start the next phase of their probation. I believe that my trainer who adopting a coaching role, my tutor who mentored me and my sergeant who also provided coaching, were all crucial to my current success in my probation. My trainer provided me with both the skills and knowledge to successfully complete my initial training, the first main professional goal I encountered in SWP. My tutor then provided me with the skills to put my knowledge into practice and created a foundation for my policing abilities. My sergeant provided me with renewed purpose and guidance on how to develop myself for future progression. 

Throughout my probationary period, I have also identified many areas of personal progression. In particular, my confidence in voicing honest opinions, whether in work or in my personal life, has grown. I believe this is largely due to the mentorship by my tutor, and the continued friendship we share. Levine (2011) states that friendships can boost self-confidence through supportive behaviour and providing an outside perspective. A personal goal which I set for myself was to successfully complete the professional policing university degree. To date, I have remained on target to completing the degree and through the final year of probation, my goal is nearing its conclusion. The journey of completing university assignments alongside working a shift pattern full-time has resulted in many self-developments. Learning to balance workloads, utilising time management skills and applying them to accommodate shift patterns and understanding when to sacrifice personal time to achieve both a professional and personal goal. 

Giving and receiving feedback has been a continual process throughout my journey as a police officer, but also throughout my personal life. Indeed (2022) states that effective feedback can be beneficial, whether it be neutral, corrective, or positive. In order for feedback to be effective, it must be delivered in a timely manner, be specific, be truthful and meaningful (MacKay, 2017). When receiving feedback, I ensure to remove any personal aspect from the advice and allow myself to be open to corrective action. I believe this stems from my mentorship with my tutor, understanding to learn from mistakes enabled me to be more receptive to feedback provided to me. To guide me in providing feedback to others, I reflect upon my own experiences of receiving feedback. Utilising past experiences and the key attributes for effective feedback, I ensure the feedback I provide is respectful, honest, supportive and specific to the task and not the person. However, using my own experiences does not necessarily mean that the person will receive the feedback in the same way I have. Bariso (2016) conducted a study demonstrating the differences between females and males receiving feedback, identifying that females exhibit greater understanding to peer reviews. 

In contrast to experiences previously stated, I have also been on the receiving end of feedback and coaching which resulted in a negative experience. For a brief period of time, my team was supervised by a temporarily promoted sergeant. It became apparent that the sergeant was under a great deal of stress and subsequently that stress was filtered down to the team. The sergeant displayed signs of a short temper and would usually shout when frustrated. Horton International (2020) states that a stressed leader can impact the workplace by losing focus and resulting in failure, leading to further stress. Although team morale dropped slightly, each individual offered support to our sergeant and over time positivity returned to the team. Understanding the reasons behind why the sergeant was stressed was a valuable lesson, being new in a role without support can lead to stressful situations. This reaffirmed my previous experiences to ask for help when it is needed and to be open and honest about the situation.

The coaching and mentoring I received throughout my probation enabled me to develop my own leadership skills. The main skill I have observed and utilised is to build a trusting relationship and to provide support wherever possible. In my final year of probation, my role as a police officer has progressed, where I am now seen and relied upon as an experienced officer. Of late, I have been partnered with many new officers who are either still in their tutorship or have recently achieved independent patrol status. To provide support and guidance to my newer colleagues, I am reflecting upon my own experiences to influence my coaching and mentoring skills. Although my own experiences will not necessarily be reflected in my colleagues’ experiences, my new role has enabled me to develop my skills to lead individuals with different requirements. Although I have not made a personal goal to be promoted, I believe that my development in leadership skills will benefit me within any role I select within my career as a police officer. 
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