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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.  


	
[bookmark: _Hlk122738378]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:

This essay will critically evaluate the strategic role the College of Policing play in professionalising policing within the United Kingdom. The essay will also evidence how I am working to fulfil the role of a modern professional police officer upon the completion of my final year in probation. The essay will also critically reflect upon my final year in probation and how my role as a police officer has changed since I started. The essay will detail and evaluate the plans that have been set in place to show targets of where police forces should be in the UK in the near future. I will consider highlighting the aims and priorities that have been set out by numerous independent bodies such as the strategic Policing Requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 year strategy.


College of policing play a huge integral role with policing in the United Kingdom. The college of policing (CoP) is the national professional body which oversees the standardisation and consistency of the education and training of police officers and staff and the college have developed the Police Education Qualification Framework (PEQF) which sets an educational, national standard as well as assures that the public will receive  a quality service of policing skills across all forces (CoP, Information about the College of Policing (CoP), 2020).
(CoP, Information about the College of Policing (CoP), 2020) also detail why academic qualifications are being promoted within policing and state that The Policing Vision 2025 looks to develop the policing profession to support officers with the ever changing and complex nature of modern policing and it is recognised that the standardised national qualifications will allow this to be achieved. An evidence based approach to policing will also be promoted through academic study as it will provide support for officers to develop new skills such as research, analysis, critical thinking and evaluation as well as fill in certain knowledge gaps and reinforce the value of things being seen through multiple perspectives (CoP, Information about the College of Policing (CoP), 2020).


Furthermore, The Policing Vision 2025 which has been signed up to by all chief constables and PCC’s sets out the priorities for the future for policing over the next ten years and will shape the decisions made in regards to how police forces use their resources to ensure people are safe (NPCC, 2016). 


There are five priorities that have been laid out for The Policing Vision 2025. The first priority is to ensure that local policing remains the bedrock of British policing but with far more involvement and integration with education, health, social services and community projects to intervene early and resolve the issues with an ambition to develop a multi-agency approach. The second priority is to ensure that specialist capabilities such as armed policing, major investigations and surveillance will be delivered through a network making them more affordable. The third priority highlights that police officers will be trained and equipped to respond to the increase crimes that are being committed through the use of the internet and that the process of sharing evidence will become completely digital which will save significant resources as well as providing the public with multiple options to contact police making crime easy to report online. The fourth priority set is to ensure that the college of policing works alongside all forces in the United Kingdom to provide their workforces with the skills and powers that are needed to meet the current requirements and they will focus on making policing more representative of its communities as well as finding a better valance between the fear of making mistakes and personal accountability. The final priority is to ensure that business support functions such as IT and human resources will be combined in cross-force units or integrated with emergency services and local authorities with more agreed terms to reduce costs (NPCC, 2016).


The Policing Vision 2025 can only be achieved by all of policing working together collaboratively in the publics interest with PCC’s, Chief constables, staff, officers and national bodies such as the College of Policing and National Crime Agency all playing a vital role to deliver these reforms by 2025 (CoP, Policing Vision 2025, 2016).


The college of policing had also set up a five year strategy for professionalising police forces in England and Wales which started in 2014. The College of Policing’s vision was to be a world class professional body and equip their members with the knowledge and skill set to prevent crimes, protect the public and secure the public’s trust. The purpose of this strategy set out by the college of policing was to set standards of professional practice, identify, develop and promote good practice which is evidence based. Furthermore, to support the professional development of people working in the police and help organisations work alongside the police in order to prevent crime and protect the public. Their final purpose is to identify, develop and promote ethics, values and standards of integrity (CoP, Five Year Strategy, 2014).


The Five Year Strategy which the College of Policing set out in 2014 is very similar to the Policing Vision 2025 whereby they promote similar goals and values. The main similarities of goals to achieve was to ensure that organisations work alongside the police in order to prevent crime and to protect the public. The other aim of multi-agency working is to reduce the demand on policing and other public services (NPCC, 2016). This is one of the most valuable gaols set due to the importance of protecting the public and ensuring that nothing is missed. 


As I am in my third and final year of probation, I can see that this goal in particular has been developing since I have joined and I would say has been achieved due to my experience of multi-agency working. The vast amount of response calls I deal with are often related to some form of domestic violence. These incidents are often required to be dealt with by a multi-agency approach due to the risk factors that are there. MARAC which stands for Multi-agency risk assessment conference is a meeting where information has been shared about high risk domestic abuse cases between a number of local representatives between Police, child protection, probation, health, housing practitioners, Independent domestic violence advisors (IDVA’s) and other specialist departments (DevonCountyCouncil, 2011). 


MARAC’s first started in 2003 in Cardiff and have been developed ever since. The purpose of the MARAC’s which is highlighted in The Policing Vision 2025 and the five year strategy is to protect the public by reducing domestic abuse, to prevent revictimization, to build an effective plan for risk management, child protection, to promote agency accountability and to share information to determine of immediate action is in need to be taken against the perpetrator (MRI, 2020). (MRI, 2020) detail that in Cardiff, the rates of repeat victims dropped from a rate of 38% to just under 10% following the completion of a MARAC and those who had suffered further abuse, were much more likely to report this abuse early prior to any escalation allowing them to be safeguarded. This information shows that one of the priorities and aims which is to protect the public and develop a multi agency approach has been reached.

The strategic policing requirement which is another system used to set targets focuses on areas where the government has the responsibility for ensuring that there are sufficient capabilities in place to respond to serious and cross-boundary threats. The new version has introduced Child Sexual Abuse (CSA) as an additional national threat and continues to reaffirm the gravity of the existing threats such as terrorism, public disorder and serious and organised crime (GOV, 2015). 
It is important to incorporate these visions and targets to ensure that you become a modern day police officer. One of the most significant changes over recent years which has been highlighted by The College of Policing for The Policing Vision 2025 is the advancement of technology. The priority laid out is to ensure that police officers are trained and equipped to deal with crimes being committed through the use of the internet and for officers and staff to develop their own skills through the use of technology to receive evidence and also allow the public to report crimes online (NPCC, 2016). This is a priority that Gwent Police has focussed on in recent years and I have ensured that I have developed my skills in this section in order to fulfil the role of a modern day police officer. The priority was to develop officers in skills relating to the use of technology which is important to a modern day police officer due to the recent growth in online crime.


As I am now in my final year of probation, I have found my role as a police officer change for the short time that I have been an officer. I have found that my knowledge of the role has increased significantly due to many factors. The first factor being the PEQF programme which I have been a part of since joining and is standardised throughout England and Wales. This has helped develop my skills and knowledge of the role and allowed me to meet the priorities of The Policing Vision 2025. I have also seen the development of technology within my policing role. Again, this is meeting the Policing Vision 2025 whereby the vision being to advance the use of technology within police. I have been able to develop my skills based around technology to match it against the dramatic rise in crime based on the internet. Another dramatic change that I have noticed whilst being in my final year of probation is the amount of response officers on shift. A large amount of officers have left response recently due to finding other jobs or transferring to other police forces or other departments leaving a small amount of police officers on response. This goes against one priority that has been set out within the Policing Vision 2025 which is for local policing to remain as the bedrock of British policing (NPCC, 2016).  


To conclude, this essay has critically evaluated the role in which the College of police take part in professionalising policing within the United Kingdom as well as identify its effectiveness. I have evidenced how I have worked in my final year of probation to fulfil the role of a modern day police officer and critically reflected upon how my final year of probation as an officer has changed. I have also considered the numerous models that have been set in place by governments and national bodies to develop and advance police officers into modern police officers. The models that have been detailed throughout this essay are The Policing Vision 2025, the Policing requirement and the College of Policing’s 5 year Strategy. 

Word Count: 1813






Task 2
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:

This essay will critically evaluate my experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives. The essay will detail consideration of the force policy on using social media for professional information and engagement process. The essay will also detail what social media platforms are being used by police and will also explain the benefits and risks of the use of social media for the police and the community.


The vision of social media use is underpinned by three project aims. Firstly, to provide a national framework through which policing is enabled to use social media as a means of contact consistently. Secondly, to develop and use a model for local social media use that has sufficient, flexible options to meet any needs locally whilst continuing to be consistent with the Single Online home. Thirdly, to deliver current, relevant, and responsive digital services that will allow and encourage the engagement from a policing perspective to young people in an effective and efficient manner (Bailey & Stephens, 2018). Further more, (Bailey & Stephens, 2018) state that social media must be prioritised by police forces to ensure that the same attention is given to contact received via social media as contact received via 999 and 101 services. They continue to state that social media is not an ‘add on’ or ‘nice to have’ and that it has become an integral choice of communication for officers and their communities as well as explaining that social media should be brought to the 
same level as the more traditional methods of contact and it is not a replacement for contact such as telephone or face to face engagement.


There are many advantages to the use of social media within my role as a police constable. The first advantage is the ease of communication to allow the police service and myself to engage with the people of the community. “Social media allows you to promote research and increase your visibility, communicate directly and quickly with others, develop new relationships, seek and give advice and feedback, generate ideas and keep up to date with the latest news and developments” (Council, 2022). These benefits relate greatly in context of social media use within a police service. Social media allows the police to promote their research and also show visibility to the community where needed. It has also provided service users to communicate with the police rather than have to wait in queues on the phone or wait for a free officer at the station. Social media can also develop the relationship between the police and the community. It allows police to provide advice to the general public should major incidents occur or even down to minor incidents such as a minor RTC for a road closure. 


As well as providing advice to the public, police can also receive advice by putting up a post asking for information relating to a missing or wanted person. It allows the public to engage with the police with ease and also allows the police to gather information and intelligence. Social media also allows the police to share information relating to positive outcomes of investigations. “A benefit of maintaining a Facebook page, a Twitter account, or any other platform that allows public communication between police and their community is to spread knowledge quickly and with minimal effort that could protect your community, help catch suspects and find missing persons (Burger, 2013).


Association of Chief Police Officers, also known as (ACPO), detail guidelines on the safe use of social media and recognise that social networking sites assist the police in engagement, allow officers to respond in real time to incidents and help the police to demonstrate greater transparency and accountability (ACPO, 2022). In particular, social media may enable the police to engage with ‘hard to reach’ groups, reaching a different demographic from those who traditionally attend public meetings (ThePoliceFoundation, 2022). Persons I would identify within the ‘hard to reach’ groups would be teenagers. Nearly half (44 per cent) of 18 to 24-year-olds said they felt more comfortable using social media, messaging apps and online to talk to people they did not know (Hartley-Parkinson, 2022). 


A study from 2013 also shows that young people prefer to read online rather than a physical copy of the news from a magazine or paper. Of those surveyed, 52% preferred to read on screen compared with 32% who preferred print, with the remainder having no opinion or preferring not to read at all (Coughlan, 2013). A more recent study showing statistics of the usage of technology to receive news details that most of that reading among younger adults is through digital text rather than print. About eight-in-ten (81%) of 18 to 29 year-olds who prefer to read their news also prefer to get their news online, just 10% choose a print newspaper (Mitchell, 2016). This shows a huge increase in the amount of people using technology to ascertain information therefore showing the reasons as to why Police Forces throughout the UK use this as a major form of communication.


British police forces started experimenting with social media platforms in 2008. Since then, the police service’s use of social media which predominantly includes Twitter and Facebook, has grown significantly. All police forces within England and Wales, also including the British Transport Police, now have Twitter accounts whilst only two forces don’t have a Facebook account (ThePoliceFoundation, 2022). Twitter and Facebook were one of the largest social media platforms when they were first accessible to the public. This shows that it was a great opportunity for police forces throughout England and Wales. The main reasons why this was a great opportunity for police forces to use is because it allows quick dissemination of information and allows them to gather information and intelligence. (TheSocialElement, 2012).


Although there is an extensive list of positives to the use of social media, there are many negatives that relate to the use of social media as well. One concern I have for police forces using social media platforms is accidently sharing confidential information. If a post is made to Facebook, Instagram or Twitter that contains personal information, it could have already been seen by thousands of people within a couple of minutes meaning there is a huge breach in data protection. 

A further issue I see from the police service use of social media is that any person can comment on a post. From my experience I have dealt with a high risk missing person. This was graded as a high risk missing person due to the threats that had been made to their personal safety. One of the many things to consider when dealing with a missing person is to ascertain permission from the reporting person to share a social media appeal. This is positive when permission is received as it allows officers to ascertain information from the public of any sightings or where the missing person may be. However, social media is open to abuse as I have stated previously, any person can comment. There are often many negative comments made by social media users about the missing person or even the police service itself that aren’t helpful. There are occasionally comments that are false and misleading therefore wasting police time and effectively worsening the trust between police and the public. 


A reason why some chief officers within the United Kingdom aren’t supportive of the use of social media is due to the fact that social media can cause a great deal of concern due to the content that can be shared on there. According to IOPC, there have been a number of investigations into police officers posting or sharing offensive material via social media and the IOPC have warned that this type of behaviour from serving police officers is unacceptable and that individuals could face investigation for misconduct which may lead to disciplinary or even criminal consequences (IOPC, 2021). Furthermore, the (IOPC, 2021) state in the most serious examples they have seen grossly offensive messages and images making discriminatory remarks, and the sharing of graphic and offensive memes and images, is unacceptable under any circumstances and, to the public would cause great concern.
Police forces throughout the United Kingdom have been put under continuous pressure to ensure that they facilitate transparency, openness and citizen participation for the decision making process within the police and by doing this, should improve the quality of their service protect the citizens and allow people to express their preferences for the nature of crime control at a local level (Bullock, 2017). Police leaders within different police forces have large influence on their serving officers due to the leader’s attitude and approach to social media. Officers have stated that when chief officers show sponsorship for the use of social media, it acts to overcome any fears that officers may have about communicating this way and reinforces the concept that social media should be an integral utility for police communications (Bullock, 2017). Research has indicated that whilst some chief officers have been supportive of communication to citizens via social media, such support for the use of social media wasn’t unanimous within the policing roles (CRUMP, 2011).


(Bullock, 2017) further states that accounts from officers indicated that a portion of leaders were cautious to allow officers use of social media potentially due to lack of clarity about the value of social media within the policing organisation and concerns about organisational risks. Social media can be viewed by some chief officers as a time-consuming distraction for police officers and this is a view that is widely shared in many other organisations by senior managers (Fink & Zurfass, 2010).


To conclude, there are many positives that come with the use of social media from a policing perspective which have been detailed throughout this essay however there are also many negatives that are also seen to the use of social media from both a public and policing context. There is a clear split between different police forces within the United Kingdom relating to police officers use of social media which primarily stems from chief officers and their opinions. Some chief constables have the opinion that it will help develop their police force to progress with the times whereas others fear that it is a software that puts both the public and officers at risk due to the potential for private information to be shared as highlighted by (Bullock, 2017). The essay has also detailed my experience with the use of social media within my role to engage with the community and to promote the policy initiatives. Social media has a place within the policing role as I believe that the benefits far outweigh the negatives. “Social media is too powerful and potentially beneficial to prohibit entirely, so savvy companies will strive to utilize it to their benefit. Perhaps the best way to understand social media in the workplace is not as an invasive force, but as part of a broader change in the way our culture interacts with media” (William & Mary, 2019).

Word Count: 1851







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:

This essay will critically evaluate and evidence my flexibility in leadership style within a policing role. The essay will also analyse different leadership strategies that I have developed to manage a range of different operational situations on a day to day basis. An evaluation will be shown of the variety of leadership models that are commonly used in policing and will detail how I, as a police constable have been able to apply change in leadership styles and strategy to reflect on the forever changing circumstances I deal with.


There are many different styles of leadership that are used within the workplace and even in the police, there are multiple leadership styles used to match the changing circumstances police face. From research, there are many different styles of leadership however there are five primary leadership styles which are used and these are Authoritarian, Participative, Delegative, Transactional and Transformational (Brown, 2021). Although Brown has stated that there are five different styles of leadership, opinions differ on the matter of how many styles of leadership there are. (Lee, 2021) states that there is expansive literature about leadership, with a vast number of theories competing for superiority meaning that there is not a certain answer to the question of what different styles there are for leadership. (Lee, 2021) continues to say that there is an overlap linking a majority of the main leadership theorists and writers with specific leadership styles common to all.

The college of policing explain that they have explored six elements of leadership that have been developed within the police to describe the appropriate and expected behaviours of all leaders at all levels. The six elements of leadership are to inspire a common purpose, to develop and value people, to build a workplace that is inclusive, to lead across boundaries, focus on performance and improvement and to understand self and others (CoP, Leadership expectations, 2022). The college of policing continue to detail that these leadership expectations set standards for leadership development and introduce a form of consistency for Police Officers and Police staff as well as state that they are an integral part of the new leadership curriculum (CoP, Leadership expectations, 2022).


This forms the question of what style of leadership is most appropriate within a policing context? One answer given to this question states that there are many current leaders within a policing role who are aspiring to have a better insight and understanding into how to be an effective police leader based on a leadership style but there isn’t just one, there are a number of different leadership styles, skills, traits and responsibilities that a conditioned police leader should learn, understand and refine to be successful (Fritzvold, 2022). (Fritzvold, 2022) continues to say that law enforcement organisations from around the world have police leaders that strive to find the necessary skill set to become an effective leader in their role and are forever continuing to develop and expand their knowledge as policing is an evolving discipline that needs to change and grow the current times, stating that leadership in the police is no different to this.


There are many key qualities that are promoted from different types of leaders and one key quality that is praised most of all is law enforcement leaders working to assure the well-being of their employees and once the employees feel the backing from their manager, most will be willing to go out and do a quality job which is more dangerous today that it has been in many years (Garner, 2019). 


Being a leader in a policing role is a continuous learning curve as it requires extraordinary “leadership skills that consistently need to be developed and improved to allow them to navigate a bureaucratic minefield, connect with a wide range of demographics both within the community and the policing agencies and to effectively serve the public” (CSS, 2020). 


Other key qualities that are identified within a policing leadership role are to have a clear vision of the future whilst facing the current challenges, to inspire others within the team by ensuring they understand the vision of the future and act as a motivator. Further to these, a leader needs to hold themselves accountable and has to ensure that they take responsibility for their actions and failures, which is a great motivator to the rest of the team. A leader also needs to show eagerness within the job and take on any challenges rather than ignoring or avoiding them and need to exhibit the energy and stamina that is required to effectively lead the team (CSS, 2020). These are the qualities that are needed to be a leader in a law enforcement role due to the quickly changing political and social climate.
There are many models within policing to form the ‘Ideal Leader’ and it is clear that the ‘Ideal Leader’ is explained differently through different time periods based on different models. One model that is used by the U.S Department of Justice is the Five I's of Police Professionalism which is model for frontline leadership. The Five I’s model for frontline leaders is a model based to assess their own character and development to lead and influence others with the crucial character traits being; integrity, initiative, impact, intellect and industry (Griffin, 1998). These traits focus on confidence, competence and positive attitudes giving those who are serious about their responsibilities as front-line leaders a method to provide positive influence on the development of others (Griffin, 1998). 


The Five I’s model appears to be to be a very Autocratic style of leadership as it focusses less on collecting input from other team members and tends to make executive decisions where others are expected to follow. This is an old style of leadership due to it being focussed on the leader taking control and not including the opinions of others however there are benefits to this. The Autocratic style can allow the leader to be efficient when it comes to decision making and as one person is in charge, it keeps consistency and team cohesion as every team member will be clear of their role. The negatives to this style of leader is that is that it can supress any collaboration, creativity and innovation in thought and the leader will often be resented by individuals as the leader will lack flexibility and often won’t consider others ideas which may lead to feeling like the team have no opinion (Lee, 2021).


Police leadership styles are gradually changing by moving from a leadership style that has been dominated by police leaders over many years being the Authoritative approach and moving towards a more inclusive style of leadership which aims to allow and empower individuals within the team rather that provide commands (Golembiowski, 2020). The two leadership approaches highlighted by Golembiowski are transactional and transformational. Transactional leadership is very much like the authoritative approach however has an addition of a rewards based system whereby people will be reinforced for their efforts towards their work or disciplined for poor performance and transformational leadership is based around people whereby it aims to inspire, empower and motivate a team and to consider each individuals skills, needs and motivations to pursue the teams goals (Golembiowski, 2020). It is important for this type of leadership to take place in a policing role as data shows that approximately 70% of workers engagement, which is described as the level of commitment and connection the employees have with their place of work is influenced by their managers (Ratanjee, 2021).


As previously stated in this essay, police leaders strive to find the necessary skill set to become an effective leader within their role and continue to develop and expand their knowledge as policing is an evolving discipline that needs to change and grow with the current times (Fritzvold, 2022). In my experience as a police constable, I have found my self in situations where I have had to act as a leader to deal with certain situations. 


One example of an incident I have taken charge of is a road traffic collision (RTC) involving four persons and two vehicles. I arrived first at the scene where there was a head to head collision with two vehicles and there were four injured persons. The first task I carried out when at the scene was to ensure that everyone was breathing and that there were no serious bleeds. As I was conducting this, the public began to gather in crowds next to the scene taking photos and getting involved in the scene of the incident. I had adopted a transactional approach at the first point of this incident as I was explaining to the public that if they continue their behaviour, they will be arrested for intervening with a police scene. This transactional approach was focussed around punishments whereby the public had to listen and adhere to the rules provided by myself and that their behaviour would be influenced by the fear of discipline for poor performance versus the anticipation of positive reinforcement for the public listening to the rules (Fritzvold, 2022).


Further units had arrived at the scene, and I tasked the further units to manage and control the public, firstly to prevent further injuries due to being on a road and secondly to prevent any person interfering with the scene. Another task I requested to be completed was to divert traffic at specific locations to prevent further collisions and maximise the safety of the injured persons. This was an authoritative style of leadership at this time to ensure that the challenges were overcome and that the goals were reached along with us all having a clear vision to achieve the success which in this case was to protect the persons involved in the RTC (Stobierski, 2019). 


Eventually, roads policing specialist officers who are medically trained arrived at the scene. Every person that was involved in the road traffic collision had managed to get out of their vehicles and all had varying injuries. I explained each person’s injuries to the medic at the scene describing their level and seriousness of injury in my opinion. As I was not medically trained, I was open to listening to the medic’s advice for the persons who needed assistance the most. Within this incident, we had a shared goal which was to ensure that everyone is safe and well and as I was considering the individuals skills within this situation and open to facilitate ideas to reach the shared goal shows that I had changed the style of leadership I used within this incident from authoritative to transformational (Fritzvold, 2022).


To conclude, this essay has critically evaluated my flexibility with leadership styles within my role as a police constable. The essay has also analysed many different leadership strategies that I have developed in order to manage a range of different operational incidents. The leadership strategies that are commonly used within a workplace and policing role have been evaluated showing the similarities and differences as well as positives and negatives to each strategy. The essay has also detailed the need for a leader within a policing role to be able to adapt and change their leadership methods to deal with the continuous change in circumstances.
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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:

This essay will reflect upon my three year probation as a police constable and detail how I have benefited from mentoring and coaching. The essay will also highlight how I have been helped to achieve my personal, professional, and organisational goals within the policing role and how I have been aided to learn, develop and perform within the workplace. The essay will highlight the relevant coaching and mentoring definitions with current coaching and mentoring theories used in policing to develop an officer in probation. An explanation will be given to detail how I have provided and received feedback in relation to my developmental stage as a police constable in probation.


From the start of my policing career to where I currently am today, I have received coaching and mentoring throughout. Coaching has an aim to produce the best possible performance and improvements at a work place as well as focus on specified goals and skill development, in spite of the fact that it may also have an impact on personal attributes such as confidence or social interaction for an individual (CIPD, 2021). CIPD continue to state that the process of coaching commonly lasts over a specific period of time which in my case is my three year probation. (CIPD, 2021) describe mentoring within the workplace as a relationship where a more experienced colleague will share their greater experience and knowledge to support the development of an inexperienced staff member and that mentoring requires the mentee to use the skills of listening, questioning, reframing and clarifying.



Furthermore, (Sword, 2021) describes coaching and mentoring as two forms of approaches that are popular to support individuals to develop, grow and achieve their full potential which is commonly based in a working environment. (Sword, 2021) continues to say that some people amalgamate these two approaches and “use the terms interchangeably” however details that there are key differences that need to be understood prior to the decision whether one or both approaches would be beneficial within the certain context.


It is clear that the understanding of coaching and mentoring throughout a lot of sources is seen in a similar way whereby the approaches are stated to play a significant role in the personal and professional development of a person within a workplace. The sources have also identified that they share a similar opinion in the clear similarities and differences between the two approaches. (ICF, 2021) which is the international coaching federation defines coaching as "a partnering with clients in a thought-provoking and creative process that inspires them to maximize their personal and professional potential. The process of coaching often unlocks previously untapped sources of imagination, productivity, and leadership" which highlights that coaching is seen as a more professional standard. The difference which is detailed by (Reitman & Benatti, 2021) is that mentoring is a more informal association which is focused on building a mutually beneficial, two-way relationship for long term career movement.


These differences are also highlighted by (Sword, 2021) as she states coaching is more structured, formal and tends to have meetings that are regularly scheduled where as mentoring is seen as a more personal and informal approach which is a sort of ‘career friendship’ and sessions or meetings take place when required. A further difference that is highlighted by (Sword, 2021) is that coaches usually tend to have professional qualifications relating to coaching although, they may not have any experience with the role they are in compared to the approach of a mentor, who is said to commonly have expertise with a certain role in which they can pass this expertise on to the mentee. To be a mentor, no qualifications are required however it is recommended that training for mentoring is caried out.


Both (Reitman & Benatti, 2021) and (Sword, 2021) share the same opinion in regards to the similarities of the approaches as well with (Sword, 2021) detailing that they both are generally based around relationships which are non-judgemental and supportive. (Reitman & Benatti, 2021) have a similar opinion based around the two approaches and state that they both incorporate working relationships that require respect, trust, flexibility, and open communication.


There are many different models based around coaching and mentoring and most can be applied to policing.  A model used by mentors and mentee’s that is appropriately designed to be based around policing is the National Decision Making Model. This is a model that sets out targets for the mentee and allows for development. The national decision model (NDM) is a suitable model that can be used by everyone in policing for all decisions and can be applied to both operational and non-operational situations, used by a team or an individual and applied to either spontaneous incidents or planned operations. The model allows decision makers and others to develop a rationale of what they have done during the incident and why it was done and also allows managers and others to review decisions and actions which in turn, can promote learning (CoP, National Decision Model, 2013). The six stage model is shown below detailing the structure of this approach.
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(CoP, National Decision Model, 2013)




Another model that in my opinion is similar to the National Decision Model is the OSKAR Model. The OSKAR Model which was created by Steve de Shazer in 1991 sets out a simple 5 stage plan to help the development of skills and knowledge which also allows for a review of the incident. The 5 key stages in this model are Outcome; Scaling; Know-how; Affirm & Action; and finally Review. The OSKAR model first starts with the Outcome which is what the coachee wants to achieve and this can be a short to long term goal, secondly, the scaling, which is the stage where the coachee has established a clear picture of their desired outcome, to which it can be considered where they are currently to achieving this. The third stage is the Know-how which is where the skills, attributes and knowledge of the coachee are taken into account and is there to establish what resources the coachee has access to. The next stage is Affirm and Action. This is the stage where positive reinforcement will be provided as well as setting out what action or actions are to be taken. The final stage of the OSKAR model is the reviewing process of the actions that have been taken and is mainly focussed on reviewing positives (Palmer, 2021).

There are clear similarities between the OSKAR model and the NDM for coaching and mentoring. Both models highlight the desired outcome with the base information that they have as well as consider what skills, knowledge and powers they have. They also detail at a similar stage what options they do they have and what may be required to reach the original target. These models also share the final stage which details that once action is taken the final stage is to review what has occurred and what can be done next time.


Moving forward, I will now detail how I have benefited from coaching and mentoring within my three year probation period as a police constable at Gwent Police. I joined Gwent Police in 2020 as a police constable where I joined through the Police Constable Degree Apprenticeship which is also known as the PCDA. The PCDA with Gwent Police is issued by The University of Wales Trinity Saint David’s. “The PCDA is a three-year practice-based higher-education programme, leading to a BSc Hons Degree in Professional Policing Practice. It will bring together class room based learning with practical learning and on the job training and experience” (GWP, 2019). The first six months of my probationary period were based in a training facility where I was supported by staff and officers who are trained to mentor and coach me to develop my knowledge and skills. Within these six months I had to sit two written exams based on current policing laws as well as complete numerous competency based practical’s. This was a during the peak of COVID-19 meaning that learning and development of my knowledge and skills was a lot harder than it usually would have been due to the limited amount of contact with any mentors in training. Within any learning environment, interactivity is key and a key barrier that has been identified by the Organisation for Economic Co-operation and Development (OECD), is the ability for a teacher to identify a student’s needs and be able to connect with them which is identified as being harder to achieve without spending time in the physical classroom especially if the online learning is delivered to a larger class rather than delivered to small tutor groups or even one to one (Emma, 2020).


The next stage of my probation after completing the initial six months training was 12 weeks of tutorship. At this stage I was given a tutor who was also tutoring another student at the time. It was extremely beneficial at this stage to have a tutor as I was able to set targets with him as well as able to review the incidents I had been to. As my tutor was very experienced with over twenty years as a police constable it was beneficial to have him as a coach as he could pass his knowledge and expertise to me. Coaches can help you learn new technical skills that are vital to your department which can improve your performance at work (Herrity, 2021). Whilst in my twelve week tutorship, as well as personal targets to ensure that I better my knowledge, there was further goals set by the University and Gwent Police to ensure I am competent at dealing with specific incidents. This was called the evidence matrix, and this allowed me to follow a written plan where I would be able to identify certain calls and achieve the goals set on the evidence matrix. It also allowed my tutor and me to identify the positives and negatives in how I had dealt with the incident. 


Upon completion of the twelve week period, I was then an independent officer and dispatched to my area within Gwent Police. Although I was classed as an independent officer, I was still coached and mentored throughout my second and third year of probation. I had a direct mentor that would often have one to one meetings with myself where we would go over my goals that I needed to reach at the end of my year two and year three of probation. As well as setting goals with my mentor, I have also been able to review previous incidents that I have dealt with and get support and feedback from my mentor which again allowed me to develop new skills and knowledge. “A review of your tactical performance can help you determine which actions contributed to successes and failures toward achieving your strategic goals” (Palo, 2021). I have also had mentoring from the university staff who again set goals for myself as well as review my work through one to one meetings and this benefits me as I can improve on my knowledge.


To conclude, within this essay, I have reflected on my experience within my three year probation at Gwent Police as a Police Constable and I have detailed how I have benefited from the mentoring and coaching I have received. The essay has also highlighted how I have been supported to reach my personal, professional, and organisational goals within my policing role and how I have been aided to learn, develop new skills and perform within the workplace. The essay has also detailed the many relevant coaching and mentoring definitions and theories that are used within policing to develop an officer in probation to become fully competent.
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