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Task 1

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

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


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

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

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


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



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



ANSWER:

Throughout this essay, I will critically evaluate the strategic role of the College of Policing in professionalising policing in the UK. I will evidence how I am working to fulfil the role of a modern professional police officer now that I am in my final year of the 3 year probation. I will critically reflect upon how my final year of probation has seen my role as a police officer change. I will consider the Policing Vision 2025 and The College of Policing Continued Professional Development plan. 

Police Constables play the most critical role in the prevention and detection of crime and the criminal justice system. The role of a police constable is to work in partnership with local communities, colleagues and stakeholders in order to uphold and promote law and order to reduce the fear of crime, build confidence for the communities and provide reassurance. Constables carry legal powers to enable them to maintain law and order and bears the responsibility for making the correct decisions in accordance with the National Decision Model (NDM) and the Code of Ethics.  Police constables are required to maintain the highest level of professional standards which are required for their role. They can do this by conducting all actions in a balanced, legal, proportionate and justifiable manner whilst upholding the law and achieving the best possible outcomes in a wide range of different incidents (College of Policing, n.d.).

In order to fulfil the role of a modern professional policing officer now that I am in my third and final year of my probation, I ensure that I follow the Code of Ethics which are set out for police officers to follow and I make sure that my skills are kept up to date by attending annual training events. According to (Home Office, 2014), the Code of Ethics sets out standards that every police officer and police staff should follow which will help guide the decision making process and it defines the expectations of standards and behaviour that the public should expect to see from everyone involved in policing.

The (College of Policing, n.d.) has set out a Continuing Professional Development (CPD) for response police officers to follow. It consists of elements for a response officer to follow which are:- 
 
· Officers should maintain an up to date understanding of Police Regulations and guidance and their local police forces’ policies which are applicable to operational police context. 

· To maintain key knowledge, skills and understanding relating to legislation, policies and practice across all area of operational policing. 

· Maintain a good working knowledge and understanding of current best practice to tackle new and evolving crime threats and prioritise to enable a proactive and preventative approaches.

· Personal resilience should be maintained through the understanding of health and wellbeing of yourself and others. 

· To complete all relevant training in line with the force policing in order to keep skills up to date, 

· To be able to identify and share ways to enable continuous public focused service to the communities in which we serve. 

I have ensured that I have followed the CPD in order to maintain the best possible police officers to serve the communities in which I work. By doing this I provide the most effective and efficient service that the public can rely upon when requesting assistance from police. 

Resilience is one of the most important roles I have played during my probation period as I joined at one of the most difficult times possible with the COVID-19 pandemic around and social distancing guidelines in place. 

In order for police officers to cope and adapt to challenging, stressful and potentially traumatic situations, they need to have resilience, hardiness and psychological capital (Janssens, et al., 2021). 

I believe that resilience is one of the most important skills a police officer can have as it is needed to not only get an officer through the probation period but throughout their career within the police force. This is because police officers are exposed to the most serious and traumatic situations and incident which may have an effect on their mental health and well-being. In order to reduce the after effects of a complex incident, a police officer must show resilience and reach out when needed. I have been exposed to incidents whereby I have needed support from friends, colleagues and family. One of which was an incident whereby I was run over by a suspect making off in a vehicle. Even though I was physically hurt by this incident, I also found that it effected my mental wellbeing as I was more cautious, and had a greater fear of dealing with suspects whilst they were inside a running vehicle. There are good and bad points to this as even though it did physically hurt me, I was resilient and ensured I carried on the job and working. It made me more aware of my surrounding and to have a better understanding of distancing and risk assessment during this type of incidents. 

The National Police Chiefs’ Council (NPCC) has set out a Policing Vision 2025 which is a transformative agenda enabling the service to meet the challenges of modern policing, the fast changing nature of crimes and how they are committed and the new and emerging threats to community cohesion (College of Policing, 2022).

The Policing Vision 2025 is a plan that has been set in place for policing over the next ten years. It is about transforming change across policing and improving policing for the public in which we serve. The plan will shape the decisions we make as a police force which will help to keep the public safe by providing an effective and accessible service that can be trusted. By following The Policing Vision 2025, it will ensure the trust and confidence in the police is gained from the communities in which we serve. 

According to (NPCC, n.d.), the plan consists of 5 elements which are:- 

Workforce – The vision is to create a culture that values diversity and difference which empowers individuals to maximise their contribution through continuous professional development which links in with the CPD that I discussed within this essay. This will ensure that the public receive the highest standard of policing and develop best practice evidence base for policing. It also will ensure that leadership is effective and develop continuing professional standards. 

Local policing – The plan will reform local policing and aim to proactively prevent crime to protect the vulnerable people within the communities from harm and provide the public with a policing service that are aligned and better integrated with other police services by working together. It aims to build new multi-agency teams which involve police, social, health, education and community services to address crimes and anti-social behaviour. It will examine sources of demand and enable forces to better deploy resources to prevent crime effectively. 

Specialist capabilities – The policing capabilities of specialist offers such as surveillance, analysis, cyber and armed policing have always been the core part of how the police service operates as the public expects the police to use information and command structures to combat threat. However the plan is changing the way these specialist capabilities are delivered by using it available to all forces, having a flexible deployment to different policing activities and the standardising of functions where appropriate. 

Digital policing – The aim of digital policing is set out to improve digital investigations, intelligence and how the police transfer all information with the criminal justice system digitally. It will aim to make it easier for the police and public to communicate with each other. 
This is already happening in South Wales Police as all our case files which are shared with the criminal justice system is digital and sent via the digital systems which makes it an easy and more effective way to pass on the information systematically. 

Enabling business delivery – The vision sets out goals of delivering police business functions in a more consistent manner in order to deliver an efficient and enhanced interoperability across the police service. They aim to do this by working with the police IT departments and invest in the development of common data standards, and enabling a better joint partnership with local authorities, emergency services and other local police forces.

I will reflect upon how my final year of probation has seen the role of a police officer change and how quickly it changes. 
I will start of by using an example of something that has changed rapidly in my short three year service. This is case files and the case management guidelines which have changed since I first joined the job. There has been a 3 major changes in case files over the three year period. 
The first came into place in October 2020. This was the implementation of Two-Way Interface (TWIF) which is a way of the police and the Crown Prosecution Service sharing case files through digital use. The Crown Prosecution Service (CPS), College of Policing and The National Police Chiefs’ Council (NPCC) have all worked together to identify the key barriers to deliver effective case progression which include the quality of evidence and police files which are investigated by the CPS and the increases in time taken to work through the process leads to higher attrition rates for both victims and witnesses (CPS, n.d.). 

There has been changes in documents which we send to the CPS, one of which is called the MG3 which is a manual of guidance report to CPS for a charging decision, decision log and action plan. This form is completed by an investigator and contains key information and evidence in order to assist the CPS making a charging decision (Home Office, 2020). This has been replaced by another document which is similar however, it is set out differently and in my opinion, structured in a more readable format as it breaks down each section into boxes with fixed headings. As this came into place very early into my service, I did not struggle to adjust to the change as it was all new to myself at the time. 

The second change came into place in January 2021, this was the directors’ guidance (sixth edition) and Attorney Generals guideline on disclosure (Office & MP, 2022). This was not relevant to my role as a constable as it is a guideline on police charging which is more for supervisory roles.  
However, the most recent change came into place in January 2022, this was an updated list of new routine revelation material. This was the change which I needed to take on board most as I continually case files as a response officer. The changes meant that case files now needed more work, further evidence and to redact the personal information which is contained within each document. 

In order to fulfil the role of a modern professional police officer, I ensure I keep up to day with mandatory course as and when needed. I also try to enhance my professional development by attending courses to add further skills and knowledge which can be beneficially to my career. 
Recently I have attended domestic violence courses in order to gain a better insight on how to deal with victims of domestic related incident. 
I have attended a course to be the Sexual Offences First Responder (SOFR). As I am the only person on my team who is trained in this area, I do feel a lot of pressure and I attend all sexual offences incidents and deal with a lot of victims in this area. 
I try to expose myself to incidents which I may not have enough experience with in order to gain confidence in dealing with them appropriately. 

I believe that having a good career plan can enable police officers to continue their professional development by attending courses which are aimed at their particular career preference. Throughout my probation period, I have worked alongside a number of different officers and in different departments which has given me experience in all areas of policing. 

Continuing professional development can improve skills in the current role and future career by undertaking accredited course which can provide a professional sense of direction, confidence and confidence and credibility (Hudson, n.d.).

To conclude, policing is a fast changing job whereby officers need to adjust to different types of crimes, incident and the people within the community are now becoming more diverse. In my opinion, police officers need to have the skill which enables them to quickly adapt to every changing situations and learn quickly in a fast paced environment. I believe I am a quick learner and I adapt to changing circumstances easily, however, I understand that some police officers who have been in the job longer may find this more difficult as they may be used to the way they have always worked. Whilst being in my final year of probation, I feel confident in the work in which I do, however, I do believe there is still a lot of things which I need to learn and adapt to throughout my career. There is no day the same within policing and every new incident and experience is different which involves having to adapt my way of working to suit the victims and witnesses in order to provide them with the best possible service they deserve. 

Policing will always change and new policies, legislations and procedures will come into place throughout my career and I accept the changes and I believe they are put in place to ensure the public we serve are receiving the best type of service possible. 
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

Throughout this essay I will critically evaluate my experience of the use of social media as a means of informing and engaging with the community. I will discuss South Wales Police force policy on using social media for professional information and engagement purpose. I will explain the types of social media platforms which are currently being utilised by South wales police. I will talk about the benefits and risks of using social media for the police. 

According to (Bullock, 2017), constabularies use social media in order to request for assistance, provide the communities with crime prevention tips and to circulate police relevant crime and incident information rather than using it to facilitate interaction, debate and collaborative problem solving. 

There are many types of social media platforms nowadays which are used by users all over the world. Social media platforms are used for communication amongst different persons and is well used on a daily basis. The current social media platforms currently being used by South Wales Police are Facebook which is a communication platform used to create status’ to share with its followers/users, along with photographs and videos. Instagram which is a social media platform usually used to share photographs and videos to the followers of your page. Twitter is used worldwide and is one of the most used social media platform. South Wales Police use this platform in the same way in which they use Facebook. South Wales Police also utilise YouTube and TikTok in order to share videos with the communities within the force. The South Wales Police social media platforms are open to the public, and are easy accessible to anyone wanting read them and attracts the attention of the reader. The information is usually useful for the communities we serve and provide real time information in an easy to read format. 
(Pretorius, 2021) explains that social media has changed the way in which law enforcement solve crimes in the 21st century as the police have access to different groups of people to help solve an investigation. This communication between the police and the public can be useful for the communities as they are able to voice their opinion or concerns in a direct fashion. Social media can be used as a tool that helps the police fight crime but also be used to communicate effectively to the public. 

Within the South Wales Police Policy on social media, it explains they use social media platforms in order to inform/educate and change the behaviour of people within their communities. It is also used to inform those interested or affected by local policing (South Wales Police, 2022). 

Also on South Wales Police policy on Social Media, it explains reasons police forces would use these platforms. Using social media allows police forces to: 

• Reach a large number of people quickly. Social media is the largest communication tool on the internet, for example, there are 2.934 billion active users on Facebook which placed it 1st in the world’s most active social media platform according to (Kemp, 2022). 

• Foster relationships with communities online and improve confidence in the services we provide. The police have a lot of negativity from the public due to some events/incident which have occurred previously. By using social media, the police forces can gain public confidence in the work in which they do within their communities and it helps to build a better relationship between members of the communities and the police.

• Be cost effective, allowing campaign messages to be conveyed with little or no budget. Social media platforms do not charge the service users to access the sites, make posts or communicate. It is a cost effective way to engage with a large amount of people to gather and share information. This is beneficial for both the police force and the public as there is no cost to finding out the information, where as if the information was in a newspaper article, the members of public would have purchase the newspaper in order to find out the relevant information. 

• Assist in the prevention and detection of crime. South Wales Police occasionally make posts which relate to the detection of crime in an area, which informs the community of what is happening in their area. 

• Promote services and policing operations. The force can post messages out to the communities which promote the different types of service they do, upcoming events, and any operations which may be of public interest. 

• Respond to public concerns and provide reassurance. The force provide information for ongoing incidents, for example a road traffic collision (RTC), this may affect a community. The post may provide clarity, information and answer any concerns which may arise as a result of the incident. 

• Provide alternative means for the public to contact us. South Wales Police have the messenger facility available for members of the public to send a private message to the force. This could be in relation to a concern, for reassurance or to report a non-emergency crime/matter.

South Wales Police use social media in order to post information which will reach a large number of people quickly. They often utilise their platforms for missing person posts, persons of interest/wanted posts, share information regarding road closures, incidents and events. This can be beneficial to the members of the community by sharing information which they may be interest in or need to know, but along with this, the risks of sharing this information can lead to backlash and debates from some people. According to (Cuncic, 2021), the comments section on social media platforms can be subject to insults, arguments, threats and harassment if they are left unchecked and not monitored correctly.
This can lead to negativity which may result in hatred and loss of relationship with the police. For example, if the force share a post of a person who is wanted in connection with a crime within a community, there may be persons who disagree with the post being shared publicly resulting in debates and arguments within the comment section. However, that type of post also has its benefits as the person who may be wanted, would potentially make communication with the police in order to arrange an interview. 

In 2010, The National Police Improvement Agency (NPIA) set out a document to assist Police officers and police staff using social media to engage with their communities. This can be used alongside the force policy on social media. According to (Rogerson, 2010), Police forces are using social media sites as a method of broadening their access to communities and to engage with people through a range of ways. 

Within South Wales Police’s social media platforms are a number of positive videos of police officers, police horses/dogs, events within communities, community engagement and the recognition of what the force does which shows the people following the force pages the type of things in which the police do on a daily basis.
Social media can also be used to report a crime within South Wales Police. This can be beneficial for people who may not feel comfortable speaking over the telephone, or may have hearing difficulties and find this method the best way to report a non-emergency. 

According to (Livadeas, 2021), policing has a specific requirement which allows the public to be able to report crimes or incidents online which should be recorded in the same manner, and to the same standard as crimes or incidents reported via 999 or 101.

My experience with the use of social media as a means of informing and engaging with the community has been positive however, I do understand that there are risks attached to the use of it. I will talk about the experiences in which I have used social media during my role and how it has been used beneficially on these occasions. I will then go on to discuss the risks to the use of social media within policing. 

I was investigating a high risk missing person who had left their home address whilst explaining to their family that they were experiencing suicidal thoughts. Due to the mental health risk attached to this missing person, I felt that the high risk element was required in order to locate them safe and well. There were a number of warning markers linked to the missing person, all of which included previously self-harm and mental health conditions. In order to conduct a missing person investigation, officers would usually search the missing person’s home address then areas in which they may frequent to. Whilst this is being conducted, I spoke to the family and asked for permission to put out a missing person plea on social media which will get the community involved if they see or locate the missing person. The benefit of the social media plea for a missing person can assist officers as members of the community may explain where they have recently seen this person, if they have been in contact with them or they would share the post so that more people will see. The social media platforms in which I used for the plea was Facebook and Twitter. I used both of these platforms due to the large amount of persons within the group and the ability to share which is a feature used to post on your own personal social media page for others to see who may not be a member of the police groups.

The College of Policing explain that media appeals for missing persons will generate information and give the public awareness to assist with the enquiry and to control any speculation. In order to make a public appeal on social media, the police force must ensure that the decision is made in consideration of the Human Rights Act 1998, it is in the best interest or welfare of the missing person and that the appeal is carried out proportionately (College of Policing, 2021). 

Another experience I have had with social media as part of my role as a police officer in South Wales Police, was during my neighbourhood policing attachment. During this attachment, I was able to use the South Wales Police Twitter page for the community I work in, to communicate information on what I was doing. I was conducting high visibility patrols within one of the anti-social behaviour (ASB) hotspots. I uploaded a photograph of the area in which I was conducting the patrols and ensured I let the public know who was posting the tweet, in order to let them know, at the end of the tweet, I put my force number in line with South Wales Police’s policy on social media. 

Whilst my experience with using social media as a way of communicating to the communities within the force area of South Wales Police was beneficial and useful, I do also see the risks and negativity which can come from its use. I have witnessed the force post statuses which have involved the conviction and sentencing a person have received. This post has caused a debate, arguments and a number of negative comments in relation to the police due to the length of sentence the person has received. According to (Laver, n.d.), in order to release the name of an arrested person on social media, a chief officer or above would need to authorise this decision and made a record of the reason for releasing the information. However, police forces may provide non-identifiable information such as the age, gender, offence and general location of arrest which does not name the suspect in any way. 
The communities in which we post to may not have the full understanding of the criminal justice system and how it works so usually they point the blame for anything in which they do not agree with, onto the police force and officers. 

Due to this, I believe social media can be utilised to educate the communities in regards to the criminal justice system, the work in which police officers and staff put into an investigation and the side of policing which they may not see. This will help gain public confidence and trust in the police force as it can be seen to be working effectively, solving and deterring crimes within the communities. 

When a police force has made a public post, it can attract a large number of people who may comment on it. These comments may potentially contain inappropriate behaviour such as offensive language and behaviour, a range of different opinions which may not agree with the post and negativity towards a certain subject. These types of comments could possibly be offensive to other social media users, causing upset, distress and arguments. 

Within the social media policy for South Wales Police, it states that the officer who are posting information on social media accounts should remain professional and refrain from posting anything which could have an operational impact or anything which could potentially prejudice legal proceedings. Police officers and staff who use the social media platforms as an effective communication tool for the communities they serve should follow the Code of Ethics and remain professional at all times. This will assist in less negative comments, or complaints from the public that the posts are unprofessional (South Wales Police, 2022).

Throughout this essay, I have noted the benefits and risks of using social media as a means of informing and engaging with community and promoting policing initiatives. From my findings, I believe from my own personal experience, social media platforms are a worthy way of communication to members of public, and can assist police with information and intelligence for policing purposes. 

Social media is now integrated into how we police and engage with the communities. This resource helps police forces to be more efficient in preventing and detecting crime and keeping people safe (Stephens, n.d.).

Whilst there are risks to using these platforms, the benefits outweigh the risk and as social media is becoming a well-used resource worldwide, the information in which police forces share can be spread around a large population in a very short space of time. The information in which is shared is easily accessible, open to the public and usually written in an easy to read manner. Social media is a fast growing platform whereby it is easily accessible to all users, and the information can be shared quickly compared to door knocking or leaflets through a door. This can assist investigations which need to be solved quickly in order to apprehend a suspect before any further criminal activity or crimes are committed. I will continue to work alongside the digital communications team in order to distribute appropriate information regarding the incidents I attend during my policing career. 

Word count – 2449

Task 3

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


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

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:


Throughout this essay I will critically evaluate and evidence my flexibility in leadership style and critically analyse leadership strategies that I have developed to manage a range of different operational situations. I will discuss leadership models commonly used in policing and how I was able to apply a change in leadership style to reflect changing circumstances. Firstly I will discuss an incident in which I played a significant role with a victim and I will reflect on what happened. In order to do this I will use Gibbs Reflection Cycle.

In 1988, Professor Graham Gibbs published a model which assists people in learning from situations and evaluate them. The model is called Gibbs Reflection Cycle which consists of five elements which are; description, feelings, evaluation, conclusion and action (Gibbs, 1988).

Description 

The incident I will discuss was an abandoned 999 call with no disturbance heard in the background. Since I have worked in South Wales Police, I have attended a high number of abandoned 999 calls and they have usually been dialled in mistake, however, this particular incident was not. I attended the address in the company of my colleague who I would usually work alongside. At the time of the incident I had just gone into my third year of my probation and my colleague had just finished his probation and had just over three years’ service. Upon arriving at the address, the house was in darkness and there was no signs of disturbance. I knocked the door and made my presence known to the occupier by explaining it was the police. As this was an abandoned call, there was no details of the occupier, the reporting person, any persons involved or what had occurred. 

A few minutes later, I could see a person walking towards the door very slowly, it appeared they were holding something in their arms. When the door opened, a female, covered in fresh red blood, extreme swelling and bruising to the face, appeared holding a 9 month old baby in her arms. The baby had a white baby grow on which appeared to be covered in fresh red blood. The female was in distress, crying and holding the baby out to me. I took hold of the baby and the female dropped to the floor, screaming. At this point, I did not know what had happened and I needed to establish where the blood was coming from on both the baby and the female. I instantly took lead of this incident and explained to my colleague the urgent actions we needed to take. The welfare of the baby and female were paramount, and I needed to establish whether medical treatment was needed. I told my colleague to assist the female into the living room area as there was more room and lighting. I checked the baby over and could see slight cuts and bruising to the face area and quickly established that the blood on the baby grow was not from the baby himself. 

As I was checking the baby over a male ran into the house, I told my colleague to check who the male was and the female confirmed it was her father, whom she had rang to come over. The incident was very fast paced and I knew I did not have any time to panic, or worry and I needed to make sure the right steps were taken for golden hour enquiries. Golden hour is the term for the period immediately following the commission of an incident, where evidence is readily available. Positive action taken as soon as practicable will maximise the chances of securing evidence (Safe Call, 2022). The female appeared scared when my male colleague was speaking to her, I approached her and asked her what had happened and she explained that her partner, who is the baby’s father, had assaulted her by repeatedly punching, kicking and stamping on her head and facial area. 

I could visually see that the injuries were severe and extensive, so I asked my colleague to use his touch to shine onto the facial area in order for me to look closer. As I was looking at the female, she began to lose consciousness, I used my first aid skills to make commands to the female however, she did not respond. At this point, I knew I needed to commence CPR as there was no pulse. 

I instructed my colleague to clear the floor area to make space and assist myself in taking the female to the floor. As I commenced CPR, I initiated to my colleague to use his police radio to inform the control room and to get an ambulance on scene urgently. The female regained consciousness and the ambulance arrived on scene shortly after, whereby I needed to explain the circumstances to them in order for the female and the baby to receive medical attention. 

Feelings

This incident was the most severe domestic assault I have attended during my probation period and even though I have not experienced this type of incident previously, I naturally took a lead as I felt a range of emotions the second I entered the house. I could see my colleague feeling helpless due to the female being fearful in the company of a male so I ensured I was the person closest to the female at all times and that she was comfortable speaking to myself. I felt that there was a lot of pressure on myself to ensure that the incident was dealt with in the most effective way and that the control room and other officers were aware of what had occurred, what needed to be done and who the offender was. I was so engaged in ensuring the victim’s safety and welfare was prioritised, I was not aware that the male offender had been detained and arrested by the officers who had which received the information from us via the police issued radio, however I was made aware that my colleague had passed vital information to the control room regarding the incident and the suspect which resulted in his detention and arrest. 

Evaluation 

There are three types of leadership styles based on authority, according to (iEduNote, 2022) those are;
· Autocratic Leadership,
· Democratic or Participative Leadership,
· Free-Rein or Laisse-Faire Leadership,
(Cherry, 2022) Explains that autocratic leadership is the leadership style characterised by an individual control over all decisions made during a situation and require little input from other group or team members. These type of leaders usually make choices based on their own ideas, judgement and decisions and rarely accept the ideas or advice from others, usually taking complete control during a situation.
Some of the benefits from the autocratic leadership style include allowing for quick decisions to be made during a stress filled situation which works well where directive leadership is needed. It often offers a clear command or oversight of a situation which requires a person to take control. This style can be used in situations where there is a great deal of pressure and particularly stressful. However, these types of leaders often ignore ideas or solutions from other team members. 
The democratic or participative leadership style is often used where leaders seek feedback and input from other employees. According to (Srivastava, 2022) the democratic leadership style can be beneficial for both employers and their employees as the employees may feel included and that their efforts are recognised when they are making valuable contributions to the world. This style has the characteristic of embracing teamwork as the leaders welcome the ideas of everyone involved. 
The advantages of the democratic leadership style are that it emphasising a people first culture which strengthens the workplace relationships and enhances collaboration. It also allows all team members to voice their opinions and assist with problem solving decisions. However, it does have its disadvantages as some team members may prefer not to be involved in the decision making process as it can cause issues when there has been a failure. Some may feel burdened by the idea of participating in the decision making process (Gaille, 2019). 
The free-rein or laissez-faire leadership style is a more laid back type of style whereby the leaders usually have the trust and reliance on other team members. (Cherry, 2022) Explains that laissez-faire leaders do not usually micromanage or get involved or give too much guidance to the other members of the team. The leaders of the style usually let their employees used their own creativity, resources, skills and experience in order to help meet their own goals. 
The advantage of the laissez-faire is that the leaders often see a better retention from the team members and they are more likely feel trusted and confident in their own work. As each team member is accountable for their own work, this ensures that they do the best job they can do whilst working in a relaxed and creative environment. Whilst there are advantages of the laissez-faire leadership style, there can also be disadvantages to this style as there can be a lack of structure and support and the leaders often can seem uninvolved which causes low morale within the workplace. 
From evaluating the three types of leadership styles, I believe that during the incident I discussed within this essay, I used a mixture of autocratic and democratic leadership. This is because although I initially took the full lead during the incident, I also needed input from my colleague in order to assist with dealing with the incident as effectively and efficiently as possible. I had to use a mixture of the both leadership styles as the circumstances were rapidly changing during the incident which needed both my colleague and I to work together as a team to provide the victim with the best possible service. 
However, there are some occasions where a laissez-faire leadership style may be more appropriate. This may include incidents of sexual offences whereby the officers may need to work at a pace which is more suited for the victim. One occasion where I have done this was when I was dealing with a victim of a stranger rape. The victim was very distressed and upset whilst talking to officers. I explained to the victim that we would do things in the way she felt more comfortable and in her own time. This leads to better results, and helps the victim feel more included in the investigation which will result in a more positive outcome. This style allows the victim to feel more relaxed but also feel as if they are being included and involved in the investigation. 

Conclusion 

In conclusion, the leadership styles I have developed to manage a range of different operational situations, differ depending on the types of incident, situation or who I may work with during that incident. If I work with a more experienced officer, they may naturally take the lead which will result in myself following their leadership style and requests, however, as the experienced officers on my team have now left, I usually work alongside officers who may have just passed their tutorship period. I need to have a range of leadership skills whilst working in a response policing role as every incident is different, fast paced and the level of risk can change rapidly. I will use the skills and knowledge I have gained over my probation period to choose the most appropriate leadership style for each incident I attend. 

Prior to researching the leadership styles, I was not aware that my leadership style would differ to reflect changing circumstances. However, it is good to have a range of different styles as a response officer. All incidents I attend need an officer to use their own leadership styles as we are the persons who are managing the risk, incident and the persons involved. The leadership styles and skills are not just for supervisors or officers of higher ranks, but for every person within a police constable role. Leading more complex incidents may require a more autocratic leadership style as there may be a range of scenes needing resourcing, persons needing to be spoken to and the golden hour enquiries to be conducted. This involves leading a range of officers and police staff so this style would be more suited in order to give the best orders and instructions not to over complicate an incident. 

Within policing, an essential element of a good police leadership is known as procedural justice which is being a role model for treating the public respectfully and making fair decisions. The essential skills for a police leader would be to be open to a challenge, show openness, accountability and fairness (HMICFRS, 2018).

Action 

Although I have to manage incidents whilst being an attending officer, I also need to use leadership styles in order to manage my own workload. I have case files ongoing whereby some of which are listed in crown court with myself as the officer in charge. The College of Policing explains in order to successfully manage an investigation, officer require planning, organisation, motivation and control. This also includes managing colleagues who may assist in the investigation by either providing material or evidence to the investigation (College of Policing, 2021). 
As an officer in charge of some complex crimes, I have had to use the autocratic leadership style in order to manage the officers who were involved in the incident, by asking them to provide evidential statements and exhibits which they have obtained. 

Overall, leadership is a vital role within policing as it sets the ground work, and boundaries between the police officers and the persons they are dealing with. This helps the public to gain trust in the police as they are seen to be doing something and there will be more positive outcomes as a result. There should not be a set leadership style and each individual officer will need to assess the situation they are dealing with and choose the best style for that type of incident. The styles can be merged and a range of each style can be used during one single incident in order to manage it effectively.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:


Throughout this essay I will critically reflect upon my three year probation within South Wales Police as a response officer. I will explain how I have benefited from mentoring and coaching along with how it has helped me to meet personal, professional and organisational goals. I will discuss how this has aided me to learn, develop and perform in the workplace and how I provide and receive feedback. 

Since I have joined South Wales Police in 2020, I have experienced a range of different incidents, events, situations and I have witnessed how the officers on a team change quickly. I joined my response team in September 2020, during this time I was on a team which consisted of a sergeant and 8 officers including myself. The officer level of service varied from 15 years to 2 years which benefited myself in gaining the experience and knowledge from long serving officers. I was able to learn from experienced police officers who have worked in a range of areas, departments and who had been exposed to all kinds of incidents. I did not come from a policing background and my previous career was within education so I joined the team completely unaware of what I may be exposed to throughout my career. Unfortunately, within policing, teams change rapidly, officers move departments and the level of service on a shift becomes lower along with the amount of officers on a team. I will initially discuss how I benefited from mentoring and coaching which helped me to meet personal, professional and organisational goals and then I will move on to discuss how rapidly the changes which occurred on my team which took away experienced officers who provided mentoring and coaching. 

Mentoring in policing can be defined as a relationship where a more experienced or knowledgeable person gives support, advice and guidance to another less experienced officer which will assist their professional development.  The mentors usually possess a wide range of skills and knowledge which is useful to the new officers and they do this without a charge for their service (College of Policing, n.d.).


Year one – initial training 

In March 2020, I joined South Wales Police as a Police Constable and started the initial training which was a 6 month programme made up of classroom based learning, internal courses, practical scenarios and two exams. All of which was to enable myself to learn the basics of becoming a police officer and learn the skills needed for working in the communities we serve. 
This was an intense 6 month programme as I had to learn all the legislations, skills, policies and procedures to be able to take out into the real world. 

Chief Constable Andy Marsh explained that the public rightly expect all police officers to be trained to the highest possible standards and these officers deserve to have the best training and preparation for one of the toughest jobs around (Marsh, 2022)

As I joined South Wales Police, the COVID-19 pandemic started and this was an extremely difficult time as the initial training which should have been face-to-face training, became remote training from home whereby I had to use PowerPoint presentations to learn all the skills, legislations and police powers. I used resilience throughout this time as I found this difficult being a mother of two children who were now home from school, and also remotely learning. As there was social distancing guidelines in place, the practical scenarios were reduced and I felt as though this would have been more beneficial in order to put the theory and legislations we had learned into practice. 

Year one – tutorship period 

In September 2020, I joined my response team where I was working alongside an experienced sergeant, and 7 other police officers. This was the most important part of my probation period as this is where I was exposed to real life situations, incidents and the public. 
I was given a tutor constable who I worked alongside with for 12 weeks. My tutor was an experienced officer who had 9 years’ service some of which had been served in the Metropolitan Police force. This meant my tutor was able to mentor and coach me with his wide range of knowledge and skills in which he has gained throughout his career. 

The College of Policing suggests that a Tutor Constable provides one to one mentoring, instructions and guidance to a student officer as well as facilitating work based learning, development and assessments in order to assist the officer in becoming competent. They do this by providing work based learning opportunities in a structured way by using coaching, providing feedback and assessments skills (College of Policing, n.d.).

I had to show resilience throughout my tutorship period as this was the most challenging part of my career as I needed to utilise all the skills and learning I had gained from the initial training and put it into real life scenarios.


Year two 

The year two of my probation period was where I would receive coaching and mentoring from my other team members and departments to help guide me through different types of incidents, investigations, and different areas of policing. 

Throughout this year, I had to attend a range of different departments in order to gain knowledge and experience from other roles and areas within policing. I will discuss how these attachments help me gain the knowledge, skills and experience I needed. 

Interviewing and Investigations Hub – I attended a 20 day attachment within the interviewing and investigation hub to gain experience and knowledge of interviewing suspects, dealing with complex interviews, case files and progressing crimes through the criminal justice system. I worked alongside an experienced officer who was able to coach and mentor me through the attachment. The officer was able to pass on his skills and knowledge to assist my own personal development within this department. As I am on a response team, I will interview suspects and investigate crimes but these are usually low level compared to the ones that are investigated in the hub as they require more time and detail in order to get through the criminal justice system. 

I was able to adapt quickly to the different environment whilst on my hub attachment and as my learning style is a mix of visual and kinaesthetic I was able to watch the more experienced officer and put the learning into practise by doing it myself with the experienced officer coaching me through.  

A kinaesthetic learner would usually learn through experiences and by doing things and a visual leaner would prefer to see and observe things in order to learn. They may do this by watching another person and take notes (Callie, 2020).
This attachment set me in the right direction to take the skills I had gained from being coached and mentored in the department and put to practise in my own investigations. 

Roads Policing Unit – I had to attend a 2 day attachment within the roads policing unit whereby I used my visual learning style to watch the roads policing officers conduct vehicle checks, and road related crimes/incidents. As this attachment was based in a vehicle I was able to have mentoring from an advanced traffic officer who has gained skills and knowledge in this department. 

Criminal Investigations Department (CID) – I attended a 5 day attachment on CID in order to work alongside detectives who investigate more serious and complex crimes. The detectives who I worked alongside have gained a wide range of skills and have the most experienced knowledge in complex crimes. 

Public Protection Unit (PPU) – I attached the public protection unit and worked in a range of departments in order to gain further knowledge from experienced officers in different areas of policing. I attended the Multi Agency Safeguarding Hub (MASH), MOSOVO which deals with sex offenders, child protection unit and the missing person unit. Each department provided me with information, knowledge and the best skills to be able to utilise in my career. 


Year three 

During my third and final year of my probation, I have found the most challenging yet. The original response team which I started with in September 2020, had now changed and I was one of the most experienced officers on the team. As I had gained knowledge, skills and experiences over my probation period, I have used this year to pass my skills and knowledge onto the new officers which have joined the team. When I attended my investigation hub attachment in year two of my probation period, I was mentored by a very experienced officer. Due to this I feel confident in conducting investigations and building case files for the Criminal Prosecution Service (CPS) and court. I have now become a case file SPOC (single point of contact) for the other officers on my team. This is because I have gained advice and guidance throughout my career so far which has enabled me to use the skills to compile a good quality case file. I use my skills, knowledge and experience in this area to pass on to new officers who are joining the team and work alongside them in order to complete their own investigations. As I would like to go into a more investigative role within my policing career, this type of skills has enabled me to evidence the work I have completed in order to show other departments my skill range. 

Coaching leads to a better retention from officers and a higher job satisfaction which in turn will increase the trust with the community members and officer safety (Magny, 2021).

During my probation period I set myself my own personal goals which I wanted to achieve in order to become the best police officer I could at the time. These goals consisted of better communication skills, conflict management skills, and managing workload skills. I was able to receive feedback from my tutor constable over my tutorship period on these goals as I discussed my aims at the start of joining the team. I would ask for feedback after I dealt with an incident on how I communicated with the persons involved and how my confidence was when I was attending incidents. This helped me to adjust the way I was in order to have a more appropriate approach at incidents. 

Alongside my own personal goals, I was also set an operational competence portfolio (OCP) which consisted of a range of different incidents and goals I needed to achieve in order to be a competent officer and develop my professional development. I was assigned an Area Training Officer (ATO), who I could go to for advice and support if needed. As part of my probation period, I had to attend regular reviews with my ATO in relation to performance. 

A performance appraisal can be extremely positive for both the employee and the management as it offers an opportunity for the management to provide the employee with constructive feedback, along with the employee discussing their views and opinions. This will help to define a successful career path in the short and long term (Killian, 2019).

Looking back over my three year probation period, I feel as though I have gained a range of skills which I did not have prior to joining the job, and that the skills I did have previously have improved and enhanced. If I was to do my three year probation again, there would only be a few things which I would change as I believe I have developed into a competent officer from the coaching and mentoring I have received. 
The things in which I would like to have changed would have been the initial training, this is because, when I started training, the pandemic hit and we had to work from home. I found this complicated and would have preferred more classroom based learning where I could have learned in an environment which had experienced training officer who I could get support from. The other thing I would change, is that since I have entered my third year, the experienced officers have left the team and I have now become one of the most experienced officers. I fell as if I still need experienced officers on the team to turn to for support or advice when or if needed. Even though I am happy to pass on my knowledge and experience I have gained so far to new officers, I feel a lot of pressure as I am still learning myself every day and feel as though I still have a lot to learn. 

To conclude on my three year probation within South Wales Police and how I have benefited from mentoring and coaching to help me meet personal, professional and organisational goals, I believe I have grown a lot as an officer, from a person who worked previously in education and did not have any kind of policing background, used resilience in order to get me where I am today. The coaching and mentoring has aided me to learn, develop and perform in the workplace and the feedback I received from every person I have worked with have been both constructional and positive. All of which I have taken on board and used to develop as a police officer.
I believe having experienced officers on a team provide the best coaching and mentoring to new officers as they have gained a more experience range of skills and knowledge which is needed to be a competent officer. I will continue to develop within my role and in the future, I feel I would be able to coach and mentor new officers who join the team from my own personal experiences and skills. 
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