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Task 1

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

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


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

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

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


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



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



ANSWER:

In this essay, I will look to discuss a domestic-related occurrence I encountered and played a significant role in. I will look to evaluate the strategic role of the college of police in professionalising policing in the UK and evidence how I am working towards fulfilling the role of a modern professional police officer.

To maintain uniformity among the forty-three forces in England and Wales, the College of Policing was established in 2012. One of the College's first projects was to compile ethical standards guidelines into a single Code of Ethics for policing in England and Wales (College Of Policing, n.d.). Every member of the policing profession is expected to uphold certain values and adhere to certain standards of conduct, which are outlined in the Code of Ethics. Chief Constables are charged with putting the Code into practise and ensure that their constabularies follow it (House of Commons Home Affairs Committee, 2016). They also have the authority to establish requirements for the police service's education, professional growth, and qualifications (College Of Policing, n.d.).

For a long period of time, police forces did not have uniform entry requirements, instructional resources, or assistance. The service acknowledged that it was important to standardise these areas. The CoP launched the Police Education Qualifications Framework (PEQF) in 2016, which is a fresh, expert framework for training police personnel and staff. This framework, which is based on new, contemporary curricula that are in line with the educational standards established in England and Wales, will eventually cover the full spectrum of professional training for police officers through the ranks of constable through chief officer. The PEQF aims to guarantee that all officers and personnel, beginning with the initial entrance pathways, adhere to the requirements of the service as outlined in Police Vision 2025.

Those who join the service through the new entry points are educated up to a degree level. People with this level of education are well-equipped to utilise transferrable skills, problem-solving techniques, and personal judgement in a variety of circumstances. This strategy will enable police forces to achieve the Policing Vision 2025's goal of having the police department “attract and retain a workforce of confident professionals able to operate with a high degree of autonomy and accountability and will better reflect its communities.” The PEQF also fulfils part the College of Policing’s five year strategy (2014) where the college states that they will collaborate with other training organisations to accredit programmes and guarantee that police officers have the abilities necessary to uphold high standards. The College will assist persons working in policing to have their professional abilities recognised and understood by others outside of policing by having validated ongoing professional development and accompanying certifications.

Many argue that order to provide an appreciation of social scientific understandings and explorations of, not only crime and criminality, but also the contemporary issues dominating the daily work of the police officer, academic staff with discipline-specific knowledge must be involved in the delivery of these programmes (Ramshaw and Soppitt, 2018., Pepper, Brown and Stubbs, 2021). However, there is currently no evidence that it has improved forces' diversity, the public's trust  or real policing performance. That is, the desired effects have not been accomplished. In actuality, there has never been a concise summary of return on investment. Secondly, given the often stated anxieties about assignment deadlines by student officers and the need to acquire evidence for their portfolios, probationer officers may also be less psychologically devoted during their first few years of operational tasks (Police Federation, 2019).


As an officer in my final year of probation my role has changed dramatically since my first day. I am now one of the most senior officers on my shift and I have gone from being a mentee to being a mentor to new officers starting on the team and starting their probation. I now play more of a leadership role when attending calls rather than shadowing other officers, I feel like I have my own style of policing that embodies and fulfils the role of a modern professional police officer. In front of my colleagues and the public I always ensure to act within the ethics and values of the police service and always keep the Competency and Values Framework in mind.

For example, I attended an emergency call with a colleague that is in their first year of probation. On my way to the call I reflected on the police National Decision-Making Model which is also known as the ‘NDM’ this core decision making model (College Of Policing, 2014) I was aware that my colleague may be less inclined to think of this straight away, as when I was in my first year of probation I would get nervous attending calls and focus on the information in front of me. I have gone through the NDM with my colleague and discussed what strategy may be useful when attending this call. The College of Policing remarks that police decisions are frequently difficult to make, and these decisions are often made in challenging situations and have to be made in quick time due to the fact an incident is usually ongoing when officers attend(Fenton-O’creevy et al., 2022). The decisions made by officers are frequently based on incomplete or conflicting information. That is why police forces have adopted a single framework, the NDM, to assist individuals in decision-making roles. With this framework, judgements can now be rationalised by the people making them and examined by others (Fenton-O’creevy et al., 2022). The model's core is the Code of Ethics, which acts as a guide for all choices (College Of Policing, 2014).

This Code of Ethics highlights the duty of those who work in policing to behave in a way that is accountable and will most likely win the trust and support of citizens while remaining true to the founding principles of British policing established by Sir Robert Peel in 1829 (College of Policing, 2014a). It also outlines the principles and standards of behaviour expected of police professionals (College of Policing, 2014).

On the way to the incident in question I have been advised that the call relates to a domestic incident involving a male assaulting a female. At this time, the control room has provided me with a THRIVE assessment. This is a model that the College of Policing have adopted. The THRIVE strategy is made up of the following components: Threat, Harm, Risk, Investigation, Vulnerability, and Engagement (Critchfield, Kennedy and Myhill, 2021). Several police agencies around the nation use the THRIVE technique, which is a well-known policing tactic that  helps police forces decide how best to allocate resources to each situation.  Instead of using a "one size fits all" approach, THRIVE focuses on providing a suitable and balanced response to specific forms of crime (Perkin 2019).

On requesting and gathering more information about the incident I was attending, I was able to continuously run through the NDM and come up with a strategy for attending this call, this is something that I previously found difficult when attending calls as I had not been exposed to many incidents. The control room revealed that both parties frequently engage in this behaviour, and the victim is a high-risk victim of domestic violence. With this information, I was able to dynamically estimate the dangers my colleague and I would encounter when we arrive at the site. The subject in this case had warning signs for domestic abuse aggressor against the victim, violence, carries a weapon, and drug user. Due to my time in the same area I was also aware of the persons involved and had attended the address a number of times, due to this I had built a good rapport with both parties as I always ensured to treat them both with respect.

I knew that the victim was extremely vulnerable due to her age and a repeat victim of domestic abuse and it was very likely she would not fully engage with officers. Her Majesty’s inspectorate of constabulary and fire and rescue service, known as HMICFRS, comment that domestic a fully engage with officers or support a complaint because they are worried about having to relive their experiences or facing consequences from the perpetrator or others (HMICFRS, 2019).

On attendance to the address, I could hear a male shouting from inside the address. I have knocked the door and called out to the persons inside and advised it was the police. It has gone extremely quiet and then a male has answered the door. I have asked to enter the address and I have walked inside with my colleague while 2 of my other colleagues have waited outside with the male, due to knowing the male this has made it easier to calm him down and be open with him on why we were at the address. I have decided to split to male and female up as to speak with them separately to find out what had happened and to allow each person to give an account, I have found the female in the kitchen, she was extremely upset and would not turn around and look at us. I have asked her to turn around and speak to us ensuring that I am personable with her to offer comfort, this is something I have learned throughout my probation. I used to find myself just asking investigative questions and having no connection with individuals however throughout my probation I have learned that people are more susceptible and more open if you are personable. After this the female turned and I could see bruising around her eye and she had dried blood around the side of her mouth. On speaking to her she advised that the male had assaulted her after they had argued, I believe that by acting in a more personable and professional manner I was able to get this disclosure from her. Due to South Wales Polices policy of positive action when dealing with domestic violence incidents I have gone back to the male and arrested him for assaulting the female. HMICFRS state “Domestic abuse is a priority for the force and there is a policy of taking positive action to safeguard the victim at every stage in the police response including dealing with the initial call” (HMIC, 2014) . Due to being the most senior officer at the incident I have taken the lead, previously I would stayed back at the call and followed the most senior member, but this has changed as my tenure in the force has grown.

The female was extremely upset that the male had been arrested and advised she was not happy about this. The female then shut down and stopped engaging with officers. I still tried to communicate with the female and discussed a Public Protection Notification. 

Police officers who respond to specific incidents fill out a public protection notification (PPN) this is a document that officers fill out that identifies the victims' vulnerabilities (HMIC, 2015). The PPN includes a DASH risk assessment, which consists of 24 questions about physical abuse, sexual abuse, emotional abuse, children and pregnancy, and financial abuse. The DASH risk assessment tool was developed to create a joint tool for both police and non-police agencies (SafeLives, 2014). This is then graded by an officer as standard, medium and high; the notification is then sent to the forces public protection unit (PPU) and utilises the data to determine the risk and shared with different agencies (HMIC, 2015).

Due to the stress of the situation on the female and the time of night I have offered the female a change to get some rest and decide if she wanted to make a complaint the next day after she has had time to think. I have done this as in my time as a police officer sometimes victims can be too in shock to fully make the right decisions straight after an incident in my best professional judgement, I believed that if this female had time to rest and think she would make the correct decision for herself. The female was taken to a place of safety. After the incident, my colleague and I had sat down and went through how we thought the call went and what we could do better next time. 

Coming up to the end of my three-year probation it is clear to see how I have changed as a police officer, I am now more inclined to take on a leadership role at an incident and aide my colleagues who feel less confident. I feel I have taken on a mentor role as the only way we succeed as an organisation is if we all succeed. I believe that by following the code of ethics and using frameworks from the organisation and the College of Policing I am fulfilling my role as a modern professional police officer.

Word count 2146
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

In this essay I will evaluate how police organisations and officers utilize social media to promote policy objectives, inform and interact with the public, and engage in community outreach. I will also take into account the social media policies of South Wales Police and the platforms that the force uses. Finally, I will discuss the advantages and dangers of police usage of social media. 

Since it was initially presented to the world as a revolutionary means of connection and communication, social media has had a significant impact. Social media has always been a remarkable and ground-breaking method of connection and communication that has made it possible for everyone to feel connected in a manner that was before impossible (The NYU Dispatch, 2020). To discuss social media, we first need to understand what its definition is, The Cambridge dictionary defines ‘Social Media’ as “websites and computer programs that allow people to communicate and share information on the internet using a computer or mobile phone” (Cambridge Dictionary, 2019).

Social media is being used and expanded at a rate that is faster than any preceding type of media. Television took 13 years to achieve 50 million viewers whereas the Internet did so in just 3. Moreover, Twitter reached 50 million users in just nine months, whereas Facebook reached that milestone in a year (Chui et al., 2012). In January 2023, there were 57.10 million users of social media in the UK. In January 2023, 86.4 percent of all internet users in the UK (regardless of age) utilized at least one social networking site (Digitalreportal, 2023). While the younger demographic tends to use numerous social media platforms, particularly Twitter, Instagram and Snapchat, the vast majority of those over 65 only use Facebook with the Pew Research Center reporting that 41% of over-65s now use Facebook on a regular basis (Smith and Anderson, 2018). 

Over 71% of individuals in 2020 obtained at least part of their news input from social media platforms, up 3% from 2018. These platforms have now emerged as a crucial news source for those using the internet (Hutchinson, 2021). With news at peoples fingertips it great for more people to become informed and involved in global and local issues, however the news that is shared is not always correct. Internet misinformation is a widespread issue. Fake news is defined by Michael Chan (2022) as “a specific type of disinformation that is false with the intent to deceive audiences while mimicking real news” (Chan, 2022).

 By no means is Fake News a recent phenomenon. Nevertheless, since social media is so pervasive and linked, false news may spread quickly and on a large scale. Online misinformation dramatically increases during periods of political, economic, and social unrest. This furthers the fragmentation of public discourse, undermines public confidence, incites violence and hatred towards specific groups (UNDP in Europe and Central Asia, n.d.).

For Example, in August 2022 there was an unauthorised protest in Leicestershire. Police have arrived and have tried to disperse the crowd of protesters however, a video was taken and doctored, within a short time news was travelling stating that the police were supporting these protests. The fake news had been used to incite and encourage persons to come to Leicester to start and incite deliberate violence (Patel, 2022). 

In order to inform, educate, and impact the behaviours of individuals in their communities as well as those interested in or affected by local police, South Wales Police is present on a number of digital platforms. On those platforms there is a mass of information on persons and possible information that would give intelligence to officers about persons and illegal activity. National guidelines support the use of social media solely for engagement and interaction. Communications teams shouldn't utilize social media for intelligence collection. Furthermore, ‘social listening' for police enforcement organizations is expressly forbidden under Twitter's own rules.

One of the sectors in policing that are the main users of police social media are police community policing teams. Community policing techniques aim to promote communication between police and the general public. Community policing aims to inspire residents to accept individual and collective responsibility for crime control at the local level in the interests of enhancing legitimacy and reducing crime. It also combines policing with community concerns (Greene and Mastrofski, 1991). Around half of the 2,000 official police Twitter accounts that are now active in the UK are believed to be community policing accounts. Facebook postings that mainly entail "networking"—posts about police officers that aim to build rapport and trust with the public—receive more "likes" than those that disseminate information or ask for assistance from the public (Williams et al., 2018).

With community engagement previously spreading by word of mouth, through newspapers and flyers posted through doors many people were unaware of what the police were doing in their community. Due to so many individuals using social media on a daily basis it is very easy for police to show their efforts within the community and raise awareness of their community outreach days to get more individuals involved. This also makes the community more responsive to the police and gives them a sense of involvement within fighting crime in their area.

As previously mentioned, police organisations can use social media to ask for assistance. In relation to my time as a police officer I have had to ask for images of missing persons to be uploaded to social media due to the fact that they were at a high risk of danger. There are many advantages to putting these appeals onto social media, they can reach far across the internet and can have instant engagement with a community (College of Policing, n.d.). This could then prompt a sighting of the missing person where progress on a case can be made to find the missing person. However, as a police officer I also had to think of the disadvantages to posting an image of a person on a large platform and the risks this could pose. By repeating appeals this can enhance vulnerability and could also generate negative comments from the public, if the missing person possibly views this it could cause them to become an even bigger risk (College of Policing, n.d.). While deliberating whether I should ask for an image to be uploaded and a request made on social media there are a number of things to consider as well as South Wales Police policy.

For appeals made by South Wales police officers should consider each element of MEDIA as guidance in achieving effective, balanced circulations. The first part of the guidance stands for the missing individual’s privacy, consider the amount of information that is being shared and the necessity for it. For example, is it necessary for an individual’s full name to be used. The second part covers extent and effectiveness, on the merits of each case, an officer must take into account the realistic chances of public help; does the possibility of success outweigh any possible unfavourable media coverage? The third part of the guidance id dwelling, carefully assess the potential danger that disclosing places or localities where vulnerability and exploitation are evident may present. Next is Individual vulnerabilities and information, this part of the guidance advises that officers should avoid disclosing specific vulnerabilities or information, if information such as the possibility of exploitation, criminal proceedings, or illness it can increase the potential of risk coming to the missing persons. Lastly, agreement for publicity, if the case involves a child or young person, you must obtain parental, guardian, or social services consent before making it public online or otherwise. Utilize current pictures that are clear and have good likeness. It is becoming more common for permission to be obtained from a parent or social services as a report issued by the National Crime Agency by the UK Missing Persons Unit reported that In England and Wales between 2019 and 2020, minors accounted for 61% (198,943) of all missing-person instances, while adults only accounted for 38.7% (126,228) (NCA, 2020). 

After considering MEDIA and discussing it with my supervisor we agreed that an image of the missing person needed to be put onto social media as the risk to the person being missing outweighed the possible risks of putting the image online. After the image had been put online there were a number of tips given to the force on sightings and information in the person. This led to officers in a different force finding the missing person at an address that we were not aware of, others at the address had seen the post online and had no idea that the person was actually missing and had called the police.

Social media is not only used for as a way for the police to reach out to the community, but also a two way communication system. Information about crimes and suspects, as well as complaints against the police, may also be efficiently obtained from persons (Lev-on and Yavetz, 2020). Although the internet can seem like a blessing for forces trying to engage with their communities it can also be extremely detrimental. For instance, the New York Police Department (NYPD) requested that users to share pictures of police officers engaging with the public using the hashtag #myNYDP. Soon after, photos of police officers using excessive force against civilians flooded social media under the hashtag. The case received a lot of press coverage and subsequently managed to accomplish its opposite goal by harming the NYPD's public image (Jackson and Foucault Welles, 2015).

If someone is concerned about possible repercussions if they are seen communicating with a traditional police officer, social media can offer considerable safety and give them a veil to interact with officers. Having a remote method of communicating with officers enables persons who are concerned about retaliation to report crimes or advise officers about problems in the community. Some users of social media use ‘Handles’ to stay anonymous. Simon Dwight Keller defines a handle as “a public username that is attached to the person or organization that owns a social media account” (Keller, 2021). Many users and groups find anonymity to be a lifeline. By freely discussing and dealing with difficult subjects in a secure environment, posting anonymously can help individuals safeguard themselves. It may enable individuals to report abuse and look for information. In the LGBTQIA+ community, for instance, social media users have highlighted the value of online anonymity as a method to engage in sexuality-related conversations without running the danger of harassment or danger both online and off (Dyer, 2021). Anonymity can be detrimental as well. People may occasionally express themselves inappropriately while they are anonymous. In a limited number of instances, anonymity can inspire people to engage in actions that, regrettably, have a disproportionately large negative impact on other people. Some individuals take advantage of the anonymity it affords them to be nasty, disrespectful, or even harass others.

Police agencies should make excellent use of social media to interact with and gather information from the public. However, agencies must effectively shut down fake news in order to prevent such outrage and events, but they must also be aware that it is always present and in recent years has become more prominent with persons being unable to tell what is real and what is not. The use of social media by police agencies to request assistance from the public is a rapid and effective method to advance investigations involving missing individuals and wanted suspects since the information that the public provides may be used right away to help police. However, information provided to the public should not put the individual at risk of harm and this method should only be used on a case-by-case basis as it is not a one size fits all method. 
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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.
 
[bookmark: _Hlk130755235]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:


In this essay, I will evaluate my flexibility in leadership style and analyse leadership strategies that I have developed to manage a range of different operational situations. I will consider the leadership models commonly used in policing.


The Police Leadership Qualities Framework  (PLQF)  document ‘Leading  for  Those  We  Serve’  states :

“Leadership is not confined to supervisory or managerial ranks ... simply to wear the uniform is to make public a declaration to lead” (Centrex,  2006).

In policing, leadership is essential for two clear yet important reasons. The first is the character of our social leadership. Being public servants, the main aims of the police have always been to defend the law, prevent and identify crime, and assist people who need it. These are significant duties that demand the police officers who carry them out to act with the utmost moral character. The people they lead deserve nothing less, which is the second reason why everyone officer must work to be the best leader they can be. Officers have a responsibility to uphold the highest standards and provide the finest calibre of policing service to the communities they serve (Coliandris and Rogers, 2008).

Chemers (2001) defines leadership as:
“a process of social influence through which an individual enlists and mobilizes the aid of others in the attainment of a collective goal” (Chemers, 2001, p. 376)

The PLQF states that there are 5 levels of leadership. Leading by example, leading others, leading teams, leading units and leading organisations (Centrex, 2006). In my role as a PC, I only use the first two levels as I am not in a super visors position.

The first level of leadership known as "leading by example" involves modelling the conduct you want your team members to exhibit. When you lead by example, you actively show quality rather than merely encouraging team members to strive for it. The difference between stating, "You can do this," and saying, "We can accomplish this together," is leadership by example. Although the former provides excellent support and encouragement, the latter fosters cohesiveness, closeness, and respect (Martins, 2022). 

As a response officer I use this leadership style daily. Due to a large uptake of new officers, I am one of the most senior members of my team and I am looked upon to set an example for them. At a recent incident there were a number of persons at an address they were extremely aggressive and abusive towards my colleagues and me. However, in this moment I had to stay professional and lead by example staying calm and diffusing the situation by using the correct language instead of escalating the situation by matching the persons aggression. This is the behaviour that I would expect from other officers as I have learnt this from more senior officers who have been leading by example. Due to the male causing issues we have removed him from the property to prevent a breach of the peace.

Leading by example can boost team confidence and commitment. The individuals you work with actively observe language and actions, leading by example can build a culture of accountability. However, inconsistency between your actions and words might make others frustrated and lose confidence in you (Yaffe and Kark, 2011). 

The second level of leadership is leading others. The emphasis on performance is on accepting accountability for one's leadership of others as well as oneself. It involves influencing other people and upholding and overseeing norms (Centrex,  2006). When I am with an officer on my team who has just come out of tutorship, I find it easy to take the lead not just with my actions and language that leading by example uses but also by taking accountability for their actions. I will always provide advice on what I would do in a situation and discuss this with them as a way of influencing them to make the right decision. This is also a form of Participative leadership.

Joint decision-making, or at the very least shared influence in decision-making, between a superior and his or her staff is known as participatory leadership (Koopman & Wierdsma, 1998). This movement reflects the widely shared belief that participative management has an overwhelming advantage over the contrasting style of directive leadership in organizational and team effectiveness. Participatory leaders are required to inspire their teams to take on new chances and challenges as well as to learn and grow through knowledge exchange (Druskut & Weeler, 2003). In a study conducted by Cruz, Henningsen and Smith (1999) on directive Teams with highly directive leaders demonstrated the highest levels of in-role performance,  whereas participative leadership enhanced team innovation and team attitudes (De Dreu and West, 2001). A task-oriented leadership style known as directive leadership involves the leader actively participating in the formulation of specific goals and ensuring that they are met by the team. When staff members are faced with complex situations, this can be the most effective (Staff, 2022).

In my role, as the situation changes, I see my leadership style change. For example, the male that was removed from the property previously returned on the same night and again was causing issues at the same address. On our way to the incident, I discussed this with my colleague, we ran through a range of options, as policing does not always have one main outcome there are a range of outcomes at our disposal. I first used participation leadership to get some ideas of what my colleague was thinking and to speak freely to allow him to feel part of the team and the process and to build a strategy, I was putting my colleagues needs first as they need to learn how we as officers come up with strategies. Whilst using the participative leadership model I was also integrating servant leadership. 

In order to empower individuals to grow towards their true ability some leaders use the servant leadership method. These leaders put their employees' needs first and are committed to motivating and promoting the growth of their colleagues. Serving others rather than imposing their will, displaying humility rather than displaying their power, and continuously seeking to improve the growth of their employees in ways that foster potential, creativity, and a sense of mission. When followers' growth and well-being are valued, their engagement and productivity at work also increase. (Eva et al., 2019).

Once me colleague and I attended the incident location we found that the male had left the property. After speaking with the victims, they advised that the male had not actually done anything except shout and bang on the door however the persons had not left him in. They advised they did not want to take any action as the male had now left the property and they did not believe that he would come back again and that he was just intoxicated. After leaving the property my colleague and I discussed the incident so I could get their point of view on the incident. I allowed them to give their opinion on the matter and discussed what strategy we could use. At this time, I believed due to the male being intoxicated and only leaving the property as he knew police were coming that he would most likely return. My colleague and I formed the opinion that we should wait in the area to see if he returned as there were no outstanding calls for us to attend. Due to the males warning markers and prior knowledge I have asked for other officers on my team to make their way. 

I have then spoken to my sergeant about the matter but due to them also being at a separate call and busy they have been unable to advise fully. The PLQF comments that a substantial portion of police work cannot be directly supervised due to its unique qualities. Police officers and those engaged in broader policing activities must use independent judgement and initiative as part of their line of work. The police officer retains the legal position as an independent officer of the law, independently liable and accountable for his or her conduct, even when working as part of a team (Centrex, 2006).

A brief time later other officers have attended the area. The officers who have attended were officers with less service than I. I have discussed our strategy with them and again used the participative leadership model. About 20 minutes later we have received a further call stating the male was back at the property but had now managed to get inside. We have then made our way to the address, due to the male now being in the property circumstances had changed and our strategy would need to change. I took on a more authoritative leadership model at this time advising that if an offence had taken place then the male would be arrested, however again on our arrival the male was not at the address but, he had assaulted persons inside the address who wanted to make a formal complaint, due to the male being an  ex-partner of the person inside this had now become a domestic incident. At this time, I switched leadership methods to the Laissez-Faire Leadership method and the direct method.

Laissez-faire leadership, also known as delegative leadership, is a less controlling style in which a leader assigns specific team members to take on specific duties and objectives. Because it gives the team more authority and control, delegation is regarded as being less invasive (Yang, 2015). Leaders must have faith in the abilities of their colleagues in order to delegate effectively. A leader and their team must have complete trust for delegation to be successful and sustained. Delegative leadership is mostly hands-off. Delegative leaders refrain from micromanaging work and let team members use their discretion to decide on the best course of action (Western Governors University, 2020).

I have advised my colleague as they have been disclosed the information in relation to the assault, they will now need to take a statement if the victim is willing to provide one. Due to male possibly still being in the area and walking the streets I have asked my other colleague to doo an area search for the male to see if he could be detained at that time. I advised my colleagues of the disclosure the victim had made and advised that as per South Wales police policy on taking positive action in relation to incidents the male would need to be arrested if he was found I advised that if they could not find the male in the streets then to let me know and we would look to attend his address as a collective. After a brief time, the male could not be found. My colleagues and I have then formed a strategy to attend the address. My newer colleagues wanted to go into the address first and arrest the male as they had first disclosure of the assault from the victim. Due to this I have continued to use the laissez-faire method and advise my other colleagues what would be happening and what their roles would be. The incident ended with the male being arrested and the victim safeguarded from them.

From this incident I have learned that a single leadership method is not enough to deal with an incident in policing due to the complexity of calls we attend. In some cases, the best method is a combination of them. As police officers we are always leaders, whether to the community or our colleagues and we need to stay accountable for our actions when dealing with everyone. We should always strive for organisational and team effectiveness and consistently promote growth within our colleagues, without this there can be no room for innovation within police forces and they would not grow with the times.
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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:

In this essay I will look to reflect upon my three-year probation. I will discuss how I have benefitted from mentoring and coaching by my colleagues and other members of the police force and how it has helped me meet personal and professional goals. I will consider relevant coaching and mentoring theories. 

Throughout my three year I have been coached by a number of different colleagues through different departments to help me meet my personal and professional goals and has aided me in my development to become the police officer I am today and the police officer I will be once I finish my probation. 

Whitmore (1992) defined coaching as the process of maximising an individual's performance through unleashing their full potential. Coaching, according to Du Toit and Reissner (2012), is the capacity to enhance and increase the individuals understanding and empathy towards themselves as well as others. Coaching is a method that facilitates learning and growth with the goal of raising performance in a particular professional field.

Being a mentor or helping to enable and support the development of another person, is referred to as mentoring. According to Cullingford (2006), mentoring has remained a key technique for enhancing staff growth and leadership abilities. Hence, mentoring is a dynamic relationship that fosters creativity, professional development, and proficiency in problem-solving methods. As a result, mentoring encourages career guidance and role modelling, both of which have a big impact on an employee's development. According to Scandura, Gavin, and Williams (2009), mentoring connections have a major impact on a person's career development and advancement, and both the mentor and the mentee gain from them.

There are many ways that mentoring and coaching are alike and different. Whereas mentoring deals with organisational, professional, or personal transitions, coaching deals with performance issues and specific challenges. Mentoring addresses a person's long-term professional development, while coaching focuses on the short term (Kamarudin et al., 2020). 

Where coaching on joining South Wales police the first 6 months of my time at the organisation was spent in a classroom environment being taught about the fundamentals of policing. During this time our trainers who acted as coaches were there to give us the knowledge, we needed to start our policing career and to ensure that we passed our exams. We also attended practical assessments where our coaches would walk us through fake incidents that we might attend for us to build confidence for when we did find ourselves in real life incidents. We were given feedback on our performances and given constructive criticism on how to navigate incidents in professional and appropriate ways.

After finishing our first 6 months we were then sent to our teams on response. This was where we would be a front-line officer finally interacting with the public. When first joining I was given a tutor on my team. This was the person that I spent my first ten weeks with and learnt from. A tutor offers 1:1 instruction, and direction in addition to enabling work-based learning, development, and assessment. This could be done full-time or in addition to other responsibilities at the organisation. Work-based learning opportunities can be planned for and made possible by tutors in a systematic manner, most frequently through the use of coaching, feedback, and assessment techniques. During this time, I was able to build on the knowledge I gained from training school. 

The coaching method that most relates to this point of my probation is the GROW model. The GROW model is a goal- and problem-focused model that aids in achieving objectives. The model has four stages, each of which calls for the coach to engage the individual’s attention. To help people develop and realise their potential, each of the four distinct stages was represented by a straightforward question or a group of related questions (Whitmore, 1992). 

The first part of the method is Goals. My tutor and I set out a list of goals I wanted to achieve in my tutorship. These goals were to make arrests and try to attend a range of different incidents that would expose me to policing, I also wanted to be able to write up police reports in a competent manor as it was something that I was not really exposed to in training. The second part of the method is reality, were the main obstacles stopping me from achieving my goals? Due to some calls taking an extended period of time I was unable to attend a large range of incidents, I also felt like I lacked confidence with the public, and this stopped me from being able to feel confident discussing incident from the public. The third part of the model is options, my tutor and I came up with a list of strategies that I could use to become more confident, we discussed shadowing and also going on patrol with other officers to see a range of policing styles. The also stated that they would take a step back at calls which would prompt me to take control of the incident. Last step of the model is will, we decided when I was going to take control of certain situations and when I would shadow, we also decided when I would go out with other officers. By following this model, I was able to grow my confidence and achieve my goals while I was in my tutorship. 

Once I finished my tutorship, I then moved onto my independent patrol phase. I was still supported by my supervisor; however, I did not have a tutor at this time. In this phase I was being mentored by a number of senior officers on my team and would go out with different officers each shift. This is known as peer mentoring.

Peer mentoring is an organized one-on-one association between workers at the same or a similar role in an organization. It entails a more senior employee encouraging a less experienced worker while teaching them new knowledge and abilities.  Peer mentoring has two dual purposes. On the one hand, sharing job-related knowledge, passing along both technical knowledge and job-relevant abilities while also providing emotional support. Sometimes it can be hard to discuss issues with supervisors so peer mentoring can provide a way to discuss issues with someone you trust (Verlinden, 2020). 

During my independent stage I was able to see a different side of policing. I would attend calls on my own and was prompted to contact my colleagues if I had any questions. My sergeant was also incredibly supportive ensuring that my wellbeing was always at the forefront and ensured that I was happy in my role. We also discussed my goals for my career in the force and I was asked if there was anything I wanted to specialise in, at that time there wasn’t but when I was, I could come back and discuss a route to that role. 

On passing my first year of tutorship I was advised that I had to undertake attachments in different specialised department, these departments were, the investigation hub, Criminal investigations Department (CID) and the intelligence department. My first attachment was in the intelligence department, this attachment came under the flash mentoring model. Flash mentoring, as the name implies, entails brief one-time mentoring sessions designed to teach a crucial concept or ability. Flash mentoring is helpful in fostering significant knowledge exchange without placing undue emphasis on forming a long-term connection. To maximise the session and reach more employees, it can also be utilised in conjunction with other forms of mentoring, such as group mentoring (United States Office of Personnel Management, n.d.). During this attachment I was shown how to correctly fill in and submit intelligence forms for a day. Once I gained this information, I was then able to take this information back to my colleagues to advise them and give them the knowledge they needed to submit these forms as a lot of them were being declined. 

My second attachment was in the investigation’s hub, I was at the investigation’s hub for a month. It was here that I was coached to fulfil my goal of learning how to put a case file together for the criminal justice system. On attending the hub, I met my coach who I was going to be with for the next month. They had worked in the investigation hub for several years and had extensive knowledge on investigations and case files.  While at the hub I discussed the goals I wanted to achieve whilst there and we followed the WOOP coaching model. 

WOOP is an evidence-based approach that assists in introducing goal setting to learners while guiding them as they investigate potential limitations and challenges. (Oettingen, n.d.) The first part of the model is wish, we had already established that my goal was to be competent in file building and that when I sent my first file off and I t was accepted that would be when I hit the second part of the model which is outcome. The outcome is when the wish is obtained. The third part of the model is obstacles, what obstacles were in my way? One obstacle was that I had never put together a case file previously and I had no idea what documents I needed to provide to the CPS or even how to fill them in, neither did I have access to specific applications I needed. This led my coach to come up with a plan, which is the last part of the model. We made a plan to work through a casefile together so I could see how to properly complete one, we would also send emails out to specific individuals to help me gain access to all the applications needed. By the end of my coaching, I had completed a number of case files and was able to take valuable information back to my team.

My last attachment involved me attending CID for two weeks. While on CID I was mentored by a number of those on the team. My goal while on this attachment was to see what type of crime they actually dealt with and what they needed from response officers at the start of an investigation to enable them to continue with it. At the time I was on CID there were not a lot of new incidents they were dealing with. Due to this I was able to ask a number of questions and gain information on golden hour requirements of response officers. I was able to attend a number of sudden deaths with them and discuss what specifics they look for.


Since my attachments I have been able to give my colleagues a more up to date knowledge on specific areas of policing this helps as it has allowed me to become more integrated with the team and become a more well-rounded officer. Since coming into my third year of my probation I am more knowledgeable and more confident than ever before. My mentoring and coaching throughout my three years have been extremely fulfilling and has shaped my attitudes towards policing the public, it has also shown me that most individuals in the organisation are there to offer help whenever it is needed. I now feel like I am in the mentor role for the newer officers coming onto the team as I can share my experiences and my attitudes in a policing context.
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