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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:

The College of Policing (CoP) is an independently led organisation that was founded in 2012. It operates as part of the Home Office, which seeks to professionalise the way in which policing is carried out in the 43 forces in England and Wales (College of Policing, 2021a). “They also have a remit to set standards for the police service on training, development, skills and qualifications” (Police Federation). CoP essentially quality assure the work carried out by police services across England and Wales to ensure that the service provided is consistent and continually developing which results in a better service for the public (College of Policing, 2021a). 

The Code of Ethics was established in 2014 by the college of policing to define the standards of behaviour for those working in policing (College of Policing, 2014). Within policing, police officers must follow the code of ethics when carrying out their duties. The code of ethics details the standards of professional behaviour expected from all officers and staff working in police services in the UK. Standards include honesty and integrity, authority, respect and courtesy and equality and diversity. Within the code of ethics, the College of Policing lays out a model for all police officers and staff to assist when making decisions in the workplace. This model is called the National Decision Model (NDM), which can be broken down into five components: gather information and intelligence, assess the threat and risk and develop a working strategy, consider power and policies, identify options and contingencies, take action and review what happened (College of Policing, 2014).

The National Police Chiefs Council, NPCC, (2016), set out a plan for policing in the UK over a ten-year period which is a report referred to as ‘Policing Vision 2025’. This vision sets out the future for policing withing England and Wales and has five main priorities. NPCC aim to have more multi agency teams to provide early help and resolve problems that cause anti-social behaviour and crime, which will then result in reducing the demand on public services. They aim to make police services more representative of the communities that they serve and provide their workforce with skills and powers to meet the requirements needed. The main priority of the NPCC policing vision is for policing to be accountable and responsible to the public, through all levels through the police chiefs’ council. “‘By 2025 policing will be a profession with a more representative workforce that will align the right skills, powers and experience to meet challenging requirements’ (NPCC, 2016). 

In June 2020, I joined South Wales Police as a police officer under the Police Constable Degree Apprenticeship (PCDA) scheme. The PCDA scheme is a three-year programme, where newly recruited police officers will complete a degree in professional policing practice alongside their new role as a police officer. This degree enables the new officer “to receive practical on-the-job learning alongside academic theory and knowledge while earning a wage” (College of Policing, 2020).  

Whilst on duty my colleague and I received a request over our police radios for urgent attendance at an address. The incident was graded 1 which is a high priority and immediate response call. On shift on that day, I was the only trained blue light driver, this is when police officers are permitted to drive over the speed limit with blue lights illuminated and sirens. On the way to the call, I asked my colleague to check for any warning markers placed on the address and the occupants. As neither of us had been to this property before we had not dealt with the occupants so were unaware of any potential risks. My colleague informed me that warning markers existed for a male living at the property for violence and weapons.

Upon our arrival, we saw what appeared to be blood on the open front door of the property. My colleague and I referred to the NDM before making our decision to enter the property. Prior to entering the property, we activated our police issue body worn cameras. These cameras are small visible cameras that capture audio and visual evidence of situations that officers may be in. The camera provides an unbiased and independent view (Metropolitan Police, 2021).

My colleague and I discussed our options, considered the threat, risk and harm at the time, considered powers and policies, before settling on the plan to enter the property together, with our conducted energy devices (CED), commonly known as ‘Tasers’ (NPCC, n.d.) and carry out a search of the property. My colleague and I did this as we were unaware of any threat that was posed to us inside the property, however, we had a duty to carry out this search under Section 17 of the Police and Criminal Evidence Act (PACE) 1984 (HM Government, 2012).  

Under section 17, a search of a property can be carried out to save life or limb of the occupants. We searched the property, finding a female located in the bathroom. The female was bleeding from the head, holding a towel on the wound to reduce the bleeding. I approached the female and asked her if she was ok. I could tell by her facial expression that she was afraid. I attempted to reassure her in a calm manner that she was safe and informed her that we would try to locate the offender who assaulted her. When she responded her English was broken, at this point I realised I needed to use more clear and concise language that would be easier for her to understand. The female did not understand at first what I was trying to explain. Therefore, by utilising nonverbal communication this helped a great deal in providing the female with information on why we were there, what we were doing and what to expect. I tried to convey that she was now safe and that we were there to help her.

I utilised the first aid training I had received to assist the female, while my colleague called for an ambulance from the scene. I applied pressure to the wound and ensured the female remained conscious. While we waited for the ambulance, my colleague and I tried to ask the female what had happened to try and take a brief statement to gain an understanding of the event. The female informed us that her former partner had arrived unannounced and threatened her with violence. She tried to hide in the upstairs bathroom, but he broke through the door and assaulted her. As we waited for the ambulance to arrive, I informed other officers over my police radio that the former partner was now a suspect, provided them with his name, local system ID number and a description of his clothing. When the paramedics arrived, they took over the medical treatment and were going to take the female to the nearest hospital. Whilst the paramedics were conveying her from the house to the ambulance, I reiterated to the female she was safe and informed her that we would need to speak to her again at a later date to get a statement. The female was now calm and appeared to be relieved. She thanked us for our help and was taken to hospital. 

After this, my colleague and I photographed the scene, including the blood splatters on the front door of the property. I also spoke to neighbours and made CCTV enquiries. These enquiries form part of the ‘Golden Hour’, initial enquires that I had been taught as a student officer. The Golden Hour is a period of time after an offence has been committed that material is available to police in high volumes (College of Policing, 2021c). These initial enquiries are important in policing to help build the case file for the offence/s. 

As my colleague and I left the scene, we were informed that the information and description of the suspect I passed over the radio had led to the arrest of the former partner by a colleague who had come across the suspect in their vehicle parked by the side of a main road. Following the arrest, I was able to update the victim, putting in place safeguarding measures for the victim, such as a Public Protection Notification (PPN) form. A PPN is a way in which officers can share safeguarding concerns to other departments and agencies when they have been identified (South Wales Police, 2021).

My approach to this situation and subsequent care and assistance given to the victim is regarded as a standard approach to an incident. By taking a standard approach, taught by the CoP as ‘THRIVE’, officers can mitigate vulnerability. THRIVE stands for threat, harm, risk, investigation, vulnerability, and engagement, these guidelines assist officers in identifying and recognising when harm exists for a person (College of Policing, 2021b). THRIVE is a great mnemonic which I always consider when attending any incident. 

A lesson that I was taught during training was to reflect upon every incident in order to learn and improve as a police officer. In this instance, we achieved our goal of reacting appropriately to a serious call, which was a serious injury for a member of the public. By attending quickly and immediately assisting the injured, dealing with her in a calm and welcoming manner, we were able to reassure the injured female, make her feel safe and show a presence in the community. By communicating clearly and concisely, I was able to inform other officers over the radio that lead to the arrest of the suspect. During my tutorship period, I was taught the importance of clear communication over the radio, which was used effectively to inform other officers that day.

NPCC (2018) describe the ‘Workforce transformation 2018’ as “the police service establishing, achieving and maintaining standards of professional education, training and performance, enabling our workforce both to do their job better and gain formal professional recognition for doing so.” I believe this has been achieved by myself and my colleagues as we are all continually learning and maintain our skills/training; and for myself, personally, I have been able to complete the PCDA degree, which will provide me with professional education.   

During my time as a probationary police officer, my confidence has grown as I have attended a variety of incidents. Each incident attended I reflect on, utilising the Gibbs’ Reflective Cycle (University of Edinburgh, 2020). The reflective cycle has six components: description, feelings, evaluation, analysis, conclusion and action plan. I reflect upon the call and consider all aspects of the incident in order to develop myself and prepare for future incidents that I attend. When possible, I have attended South Wales police training courses, these have included: ‘taser’, ‘Stinger’, ‘blue light driving’ and ‘evidential drug identification test’ (EDIT). Although these courses were not mandatory, I wanted to attend them to develop my skills as a police officer. These courses have helped to increase my confidence in my role, and I believe have made me a more valuable member of my team. Going forward, I have volunteered for the tutor course and the ‘chemical, biological, radiological or nuclear’ (CBRN) course, to continually improve my skillset. Although I have grown and developed over the last two years as a police officer, I understand that there is still a lot to learn, as policing in modern day Britain is an everchanging environment. As I continue in my police career, I will keep in mind the role that the CoP has and the continual training that I must complete in order to be such as the NDM that is available to me.
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Task 2

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


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

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


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




ANSWER:

"Social media commonly refers to the use of electronic devices to create, share or exchange information, ideas, images and videos with others via virtual communities and networks” (Crown Prosecution Service, 2022).

Social media has many positive aspects when applied to policing, such as: offering the police ways to connect and engage with the public and to distribute information quickly and easily (The Police Foundation, 2014). On the other hand, some negativity surrounds the use of social media platforms by police services. For example, the possibility exists for any social media account to be hacked. Bell (2022) states that any rude or malicious posts carried out by hackers can be seen by all and can spread quickly. Dixon (2021) found that as of February 2022, there were 57.6 million active social media users in the UK which converts into a penetration rate of 84.3% of the UK population. With almost 85% of the United Kingdom using social media platforms, utilising it in policing is a great opportunity to share various information with members of the public and reach an enormous audience at the click of a button.

Gloucestershire Constabulary (2017) have created social media accounts in order to engage and communicate with their communities. Like Gloucestershire Constabulary, South Wales Police (SWP) share a wide variety of ‘posts’ on its social media platforms. The social media posts will usually include information relating to policing matters for example the results of warrants that have taken place, any operations that are currently running and wanting to raise awareness of them, missing persons, court proceedings, crimes that have been committed and even CCTV footage of a recent crime are shared to identify offenders. However, not all posts on various social media platforms are police or crime oriented. There is an array of content, with some posts sharing photographs of police dogs and horses during their time away from work and even posts about the ways in which South Wales police celebrate public holidays, such as Christmas and Eid. By not posting exclusively ‘authority’ posts, South Wales police can demonstrate its ability to remain in touch with the public and spread joyous and more jovial messages to the communities it serves. This can help with demonstrating that the police are not entirely serious and can be easy going at times.  

South Wales police utilise numerous social media platforms. Some examples include Facebook, Twitter, Instagram and TikTok. By using several platforms, SWP can reach a wider audience and spread messages quickly to all its followers on the platforms that they have. “Users aged 25 to 34 years old made up the largest audience of Facebook in the United Kingdom in September 2022, accounting for 24.5 percent of all users. Overall, Facebook users aged 35 to 44 were the platforms second largest demographic in the UK, followed by those aged 18 to 24” (Statista, 2021b). To reach other age groups that use social media, TikTok has been utilised to target younger audiences. In 2020, a quarter of persons using TikTok in the UK were ages 15-25 (Statista, 2021a). South Wales police recently won an award for Best Social Media Account at the Comms2Point0 UnAwards 2022 which they shared on their TikTok account (SWPolice, 2022).

The positive aspects of social media include assisting with community engagement, demonstrating the human side of policing and becomes a source of criminal information (Government Technology, n.d.). With these positive aspects, South Wales police use social media to their advantage to engage with the many that follow them to convey various messages to members of the public. 

Social media can play a vital role in locating suspects of crimes. An example is for an incident I attended where a female was victim of serious assault from her ex-partner. My colleague and I decided that I would see to the female and they would speak to the members of the public who had witnessed the assault to get a description of the suspect, the clothes they were wearing and any information that can help in locating them. The female was seriously injured and as a result of the assault was unconscious when located at the scene. Whilst at the incident I assessed the threat, risk, harm and vulnerability of the female and the possibility that the ex-partner could return to the scene. In unpredictable circumstances like this, police officers and staff are taught decision-making models to use to assist in making accurate and adequate decisions. One model that is regularly utilised is the National Decision Making (NDM) model. The NDM can be applied to all incidents, whether they are spontaneous or planned operations; the NDM should be used by all in policing and is suitable for any decision that needs to be made (College of Policing, 2014). The NDM consists of six elements, which include: the code of ethics, gathering information and intelligence, assessing threat and risk, considering powers and policy, identifying potential options and contingencies, and taking action and reviewing what happened.

In this instance the clear priority was the safety of the female as she was unconscious and seriously injured; she needed to be seen by a medical professional imminently. My colleague called an ambulance from the scene; however, we were told that the wait for the next ambulance would take at least two hours due to the high demand on the NHS and lack of ambulances available. My colleague and I discussed the best course of action and we decided that it would be best if she was taken to hospital by a member of her family. At this point the female was conscious and agreed to allow her family to convey her to hospital. We lead the way to hospital in the police van with the female in the car behind, being cared for by her family members.

My colleague and I arrived at the hospital and explained to reception staff what had happened. We booked the female into the accident and emergency department, in company with several of her family members. Whilst waiting to be seen we spoke to the female and took down an initial disclosure statement. The female’s statement and the witness statements taken at the scene corroborated each other. The ex-partner assaulted the female without hesitation and then fled the scene. My colleague and I discussed the best approach to the situation with our supervisor via our police issue radios and it was decided that as a team we would all try to locate the male that had fled from the scene as a high priority suspect, as he was believed to have committed the assault.  

We had a name and description from the public and the female, and with this information the next course of action would be to check location systems prior to trying to locate the suspect, to review and become aware of any warning markers and flags to ensure we did not put ourselves in unnecessary danger. As a team, my colleagues and I attended all known addresses linked to the male, as well as the known addresses of his closest associates and family. Every address that we attended was unsuccessful in locating the male. Due of this, the search was extended to other areas of the BCU (Basic Command Unit) and additionally asked for assistance from specialist department, Roads Policing Unit (RPU) within South Wales police. All information known about the suspect was shared with those assisting to help locate the suspect, information such as their vehicle, addresses and description of what they were wearing. Unfortunately, despite the efforts of many departments, the male could not be located. Therefore, the responsibility of locating the wanted male was passed onto the oncoming shift to continue the search. Following days of searching for the male by officers, it was decided by the patrol inspector to utilise social media to assist with locating his whereabouts. By using the latest police custody photograph to help identity the male and a brief explanation as to why he was wanted, South Wales Police posted the image and description on their Facebook account. This use of social media platforms to help identify and locate wanted individuals has been proven positive in the past.

The post on South Wales Police’s Facebook account generated a great deal of activity and interest from the followers and subscribers to the account. The post had many comments and shares and as a result of the post within two days, the male had been located and arrested. The result of utilising social media and locating the male was positive for the female victim and the public. With the arrest of the suspect, the injured female was updated, and support offered to her for example, Women’s Aid who provide support and advice to women that have suffered from domestic abuse (Women’s Aid, n.d.).

Following the use of social media platforms to identify and locate the wanted male, it can be said that the posts were a success, as ultimately the male was located, arrested and brought to justice. The use of social media was proven to be a useful and cost-effective tool in assisting in rallying members of the public to support in locating the wanted male. Those who may know the male may come forward and provide information of their location, or those who may not know them but may have seen the photo on the Facebook post and may identify them when they are going about their day and then report it to the police. Therefore, in this incident, the use of social media played an integral part in identifying the suspect. 

Although there are many positive outcomes of utilising social media, there are also some negative aspects to police services trusting social media platforms as a way of assisting with police work. One drawback is the possibility of accounts being hacked. If this were to happen it may alter the public’s opinion of the police. However, with the correct firewalls, password security and secure questions to log into the accounts, it is unlikely this would happen, however it is still a possibility. Another drawback is that many social media platforms have an option to leave comments below the original post. This allows members of the public to leave inappropriate or distracting comments however police services can turn off comments on their posts that they share if required.

In conclusion, the use of social media by police services is a positive use of police resources. Despite there being some negative aspects, the use of social media is a great tool for modern policing as it helps to break down the barrier between police and members of the public. Engaging with the public is crucial to build confidence and trust. By utilising social media, it enables police to build relationships, gather information and intelligence and also create better engagement (The Police Foundation, 2014). 
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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.
 
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:

Cummings (2014) defines leadership as “the position, capacity or ability to lead, guide or direct”. There are several styles of leadership, as described by Toftdahl (2020) which include autocratic, authoritative, pace-setting, democratic, coaching, affiliative and laissez-faire styles of leadership. Doyle (2021) breaks down some of these leadership styles: autocratic leaders establish clear goals and instruct team members on how to achieve them. Pace-setting leaders are typically highly energetic, leading their team by example. Transformational leadership is objective setting whilst leading a team. Coaching leaders are similar to transformational leaders but shift the focus to the long-term potential of team members. Laissez-faire leaders provide little guidance to employees, allowing team members to solve problems using their own methods. However, Fritzvold (2019) details three leadership styles in policing: authoritative, transactional and transformational. These leadership styles differ and can be alternated depending on the police officer and situation in which they find themselves.

During a shift, three of my colleagues and I attended an incident where a male had been assaulted by a male and female couple with weapons. When we arrived at the scene the two suspects had fled, and the injured male was waiting for an ambulance. Two of my colleagues searched the area for suspects matching the description and for any weapons that may have been used whilst I took a brief statement from the injured male and reported this back to my sergeant. The injured male was then taken to hospital for treatment. Shortly after speaking to my sergeant, my two colleagues called over the radio to inform us that they had located the suspects in a nearby park trying to hide out. Whilst they arrested the suspects and conveyed them to custody, the patrol inspector requested that two of us would need to undertake a Section 18 search of a premises. The suspects were partners residing at one address so only one address needed to be searched. Section 18 of the Police and Criminal Evidence Act of 1984 is “to enter and search the premises occupied or controlled by a suspect who has been arrested for an indictable offence. There must be reasonable grounds for suspecting that there is evidence relating to that offence, or to another connected or similar indictable offence, on the premises. To seize and retain anything for which the officer may search. This search must be authorised in writing by an officer of inspector rank or above” (College of Policing, 2013).

My colleague and I returned to the station to collect the section 18 search books which had been signed by the inspector. Whilst driving my and colleague I to the address we needed to search, I asked my him how he felt about conducting the search and the subsequent interviews we may need to carry out. My colleague told me that despite completing the tutorship period and being declared independent, he was unsure of how to carry out the premises search as he had only conducted a few searches before and was feeling very nervous about the potential interviews we may need to conduct. 

Keeping this in mind, I knew that I would have to take lead of the situation and ensure that the search was carried out thoroughly and accurately – ensuring that the search was conducted in line with legislation and policy. In this situation, I chose to lead by utilising the ‘coaching’ style to lead my colleague through the search. Toftdahl (2020) breaks down this leadership style as: “a coaching leader gives people a little direction to help them tap into their ability to achieve all that they're capable of”.

When we arrived at the premises, I took the lead in carrying out the search, however, I ensured that I did not leave my colleague, keeping in mind his lack of confidence in carrying out the task. I explained clearly that we were looking for any weapons within the property. If they were located, we would need to seize them and bag them using the correct evidence boxes for safety. We carried the search out together, searching each room together and discussing where we had search and if anything of note was located. Whilst carrying out the search I gave examples from previous experience of where things may be hidden in a home and places where one may not consider looking. I did this until the entire premises had been thoroughly searched. As a result of the search, we located no weapons, thus a negative result. We updated the search books required and communicated this back to our sergeant that there was a negative result. 

Throughout the search, I felt confident in my ability to conduct an effective search of the property. I was, however, very conscious of my colleague’s apparent lack of understanding of what was required in this type of search. Therefore, throughout the search, I constantly kept a watchful eye over my colleague, ensuring that I could be certain that the areas of the property search had been done thoroughly. I kept in mind that I did not want to appear to be micromanaging and constantly staring at my colleague during the search, however, I wanted to be sure that my colleague was able to search properly and as per policy and procedures. 

Following the premises search, my colleague and I drove to the police custody to interview the two individuals for the domestic related assault. My colleague told me that he was nervous about these, as he can be quite shy in certain situations, including speaking in front of people. Because of this, he found police interviews, which involve speaking to a suspect, a solicitor and possibly an appropriate adult or an interpreter, meant my colleague dreaded conducting interviews in custody.

With my colleague’s worries in mind, I lead the first interview. I told my colleague to observe the first interview, whilst I took an authoritative leadership approach, telling every person involved in the interview what to expect from the interview and the possible outcomes. I asked a series of questions appropriate for the offences and follow up questions which may provide further understanding of the situation. After the first interview had concluded, I asked my colleague how he felt about the interview to get an understanding of his thoughts. I explained what decisions I had made and the reasons behind them throughout the interview process. Before the second interview was to be conducted, I took my colleague aside and asked him whether he felt comfortable to take the lead in the second interview. I reassured him I would be present to assist if became unsure of how to proceed at any point, that I would help, and if needed I could take over the line of questioning. My colleague agreed, feeling more confident that I would be present during the interview and able to assist immediately, if required.

For the second interview, I handed over the leadership role completely to my colleague, as he carried out the interview in a similar way that I had conducted the first interview. In this instance I was flexible with the leadership style; from guiding my colleague during the search and the first interview, to now supporting them to conduct the second interview but with my assistance if needed. Following the interview, I congratulated my colleague on the way that the interview was lead. I provided feedback and some recommendations for future interviews that he may conduct. My colleague thanked me for the support and guidance I had given throughout the shift. This gave me confidence in my ability to be a great leader and a great colleague. After the interview that my colleague lead, I could sense a confidence boost, seeing him smile and nod enthusiastically hearing my positive feedback made me feel that my selection of leadership styles had been appropriate given the circumstances. Had I chosen a ‘laissez-faire’ approach and allowed my colleague to conduct the first interview, without any guidance, in the way they deemed appropriate, this may have resulted in the wrong kind of questions being asked and potentially the interview needing to be redone by another officer. This could then reduce their confidence in conducting future interviews.

I found the leadership style of coaching to be the most useful at the time. By directing my colleague in the search and assisting him with the search book that needs to also be completed, my colleague learned by doing the task, instead of just observing me. This assisted in reducing the amount of time the search took, while also developing my colleagues search skills.

As a former solider in the British army, my leadership styles have been moulded and inspired by my previous military service. As a former soldier, my previous leadership was led by the army leadership code (British Army, n.d.), which consists of several leadership behaviours, such as: leading by example, to encourage thinking, demanding high performance, encouraging confidence in the team and to strive for team goals.

Reflecting on the search of the property, I found that some of the leadership behaviours, developed and encouraged during my previous army service, were very useful. Being able to lead by example and to encourage confidence in my colleague. Although some of my leadership behaviours were not applicable in this incident, I am confident that should I need to rely on my previous army experience and behaviours in my role as a police officer, I can apply them as required.

My use of the coaching style of leadership was the correct choice in this instance considering my colleague was new to the role and lacked confidence. By using transformational and coaching leadership styles I believe that it was best suited to assist my colleague in developing his ability and confidence, whilst ensuring that the task of conducting the search was carried out correctly and in a timely manner. Transformational and coaching may not always be appropriate method of leadership, however, depending on the situation and managing the threat, risk, harm and vulnerability, a more authoritative approach would need to be taken. As police officers we can attend numerous incidents each shift, with each incident varying with threat, risk and harm. We must ensure we are always adaptable to any situation given. For example, if my colleagues and I had attended the scene and the two suspects were present with a weapon, I would have taken an authoritative approach and taken the lead in ensure the safety of my colleagues and members of the public.

There are many different types of leadership styles. I believe that in policing the most effective are the authoritative and coaching. This is because police officers must be flexible as no incident is the same. I believe that my leadership styles are applicable because policing can require flexibility in leadership style, depending on the situation in which police officers find themselves in the workplace. Despite being able to alternate my leadership style depending on the situation, I realise that there is a lot to learn and that in order to improve my leadership potential, I must continue to volunteer for positions and situations in which I am required to take the lead. Following this incident, I have recognised the importance in selecting the leadership style that will be most effective in a certain given situation. Going forward, I will still take the time to consider what leadership style would be the most effective in the situation I face and to ensure that the selected leadership style is most appropriate for the team that I lead.
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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:

I joined South Wales Police in June 2020, under the Police Constable Degree Apprenticeship (PCDA) programme. This three-year programme is one of the entry routes into policing under the policing education qualifications framework (PEQF), a professional training framework that allows police officers and staff to be trained using a modern curriculum via operational training whilst receiving theoretical education (College of Policing, 2020).

Following the initial police constable training of six months, student police officers are posted to a basic command unit (BCU), which is a geographic area that South Wales police has policing responsibility for. Within each BCU there are sectors and within these sectors are police stations, one of which will be the station where the student police officer is assigned for the duration of their probationary period; this is where the student officer will be in the role of a response officer until they complete their probation. As a PCDA student, the probationary period lasts three years, instead of the two for degree holders entering the police as police officers. Three years could be considered a lengthy period of time to be on probation, however, after being in the role for over two and a half years I believe three years is the right amount of time. Within policing there is a vast amount of information to learn and skills to be developed and no incident attended is the same, so we are continually learning. During the first three months of my time spent at my allocated station within South Wales police, I was under tutorship from an allocated and trained tutor. The College of Policing (n.d.) describe the role of a tutor constable as that of a mentor, instructing and guiding students on a one-to-one basis, in addition to carrying out other work roles. Whilst at police officer initial training, my instructor taught the class the various learning styles that people typically follow. The four learning styles I was taught fall into the following: visual, auditory, kinaesthetic and reading/writing (Bay Atlantic University, 2021).

[bookmark: _Int_aYHFBIbY]Within policing, the role of mentor and coach is defined by the College of Policing (n.d.) as: “a coach or mentor works with an individual or a small group to help them to define and achieve their career and personal objectives, improve performance or resolve work-based performance issues. The relationship is finite, often over a short timescale, focusing on specific skills or improvement goals. It can be initiated by the individual or by their line manager. This can be a formal or informal role”.

When I first arrived at my designated station, I introduced myself to my tutor and explained what I had learnt during training, which was using visual and auditory styles and that I thought that this was good method for us to utilise. I requested to my tutor that when attending a call, I would initially listen and watch whilst my tutor led in situations. By doing this, I was able to identify the way that calls would be dealt with, before gaining the confidence to take lead, allowing my tutor to observe the way I interacted with members of the public. During the duration of the three months, I spent under my tutor’s supervision, my tutor began to coach and mentor me. I ensured I utilised the ERA reflective cycle which is explained by Fallin (2022). ‘ERA’ is when you experience an event, reflect on it and then act upon it. ERA stands for experience, reflection and action. The ERA cycle aims to build greater understanding from experience.

As a student officer, within three months the tutor officer will decide if the student has reached a standard that will allow the student to pass this period and become approved for the next phase of life as a police officer. To do this, I asked my tutor to give feedback to every call I attended, highlighting the positive and negative aspects of the call that we attended and also inform me of where I can improve. By doing this, I was able to improve upon every situation and learn from them. My tutor used a model called ‘GROW’. The acronym in the model stands for: goal, reality, option and will; this model was developed in 1992 by Sir John Whitmore (Imperial College London, (n.d.). Following each call my tutor and I attended, we took time to de-brief using the GROW model for each discussion.

[bookmark: _Int_dAjYzQtp][bookmark: _Int_MF19UbKP]Following a domestic violence incident that my tutor and I had attended; we took the time to discuss the incident in private. Using the GROW model and additionally the ERA reflective cycle as a basis of the discussion and a way of developing my policing understanding, we talked about the domestic incident. We discussed the ‘goals’ that my tutor and I had previously set and included points such as identifying offences, securing and preserving evidence and offering support to the victim off the assault. We then moved onto the ‘reality’ aspect of the model. In this section of the model, my tutor and I would discuss what went well and what did not. Some of the things that went wrong were down to the scenario which we faced, so we also discussed the other possible ‘options’ that we could have taken at the time. This discussion was centred around reflecting upon how to improve and what could be adapted and kept in mind when attending a similar call in the future. Finally, we talked about ‘will’, for example what the next steps are and how to take them. We planned the revision and tasks I would need to complete in order to be better prepared for the next call and discussed how I would spend my time between each call productively, in order to improve in my policing ability. By doing this I was able to reflect on all actions from the experience of attending the incident.

These discussions helped me learn and improve following every call I attended. I provided feedback at the beginning of my tutorship to my tutor and asked for visual as well as verbal feedback. My tutor received this well and following the discussion which favoured to my way of learning, being visual and verbal, we started to review body worn footage as well as discussing incidents. My tutor and I reviewed both of our body worn camera footage after most calls attended and would discuss the incident as it unfolded. When we needed to, we paused the footage to speak about a specific moment; the threat, risk and harm, what could have been done differently, before moving on until we had spoken about the scenario in its entirety. 

Using the GROW model, I was able to meet South Wales police’s expectation that officers will spend three months with a tutor constable following initial police training, learning what is expected of frontline officers in a practical environment, and at the end of the three months meeting my employer’s goal of all officers achieving independent patrol status. This is the standard at which all new officers must meet to be able to conduct their role independently, no longer requiring a tutor constable to be present while student officer attends a call.

Upon finishing the tutorship, I had to complete varied amounts of time with different areas of policing as part of my development and understanding. I had to spend time with the roads policing unit (RPU), neighbourhood policing team (NPT), local intelligence cell, criminal investigation department (CID) and the hub (who deal with case files and manage prisoners in custody). By spending time with these departments, it gave me a wider knowledge and understanding of what they do in their roles and how possibly in the future I may want to go down these avenues. By spending time with the different departments and learning about what they do, it taught me things that could not be taught in the tutorship. Attending the different departments was a terrific opportunity to help me develop my knowledge and understanding.

As I approach the end of my time as a probationary police officer, I will use the GROW model after incidents that I attend. I believe this is a simple and effective way to assist in self-improvement, continuously striving to be the best police officer I can be in any given situation. I will use this model when my team have new police officers join, in their student and probationary periods, explaining the benefits to them. I am continually trying to develop myself by going on new courses such as 4X4 course and stinger which I completed in 2022, both of which are not mandatory however are useful to be trained in. I ensure that all my courses are up to date, for example the annual refresher for first aid and taser. Not all training is in person, some are online and are hosted by the College of Policing on College Learn where “learning is available 24 hours a day, supporting everyone across policing to continue to develop the skills and knowledge needed to keep people safe” (College of Policing, 2021). I am regularly utilising college learn and completing the mandatory training available such as electrical safety and asbestos training, but also completing some that are not mandatory, but I feel would benefit me and the organisation.

The last few years working at South Wales police as a police officer has helped me reach personal goals of having a job that helps give back and supports the public, which has always been a goal of mine. By being mentored I learnt a lot about myself and my capabilities and also about policing within South Wales. It provided me with the support and courage that is needed when starting any job, however in the role of a police officer there is a lot to learn and being mentored was extremely useful as you learn from the experiences of others. I did not only reach my personal goal but also organisational: by helping to reduce and prevent crime and anti-social behaviour (ASB) to keep communities and people safe and give them confidence in their local police service (South Wales Police, n.d). 

[bookmark: _Int_LPjA077H]Being coached and mentored I believe is vital in policing as we can learn from each other's experiences and learn from a non-classroom-based environment. By being mentored I was able to learn, develop and perform in the workplace. By continually being provided feedback and being able to discuss incidents attended, I was able to reflect on them. It helped to meet the goals of the organisation, my personal goals and professional goals. I hope one day I will be able to mentor a new recruit and provide them with guidance and my experiences to help develop them into a confident, skilled and experienced police officer within South Wales police. 
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