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Task 1

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

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


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

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

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


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



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



ANSWER:

Policing within the United Kingdom has continuously evolved since Sir Robert Peel established the first professional police force in the city of London (Metropolitan Police Act 1829). As outlined in the Policing Vision 2025 by the National Police Chiefs’ Council and Association of Police and Crime Commissioners (2016), the police are facing evolving crime challenges, with considerable increases in child sexual exploitation, domestic abuse, fraud, cybercrime, and serious organised crime in recent years. This is emphasized by the strategic policing requirements set out by the Home Office (2023) which ensured policing prioritized violence against women and girls, terrorism, serious organised crime, cybercrime, child sexual abuse, public disorder and civil emergencies as these are seen as the biggest threats to public safety. With these evolving threats to public safety in mind policing needed to evolve its approach to crime with the College of Policing therefore being introduced in 2012, taking over a number of responsibilities from the National Policing Improvement Agency (NPIA).
The NPCC (2013) defined introduction of the College of Policing as an important development in policing due to it being the first national body to focus solely on strengthening professionalism within the service. Whilst the Home Affairs Committee (2015) stated that the introduction of the College of Policing was an important step in professionalising policing due to its aims of developing a centralised body of knowledge, standards of conduct, ethical values, skills and leadership, and professional standards which were required to fight crime more effectively. 
In an effort to professionalise policing the College of Policing first introduced a national Code of Ethics in 2014. As defined by the Home Office (2014), the Code of Ethics set out the nine policing principles of accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect and selflessness, whilst also setting the ten standards of professional behaviour of honesty and integrity, authority, respect and courtesy, equality and diversity, use of force, orders and instructions, duties and responsibilities, confidentiality, fitness for work, conduct and challenging and reporting improper conduct. These were introduced by the College of Policing to “set out standards of behaviour and help guide decision making (Home Office, 2014)”. However, this was only the start to professionalising the police service, with initiatives such as the Policing Education Qualifications Framework (PEQF), first introduced in 2016, then fully integrated into policing in 2019. Throughout the PEQF programme students are required to complete a graduate degree with the aim of becoming professional police officers with problem solving, responsibility and decision making skills that are vitally important in contemporary policing (Pepper, Brown and Stubbs, 2021).
The implementation of the PEQF programme created a unique opportunity for the College of Policing to work towards the full integration of evidence-based policing into routine policing practice. This implementation provided the opportunity to expand and enhance their existing national body of evidence of what does and does not work, whilst creating the opportunity for the community to inform the research of students, resulting in a greater confidence in the policing service (Pepper, Rogers and Martin, 2020; Pepper, Brown and Stubbs, 2021). Whilst the programme provided the opportunity to expand on its existing body of evidence it also allowed policing to adjust to the changing demand for policing resources, whilst addressing the need to understand complex policing problems (Williams, Norman and Rowe, 2019).
The College of Policing (2022a) conducted a review into its effectiveness, where the following were identified as challenges within policing; a lack of professional development, insufficient investment in leadership, a lack of strategic thinking, blurred responsibilities and a lack of training to be able to respond to digital crime. To ensure the College of Policing could respond to this and therefore meet its aim of professionalising policing it established a five year corporate strategy, with the latest strategy covering the years 2022 - 2026. Within this strategy the College of Policing set the following as their strategic ambitions: “1. building trust and a fair culture, 2. transforming police leadership, 3. supporting career-long professional development and wellbeing, 4. boosting core skills and 5. strengthening innovation and implementing what works (College of Policing, 2022b)” with a particular focus placed on the professional development of its workforce.
To ensure the College of Policing meets its five year plan the Policing Vision 2025 was introduced by the National Police Chiefs’ Council and Association of Police and Crime Commissioners (2016) where it was outlined that within the time period policing would become a profession with a workforce that held the right skills and experience to meet the requirements set. This requirement was further strengthened in the Policing Vision 2030 set by the Association of Police and Crime Commissioners (APCC), College of Policing and National Police Chiefs’ Council (NPCC) (2023) which set the vision for the workforce to be inspired, whilst evolving police culture, through the promotion of an ethical and professional culture.
The importance of the College of Policing introducing these measures to professionalise policing can be seen in the ever changing nature of crime that police officers now deal with. To demonstrate this ever changing nature of crime I will be discussing an incident I attended involving sextortion and analysing the actions I took whilst dealing with this incident. As a student officer undertaking the PEQF programme it is important that I reflect upon incidents I have attended and how I have dealt with them to ensure that the actions I took were appropriate and professional. To be able to critically evaluate the actions taken and utilise reflective practice I will be using Borton’s Development Framework. As defined by Physiopedia (2016) Borton’s Development Framework was developed in 1970 and is made up of three elements, those being what?, so what? and now what?. The what is where the event is described, the so what is the analysis of what happened and what was learnt, and the what now is where the learning outcome is explored with an emphasis on how this will impact on future practice.
I received a transmission from force control room that a male had been speaking to a female via his Instagram account and that the female in question had a video of the male performing a sexual act on himself. The female was threatening to post the video on social media if the male did not make payment to them, thereby being a crime of sextortion. Sextortion is defined as a form of blackmail, involving threats to publish sexual information, photos or videos taken of the victim without their consent and may involve the extortion of money or the forcing of the victim to do something against their will (Metropolitan Police, n.d.). Whilst on route to the incident I gathered information from the Gwent Police intranet on how to deal with and investigate incidents of Sextortion.
Upon attending the address I activated my body worn video and located the male victim, who at the time was in a state of panic and still corresponding with the female and although against the advice of the force control room was about to send money to them. I ensured that the victim was taken into a private room within the address as they had stated that they did not want their family to know what had happened and whilst there the victim gave me their phone to examine the messages that had been sent by the female. The victim explained how he had been using a video meet app and had spoken to a number of females on there. Whilst speaking to one female, who he did not know, he engaged in a sexual act with them, and it was believed that the female who was now demanding payment for the non-release of this video was the same female he had engaged in the sexual act with. From information gained from the victim and examination of the messages sent it was determined that although this was a case of sextortion, although this is not an offence defined in law, therefore the primary offence was determined to be that of blackmail as defined in (Theft Act 1968, s.21). It was determined that the offender did not live within the United Kingdom as the method of payment requested was through western union and was to be made to the Philippines; however, it was explained to the victim that the device upon which they had used the video application and received the social media messages was going to be seized under (Police and Criminal Evidence Act 1984, s.19) and subsequently examined to identify the location of the offender.
Due to the victim having suffered with their mental health and previously attempting suicide within the weeks prior to this incident, I deemed them to be a vulnerable adult as defined by regulation 2 (The Police Act 1997). Therefore, I appropriately safeguarded the victim from the possibility of future offences against them, ensured that they remained in the company of a responsible person, that being their mother, and gained their consent to share their information with other agencies through the submission of a public protection notification. Before leaving the address to complete further lines of enquiry I gave the victim my work contact details and advised that our victim contact unit would be in contact with them shortly, however, I advised that I would stay in contact with them at regular intervals to provide updates to the investigation and ensure their mental wellbeing.
The victim’s phone was subsequently examined through XRY and Charter, where it was determined that the messages sent by the offender had originated from an IP address in the Philippines. Due to exhausting all lines of enquiry and UK policing having no jurisdiction over offenders in the Philippines I was unable to proceed with the investigation and advised the victim of this. Whilst this was disappointing for the victim, police intervention had ensured that no money had been transferred to the offender. Although this was not the desired outcome for the victim, as they were concerned for the online safety of potential future victims, they were very appreciative of the police intervention in stopping them from sending the money to the offender.
On reflection, this incident was managed appropriately and with the best interests of the victim at the heart of what I did. I learnt a lot from this incident as this was the first time I had managed an investigation involving sextortion and blackmail. I ensured that the investigation was completed in line with Gwent Police’s policy on Sextortion and that all angles were covered. However, there are parts of the investigation which I believed could have been completed in a timelier manner. When the victims phone was seized I was not aware that I could have had this examined the same day by booking an appointment. This meant that the victim was without their phone for a number of weeks whilst waiting for this to be examined; however, I now know that there is a procedure in place for devices to be examined the same day and I will ensure that if this needs to be completed again in the future that I will use this service. The victim was fully aware of the next steps and what would happen throughout the investigation, as I informed them whilst still present at the address that it was highly likely the offender was in the Philippines and if that were the case we would be unable to pursue the offender for the crime. Whilst this was the most likely scenario and the correct outcome of the investigation I would not inform a victim of this again in the future as this did not give them the impression that their crime would be managed in the correct manner.
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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 has become an integral part of our everyday lives since the first social media platform, Six Degrees was introduced in 1997, with research conducted by Statista (2023) showing that the average user within the United Kingdom spends approximately two hours per day using social media platforms. Since the introduction of social media a plethora of platforms have emerged, with the most prominent being Facebook, Twitter (now known as X), Instagram, YouTube, Snapchat and TikTok. Due to the growing popularity of social media platforms amongst society, police forces within the United Kingdom have incorporated their use into their communication strategies, with all forces throughout England and Wales now having a significant online presence.

There are a number of social media sites in existence today; however, police forces do not currently use all social media sites, preferring to hold accounts on the most popular social media sites. At present most forces use Facebook, X and YouTube for their primary social media accounts, with many forces using other social media platforms as well. There are a number of reasons why Police use multiple social media platforms, most notably as it allows them to “widen their access to their community and engage with people through their preferred method of contact (College of Policing, 2020)”. Another reason why multiple platforms are used is due to the way in which they operate, as outlined by Israel (2023) who stated traditional social networking sites such as Facebook and Twitter are ideal for connecting with communities due to the vast amount of text and other media that can be shared, whereas sites such as Instagram, Snapchat, TikTok, and YouTube were used specifically for posting images and videos making these ideal for broadcasting road safety messages and public safety information. The College of Policing (2013; 2016; 2020) advise that the use of social media allows the public to report emergencies, whilst also being extremely helpful in the search for missing persons, providing updates to the public in relation to ongoing road traffic incidents and critical and major incidents whilst also being utilised for investigative purposes through use of online monitoring tools and recruitment and promotional purposes.

Without doubt there are a large number of benefits associated with the use of social media by police forces, with senior representatives hoping its use would bring about “more effective communication with communities, more informed consultation and local engagement, and an opportunity to demonstrate greater accountability and transparency (Association of Chief Police Officers, 2013)”, thus leading to a more positive dynamic within the police-community relationship. This is shown to be the case in research conducted by Lieberman, Koetzle and Sakiyama (2013) and Beshears (2017) as it was found that police use of social media was highly effective in creating better relationships with the community, providing that police forces were active in posting on social media. However, for the benefits that social media provides to community engagement, research conducted by Crump (2011); Bullock (2017) and Hu, Rodgers and Lovrich (2018) has shown how it is not being used to its full potential with some leaders sceptical of the risk associated with using these platforms leading to an underuse of its potential as a two way communication tool to interact with the public, with the preference being to use these platforms as a one way communication tool to either give or extract information.

A further benefit of police forces using social media is its ability to generate intelligence and therefore its assistance during investigations. Crump (2011) and Siner (2013) state how social media has had a positive influence on intelligence gathering and investigations within policing due to police forces being able to monitor and review suspects, witnesses and victims social media, use undercover profiles to gather intelligence and put out posts asking for the communities help in identifying suspects or locating missing persons. Although this is extremely beneficial to police there are ethical issues associated with gathering and sharing information via social media, therefore police forces should ensure that data privacy rights and data protection are maintained at all times.

Lieberman, Koetzle and Sakiyama (2013) and Dawkins (2023) state an additional benefit for police forces using social media being that due to it being accessible at all times of the day this provides police forces with the ability to engage with the public in a faster and more efficient manner, whilst allowing for real time updates to be given regarding ongoing incidents. Whilst Dawkins (2023) provides another benefit for the use of social media by police as its ability to assist in the recruitment efforts.

Whilst social media has the potential to have limitless benefits when used by police forces there are risks associated with its use. Dawkins (2023) found that due to members of the public being able to film a police incident and instantly share this on social media to a larger audience, this gave police forces very little opportunity to be transparent by explaining the circumstances of the incident. This is problematic for police forces as it allows for the spread of false information relating to that incident and further distrust of police. Dawkins (2023) also found that the use of social media within policing takes away officers ability to converse with the public in a face a face setting, thus creating issues with dealing with incidents effectively and gathering information from victims and witnesses.

To understand the use of social media within policing I will be discussing an incident I attended of a high risk missing person, whilst also analysing the actions I took. The definition of a missing person is “anyone whose whereabouts cannot be established will be considered as missing until located, and their well-being or otherwise confirmed (College of Policing, 2023)”. To be able to critically analyse this incident and the actions I took I will be using Gibbs’ Model of Reflection, which was developed by Graham Gibbs in 1988. The University of Edinburgh (2020) describes the Gibbs’ Model of Reflection as being comprised of six stages, those being, (1) description of the incident, (2) feelings and thoughts about the incident, (3) evaluation of the incident, (4) analysis of the incident, (5) conclusion about what was learnt and could have been done differently and (6) action plan for how similar incidents will be dealt with in the future.

The initial information I received from force control room in relation to the missing person was that they had stated to a family member that they could no longer go on this way and immediately left the house and drove off in their car. This was the first instance of this person going missing, making this completely out of character and this had come about due to the breakdown of their long term relationship immediately prior to becoming a missing person. Due to this information I had immediate concern for the mental well-being and welfare of the individual and made my way to the family home to conduct the initial actions for a missing person, whilst other colleagues conducted area searches for the individual. 

Upon arrival at the family home I immediately noticed how distressed the family members of the missing person were, therefore, I ensured I was empathetic and caring in the way I spoke with them to ensure they remained as calm as they possibly could. From this initial conversation with them I ascertained possible locations the missing person liked to frequent so I could pass these to colleagues undertaking the search, whilst I conducted further necessary actions at the address. I initially completed a house search, ensuring that their toothbrush was seized for evidential purposes and a risk assessment with the family, from which I ascertained the full details of the missing person including details of friends, other family members and the ex-partner of the individual. As part of the risk assessment I gained the social media accounts of the missing person, along with an up to date photo of them and consent from the family members for a media release. Upon completing this, I spoke with the ex-partner who provided further details of social media accounts of the missing person. During this telephone call the ex-partner of the missing person advised that they had broken up shortly before the individual was reported missing and that their mental health at the time was extremely low, therefore with this information in mind I advised force control room that due to information the individual would be deemed a high risk missing person, meaning “the risk of serious harm to the subject or the public is assessed as very likely (College of Policing, 2023)”.

Due to the missing person being of a younger age I spoke with force control room and gave them the details of the missing persons social media to task 24/7 intel to conduct checks in to their accounts for possible intelligence as to where the missing person could have gone. Whilst this was tasked to 24/7 intel, I completed the media appeal form and attached the most up to date photo of the missing person. After speaking with our bronze Inspector on shift at the time authorisation was given for this to be released and this was passed onto the corporate communications team to prepare for release to social media.

Throughout these actions being completed I remained with the family to function as a liaison between themselves and colleagues who were conducting the search for the missing person to ensure that any communication made with the family by the individual were passed on immediately. Shortly after receiving authorisation for the media appeal to be released the missing person phoned a family member stating where they had gone, that they were safe, and that they had no intention of hurting themselves as they just needed a bit of time to themselves. Due to the importance of this information I immediately passed this onto colleagues who were in the area and shortly after this I received a radio transmission that a colleague had located the missing person safe and well and they were returning to the family address imminently. Upon their return I completed a prevention interview to ensure that any events and information that would be helpful was held on our systems in case the individual went missing in the future.

Although this was a distressing incident for the family members of the missing person, they expressed how extremely grateful they were for the police’s quick response and safe location of the individual, which gave me a great sense of pride in the work that we completed as a team to ensure their safe return. Whilst the handling of this incident was ultimately successful I believe that there this is still learning to be taken away from this. The skills that I possessed at the time in dealing with the emotional state of the family members, whilst acceptable, I believe can be worked on to ensure I am fully comfortable in how I approach gathering information from them and also passing on necessary updates, so they are fully aware of what is happening throughout. Throughout the next phase of my career within policing I will ensure that I work on these skills and attend necessary courses to build these skill, therefore when I attend incidents involving high risk missing persons in future I will be able to converse with family members in an empathetic manner whilst also remaining professional in undertaking the necessary actions.

Word Count - 1909





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:

Leadership is important within every organisation as effective leadership inspires employees to deliver exemplary standards and service (Indeed Editorial Team, 2023). Effective leadership within policing is especially important as Warren (2017) states that good leadership increases employee satisfaction, fulfilment, opportunity for growth, increased morale and increased motivation to perform well, all of which are important for building and maintaining public trust in the police service. The effectiveness of quality leadership within policing has been recognised by the  National Police Chiefs’ Council and Association of Police and Crime Commissioners (2016) who set the aim of transforming police leadership within the policing vision 2025. Whilst leadership is essential within policing, it is important to understand that there are many different individuals within an organization, each using and requiring a different leadership style, therefore there is no one size fits all approach that should be taken.

Research from Campbell and Kodz (2011) describe seven leadership styles that can be effective depending on the situation when used within policing, these are: transformational leadership, transactional leadership, mixed style leadership, active leadership and role-modelling, situational leadership, participative leadership (democratic) and laissez-faire (delegative) leadership. Transformational leadership is “where the leader inspires and motivates team members to exceed expectations, fosters an environment of trust and respect, and drives positive organizational change (Practical Psychology, 2023)”, whereas transactional leadership is the opposite of this and is defined as a “leadership style that utilizes rewards and punishments to motivate and direct employees (Cherry, 2022a)”.

A mixed leadership style is defined as a mixture of transformational and transactional leadership, which combines the positive aspects of each leadership style used. Active leadership and role-modelling is defined as “leaders that are active and employ role-modelling strategies (Campbell and Kodz, 2011)”, whilst a situational leadership style “suggests that no single leadership style is best as it depends on which type of leadership and strategies are best suited to the task (Cherry, 2023)”. Participative or democratic leadership is one where “leaders involve team members in decision-making processes, value their input and encourage open communication (Myers, 2022)”, whereas a laissez-faire or delegative leadership style can be seen as opposite to this as leaders are hands-off and allow group members to make the decisions (Cherry, 2022b)”.

Numerous studies have been conducted into the effectiveness of these leadership styles within policing, with the majority focusing upon how different leadership styles employed by senior officers affects those that work for them. A large proportion of the research has concentrated on transformational, transactional, laissez-faire and participative leadership styles as these are most commonly used within policing. The majority of support for the ideal leadership style is that of a transformational style, with Jermier and Berkes (1979); Dobby, Anscombe and Tuffin (2004) and Sarver and Miller (2014) noting that it’s use led to increased self-confidence and self-esteem, a sense of job satisfaction and fulfilment, commitment to the organisation, increased motivation to meet and exceed expectations, and fewer complaints thus leading to greater public satisfaction and the organisation exceeding its goals.

Research into the transactional leadership style has found both positives and negatives to its use, with studies conducted by Densten (2003) and Hawkins and Dulewicz (2009) finding that subordinates of the individual using this style produced extra effort in their work when it was employed by those in senior positions rather then frontline officers, although Singer and Jonas (1987) found participants preferred the use of this style due to certain characteristics. Whilst these studies were primarily positive for its use in policing Sarver and Miller (2014) found this leadership style led to increased complaints, thus giving the potential for decreased public satisfaction.

The same was found in research conducted into a laissez-faire leadership, although this leadership style was found to have more negative impacts when used compared to that of the transactional leadership style. Whilst research conducted by Densten (2003) found that this leadership style worked well at the level of Superintendent, Morreale (2003) and Sarver and Jonas (2008) found that when used it reduced subordinates effort levels and led to further complaints, again giving this style of leadership the potential for decreased public satisfaction. Whilst studies into the use of a participative leadership style have generally found it be a positive and effective leadership style within policing. Jermier and Berkes (1979) found that its use was particularly effective in unpredictable situations where the joint efforts of a group of individuals was far more beneficial to the outcome. With, Steinheider and Wuestewald (2008) found that its use made officers feel empowered, motivated and committed to the organisation and its goals.

Whilst the use of these leadership styles each hold their own merit the overarching theme the studies have found is that participants responded, “more positively to a blend of leadership skills and behaviour associated with a transformational approach (Fisher and Kirby, 2014)”. However, this assumption is contradicted by studies conducted by Neyroud (2011) and Campbell and Kodz (2011) who suggest that it would be more effective to use a mixture of leadership styles, dependant on the individual and situation at hand. The use of a mixed leadership style will be discussed throughout the incident I will be discussing, which involves a roadside stop of a vehicle and the subsequent interaction with the driver.

To be able to critically analyse this incident I will be using the ERA cycle of reflection, which was developed by Melanie Jasper in 2013. According to Robinson (2022) the ERA cycle is made up of three distinct phases, these are experience, reflection and action. The experience phase consists of the details of incident what happened. The reflection phase is where you explain your thoughts and feelings about the incident and analyse what happened. Finally the action phase is what you have learnt from the experience and how you will use this learning in the future.

At the time of this incident I was double crewed with another female colleague, when we both witnessed the driver of the vehicle involved in this incident using their mobile phone whilst driving past. Due to this contravening (Road Traffic Act 1988, s41D) and being a priority within roads policing due to it being one of the fatal five factors in road traffic accidents (Speakman, 2022), I activated my emergency lights and made my way in the direction the vehicle was travelling. To ensure that I had information on the potential driver of the vehicle and that I was fully prepared for what may occur during the stop I asked my colleague to conduct a PNC check of the driver and the vehicle whilst I managed the safe stop of the vehicle.

Shortly after positioning my marked police vehicle behind the car involved it signalled to pull over and stopped in an unsafe place, due to this I approached the vehicle and spoke with the driver, who immediately became defensive and obstructive to being asked to move to a safe position further down the road. Due to the driver’s obstructiveness at my request I decided to employ a transactional leadership style and advised them that if they did not move then I would be dealing with them for other offences as well as the traffic offence they had committed. 

Upon moving the driver became compliant and immediately apologised for their conduct, stating they were in a rush to get to an appointment that they were late for, however, I explained in a calm manner that they had been witnessed using their mobile phone whilst driving and this was a serious offence, which could have led to a fatal ending. At this point I decided to adapt my approach to that of a participative leadership style as it was necessary for me to consult with my colleague to find out any information we held on the individual on police systems. Before proceeding with the driver I spoke with my colleague about the process of issuing a TOR as this had recently changed and I had not completed this process since. From this conversation I discovered that neither the car or the individual was known to police, however, due to the nature of the offence and the harm it could have caused I advised the driver that I would be issuing them with a Traffic Offence Report (TOR).

Due to their ongoing compliance I adapted a transformational leadership style and guided them through the process of receiving a TOR, the potential fine and points they could receive and what the next steps were to ensure the interaction ended in a more positive manner than what it had started. At this point I advised the driver that they were able to leave and although unhappy they had received a TOR understood why this had been issued.

Throughout I ensured that I adapted multiple leadership styles throughout the interaction with the driver due to their changing behaviours, however, I believe the incident could have been managed in a different manner. Whilst the initial stopping location was ultimately unsafe for the driver, my colleague and myself I believe that the reasoning why I required them to move was not explained in a comprehensible manner and this contributed to the drivers behaviour towards myself. From evaluating this I realise that this is due to being uncomfortable with stopping vehicles due to my lack of knowledge of traffic offences. This was not the solitary reason I felt uncomfortable during this incident as shortly before this incident the process of issuing a TOR at the roadside had changed from being issued in paper format to being processed on our force issued mobile phones. This incident was the first instance in which I had issued a TOR via a mobile device and whilst I am proficient in the workings of a mobile phone the process and way in which the information necessary to complete the form is found is very different. Due to this process taking longer than necessary the potential for the individual to become frustrated and lose trust in the ability of police officers being able to undertake their role was present, therefore I will strive to educate myself on the full process of issuing a TOR in this manner.

Although dealing with road traffic offences is not the primary role of a response officer I understand that it is important that I am proactive in dealing with offences I witness, therefore moving forward I have set myself the aim of learning and understanding the primary road offences that would most likely be dealt with by response officers. Ensuring a full understanding of road traffic offences and the process by which TOR’s are issued will ensure I have confidence in future incidents of this nature.

Whilst there are certainly learning points that I have taken from this incident; I assessed the situation throughout ensuring that I adapted to the individual and although unsure at certain points I utilised the support of my colleague when needed. Ultimately this concluded the interaction with the individual in a manner which ensured trust and understanding.
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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:


Coaching and mentoring are extremely important aspects of any organisation due to the personal and professional development these techniques offer (Phrenimos Soft Skills, 2018). Police forces are no different to every other organisation as they deploy a mixture of coaching and mentoring for various purposes. This is predominantly seen in the training of new police officers, who undertake a tutoring period, whereby they are coached by a tutor, whilst also gaining valuable mentoring from experienced officers on shift.

Hayden (2023) defines coaching and mentoring as developmental approaches utilising one-to-one conversations, which ultimately enhance an individuals skill level, knowledge and/or work performance. Hayden (2023) defines coaching as  a process which aims to improve an individuals skills and personal attributes to increase job performance by focusing on specific skills and goals, which typically lasts for a short period of time. Whilst mentoring is defined as  “a relationship in which a more experienced colleague shares their greater knowledge to support the development of an inexperienced individual (Hayden, 2023)”, which tends to last longer than coaching. There are a number of benefits to using coaching and mentoring with the coach and learner both having increased job satisfaction, enhanced skills and increases in self-confidence and self-esteem, whilst the organisation benefits due to  higher employee retention, increased skill-set and knowledge of their employees and an increased chance of attaining organisational goals (Karanja, 2017).

Although it can be seen that coaching are mentoring share similarities, it is important to note that they are two different techniques and there a number of differences between them. Van Tiem et al. (2001), Marshall (2008), and Viera (2021) stating that coaching is a push process which is task-oriented and completed over a shorter time frame, where the coach is assigned to the learner who then shows them how to complete the task with the aim of achieving organisational goals. Whilst they describe mentoring as a pull process where the mentor, who is a senior employee is chosen by the mentee, a junior employee for their expertise and is generally completed over a longer period. The mentor displays role model behaviours and shows the mentee how to develop their skills and capabilities through an emotional transformation.

There are a number of coaching and mentoring theories that have been developed and that are used within policing, with the GROW model being the most utilised coaching theory. The GROW model was developed by Alan Fine, Graham Alexander and Sir John Whitmore in 1988, which is made up of four components; goal, reality, options and will. Any goals set should be SMART (specific, measurable, achievable, realistic and timely) and relevant, the reality of where the individual is at currently should be assessed and options for obtaining the goals should be assessed before a plan of action is set to achieve the set goals (Channell, 2021).

There are two mentoring techniques commonly used within policing, which are one-to-one mentoring and reverse mentoring, with each being used for different aspects of learning. One-to-one mentoring tends to be used within the tutoring phase for new recruits as it involves a more experienced officer mentoring a less experienced officer through sharing their experience and knowledge to help them develop skills and knowledge (Saraev, 2022). Whilst reverse mentoring is essentially the opposite of one-to-one mentoring as it is where a senior officer is mentored by a junior officer, which allows the senior officer to develop skills and knowledge they may need to update, whilst the junior officer gains management skills (Pursell, 2023).

As a PCDA student I have undertaken a three year probation period since joining Heddlu Gwent Police. Throughout my three year probation period I have benefitted from coaching and mentoring in many different ways. After my initial six month classroom based learning period, I began a twelve week tutorship period, where I learnt how to apply what I had learnt in the classroom in a practical manner with the help of a dedicated mentor. However, the coaching and mentoring continued throughout the following two year period, where I utilised the experience and knowledge of more experienced officers on shift to enhance my own skills and knowledge in dealing with policing incidents. Within the last twelve months I have utilised those experienced officers to ensure the development of my own skills when dealing with more complex policing incidents, such as investigating honour based abuse, the management of Sex Offenders in the community, initial attendance and the ongoing investigation in Robbery and Burglary incidents, and the initial response to adult and child sexual offences.

The skills and knowledge I have acquired throughout the last twelve months has enabled myself to meet personal and professional goals that I set for myself at the start of the year, this being to enhance my knowledge of sexual offences and therefore, pursue a career within investigating sexual offences, whilst ensuring that I am helping Gwent Police meet their police and crime priorities. The Gwent Police and Crime Commissioner (2020) set out the Police and Crime Plan 2021 – 2025, which set the five priorities for Gwent Police to keep neighbourhoods safe, combat serious crime, support victims and protect the vulnerable, increase community confidence in policing and drive sustainable policing. 

To be able to demonstrate how I am able to utilise coaching and mentoring I have received and therefore effectively coach and mentor individuals I will be discussing an incident I attended involving the initial attendance of a colleague and I to a victim of rape. Rape is defined by (Sexual Offences Act 2003, c.42, Part 1) as:

A person (A) commits an offence if –
(a) He intentionally penetrates the vagina, anus or mouth of another person (B) with his penis
(b) B does not consent to the penetration, and
(c) A does not reasonably believe that B consents.

To ensure I critically reflect upon this incident I will be using the Atkins and Murphy’s Model of Reflection, which was developed by Sue Atkins and Kathy Murphy in 1994 following their review of existing reflective models. As defined by Robinson (2022) the Atkins and Murphy’s Model of Reflection contains five stages. The first stage being awareness, which is where an individual becomes aware of their strengths and weaknesses and any opportunities or threats in relation to the situation. Stage two is the description of the event in as much details as possible. Stage three is the analysis of the actions taken. Stage four focuses on evaluating the knowledge gained from the analysis stage and stage five is the identification of learning gained from the incident.

It is important to note that I had only attended one incident of the same nature prior to this incident taking place. At that time I was double crewed with an experienced colleague when we were deployed to an incident of a female being raped. In the two years prior to this I had not attended as an initial officer to this sort of incident and found through working with the experienced colleague I was able to undertake the initial report and subsequent actions that needed to be taken, whilst remaining professional and empathetic towards the victim. The experience of this initial incident therefore gave me the confidence and some expertise in handling these traumatic incidents going forward. 

At the time of the incident I will be reflecting on occurring I was single crewed and had just attended a previous call when I was made aware of a colleague who had just finished their tutoring period attending an incident, whereby a female had been raped. I immediately added myself to the log and asked for the duty Detective Sergeant to be made aware of the log. I then made my way to the location to meet with my colleague and whilst on the way I made radio contact with my colleague to discuss the incident and to explain important steps that needed to be conducted, which were to identify a victim and suspect if possible, preservation of the scenes, including the scene of the victim and preservation of evidence. 

Upon arrival at the address of the victim I noted that my colleague had already arrived and was speaking with the victim, who at this time was visibly upset and unable to speak coherently, therefore I introduced myself as empathetically as possible and spoke to the victim in clear terms advising them that what we needed to do but that we would complete it at their own pace and within their comfort levels. I spoke with my colleague after this and found that they had not attended with anything that was needed to conduct the initial steps therefore advised them that the victim is the most important part of this incident and to speak to them as an individual whilst I radioed another colleague to attend with an ONYX booklet, bags for seizing clothing and an early evidence kit.

Upon the arrival of my colleague with the necessary items to conduct the initial steps of the investigation I spoke with them to refresh my own knowledge of how to deal with this incident as I found it hard to concentrate with the victim as visibly upset as they were. Once I was comfortable with the next steps I passed on this information to my colleague who was speaking to the victim to ensure they were comfortable in how to take and record the first account of the victim in the Onyx booklet. Whilst my colleague completing the Onyx booklet with the victim I was notified through a radio transmission that a SOLO officer had been identified and was making their way towards the address of the victim to undertake the remaining actions. 

Upon completion of the Onyx booklet the SOLO officer had not arrived, therefore I reviewed the first account of the victim that had been taken and noted that whilst it was as in depth as it could be the exact location of the incident and a  description of the offender had been missed. Therefore I spoke with my colleague and asked them to review what had been written stating that important details had potentially been missed and to check what these could be. My colleague quickly identified that the suspect description had not been included but did not identify the location was also missing, therefore I asked them questions around completing statements and what we normally include for burglary incidents only, to which they then identified the location needed to be added. 
Whilst my colleague was discussing these with the victim the SOLO officer arrived and talked me through the next steps for the victim to complete. Once the first account had been completed the SOLO officer explained these steps to the victim and my colleague and I stepped down from the incident. 

From analysing the way I dealt with my colleague and the victim within this incident I realise that the prior experience of this type of incident did not prepare me for the  role I would need to undertake as the most experienced officer in dealing with these incidents and the emotions of the victim themselves, which I found extremely hard to deal with whilst having to remain professional and convey confidence to the victim.

I know that moving forward if I want to pursue my career ambitions to work within the sexual offences field that I will have to deal with victims of this crime many times over. Therefore I understand that for this to not affect me the way it did I will need to gain confidence in dealing with victims of sexual crimes, which will be obtained through familiarising myself with the actions that need to be taken and attending further incidents.

From this incident, I identified that dealing with sexual offences is not easy as it is hard to prepare for the victim and their emotions surrounding the incident. It is also easy to forget that we as investigators of these crimes are humans too and that what the victim wants more than someone who is concerned with completing the actions needed is a person who identifies and understands their feelings. In the future I will ensure that I take the victim into account and explain to them whilst it is necessary to complete the initial actions, they are my primary concern, and I will be led by them throughout the process. This in no way determines that the outcome of the investigation will be negative as I will ensure the quality remains the same, however, it does ensure that the victim feels they are understood and more willing to complete the steps needed.
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