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Task 1

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

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


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

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

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


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



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



ANSWER:

In this essay, I shall critically assess the college of policing’s contribution to the professionalism of the United Kingdom’s police force. I will take into consideration and emphasise the strategic policing requirements, the policing vision 2025, the workforce transformation 2018, and the college of policing’s five-year strategy in order to assess the function of the college of policing. I will also be critically analysing my last year of probation and demonstrate how I am attempting in fulfilling the duties of a modern-day police officer.  

Professionalism for the police in the United Kingdom started back in 1822 when Sir Robert Peel was given a position within the Home Secretary, he would emerge as a key figure in the British criminal reform. The creation of the Metropolitan London Police Force in 1829 is the primary reason that he is remembered for. Under the new Act, the Home Secretary would oversee a full-time, professional and organised police force serving the Greater London area. Compared to the relatively small and disorganised parish forces in the 18th century, the uniformed constables represented a fresh approach to policing (UK Parliament, 2019). The Peelian Principles needed to be updated to what is today known as the Code of Ethics due to the change in society and the development of the criminal society. 

In 2014 the College of Policing published the Code of Ethics. The Code of Ethics includes the policing principles, Standards of Professional Behaviour and additional notes on the National Decision Model and code violations. With the Code of Ethics at the centre of the decision-making process, the National Decision Model supports police officers who frequently must make judgements involving moral or ethical issues (College of Policing, 2021). 

The College of Policing is a professional association for everyone working within the police. It is a non-departmental public organisation that operates independently. They support the public, policing communities, researchers, academics and learning providers as well as police officers and staff. They also provide professional police with a voice about standards, competencies and abilities (College of Policing, 2021). 

Section 77 of the Police Reform and Social Responsibility Act of 2011 mandated the Strategic Policing Requirement (SPR), which was initially announced in July 2012. The most recent revision to the Strategic Policing Requirement was made in 2015. When performing their duties, chief constables, police commissioners, and crime commissioners must take the SPR into account (Home Office, 2023). 

The document outlines the risks and threats that must be adequately addressed by a national policing capability. Those threats are terrorism, civil emergencies, organised crime, threats to public order and a large-scale cyber incident (HMICFRS, 2024).

In order to successfully meet community demands in policing, this Act replaced authorities in England and Wales (expect for Greater London and the City of London) and established 43 territorial police forces as well as the Police Crime Commissioners Model as elected representatives (Phillips and Campbell, 2024). 

The ten-year plan for policing, known as the policing vision 2025, will influence how police departments allocate their resources to ensure public safety. It was created by the National Police Chief’s Council (NPCC) and the Association of Police and Crime Commissioners (APCC) after consulting with the National Crime Agency, the College of Policing, staff associations and other police forces and community partners. All PCC’s and Chief Constables have endorsed the vision (NPCC, 2016). 

There are five priorities that will be reformed. The first priority explains that the key component of British policing is still local policing, but it is much more integrated with social services, health, education, and community programs to address issues early on and prevent crime and antisocial behaviour which will lessen the strain on policing and other public services. The goal is to increase the number of multiagency teams that will pool resources. 

The second priority will be specialist services, such as surveillance, armed policing, and significant investigations will be provided via a network, which will lower their cost and free up funds for other priorities. 

The third priority is that officers will have the necessary training and equipment to deal with the sharp increase in offenders using the internet. In addition to the public having the opportunity to swiftly and easily report crimes online, the processes for exchanging evidence will be entirely digital which will save a substantial amount of money. 

The fourth priority is together with the College of Policing will equip our personnel with the knowledge and capabilities necessary to reach demanding standards.

The final priority is to cut expenses, business support services like IT and human resources will be combined into cross-force units or merged with emergency services and local government agencies with more common procurement (The Association of Police and Crime Commissioners, 2016). 

For police officers ranging in rank from constable to chief officer, the Policing Education Qualifications Framework (PEQF) is a new national framework for professional training and credentials. It is included in the Police Services Workforce Transformation for the National Police Chiefs Council (NPCC) and the College of Policing, which supports the NPCC and Policing Vision 2025 of the Association of Police and Crime Commissioners (APCC). With the advancement of technology, for instance, policing Is more varied and complex than it ever has been. This is something that the PEQF is intended to account for. 

In May 2018, the NPCC established four primacy targets for the workplace transformation. The first priority is the new recruitment process. The second priority being Advanced Practitioner, lateral advancement in their career’s proposal currently under development. The third priority is new entry routes with varying training and developments requirements once in post, and the fourth priority is The Professional Development Program which are components of the proposals to link pay with competence (Strong, 2019). 

There are three entry routes. One of the entry routes is called a Police Constable Degree Apprenticeship (PCDA) which means you can join without already having a degree. The PCDA allows you to study and learn the role of a police constable at the same time which takes around three years to complete. The second entry route is called a Degree Holder Entry Programme (DHEP). For this route, if you hold an undergraduate degree apart from the Professional Policing Degree you are eligible to participate in a work-based program which includes off the job training. This route takes two years to complete. The third route is called the Police Constable Entry Programme (PCEP). For this route you are not required to pursue a qualification whilst on a probation period, this will take two years and if you pass the probation period you become a police constable (College of Policing, 2020).

The College of Policing have also come out with their own corporate strategy, their main goal is to assist everyone in policing in order to lower crime and maintain public safety. With the support of the four-year corporate strategy, the College will advance its vital position in the policing environment and contribute to the achievement of the goals outlined in the governments most recent Beating Crime plan (College of Policing, 2023). 

The College of Policing have outlined five strategic goals within their corporate strategy, which are the following. Establishing a culture of fairness and trust, changing police leadership, promoting welfare and career long professional development, strengthening fundamental skills and increasing innovation and putting what works into practice (College of Policing, 2024). 

For this assignment, I will be discussing and reflecting on an incident, where I was paired up with a student for a shift due to their tutor being off on that particular day. At the start of the shift, I felt extremely nervous as it was the first time me taking a student out. Also due to me still being quite new to the job myself, I thought that I wasn’t yet prepared or at a level where I could lead and mentor a student officer. 

The incident I attended with the student was an immediate grade 1 response	 call, which meant I had to attend the location within 15 minutes and could use the blue lights and sirens as it was an emergency. The call received to police was a report that a resident in a home for people who have capacity but have issues with drink or drug related mental health problems, had assaulted one of the care staff and had make racial hate comments towards him.  This was the first hate crime related call that the student had attended and due to him being a student I knew I had to take lead and could not reply on assistance from him.

At every incident I attend, I always have the National Decision-Making Model at the forefront of my mind. The National Decision-Making Model was created by the College of Policing to help police officers with decision making and it should be used by everyone within policing (College of Policing, 2013). The first stage I had to take was to gather information and intelligence, this was to gain as much knowledge of the incident as I could prior to attending as it enabled me to evaluate the risk and create a strategy whilst on route to the location. 

The control room provided me with information that the reporting person was a member of care staff who works at the home, and a male resident there had made racial comments and threats towards him as well as punching him to the face twice. 

With the information I had been provided, the threat level was high due to both the victim and subject being at the same location. My next stage was to consider my policies and powers. My thought process at this stage was to safeguard the victim and find out what injuries he may have and what racial comments the subject had made. I was also considering my powers where I would arrest the male under Section 29 of the Crime and Disorder Act 1988 which relates to racially aggravated assault (Legislation.Gov.UK, 2020). 

Upon arrival at the location, I was met by the victim who had reddening to the right side of his face. The victim had informed me that the subject had gone up to his room. I have then thought about my options and contingencies. Due to the subject being in his room, I decided to speak to the victim first before going to the subject.  The victim explained that him and the subject had come back from the shop and the subject has then said numerous racial hate comments towards him as well as punching him to the face and threatening to kill him. There have been an increase in hate crimes over the last couple of years. According to statistics from the Home Office (2024), 140,561 hate crimes were recorded to the police in England and Wales.

I have then taken action and have gone up to the subject’s room and have informed him that he was under arrest for racially aggravated common assault. After conveying the male to custody, I have then revisited the victim to reassure him and to take a statement of complaint. At first the victim was unsure about making a statement as he was concerned about what could happen. However, after me sitting down and discussing him through everything he was happy to provide one. After visiting the victim, I have then completed the relevant paperwork in order for the victim to receive some support after the incident and I tasked the local Neighbourhood Policing Team to conduct regular reassurance patrols. 

Throughout this incident I remained professional and acted in line with the Code of Ethics at each stage. I was respectful and empathetic towards the victim, by listening to what had happened and how the incident had made him feel. I also reassured him and put measures in place to make him feel more at ease. I also showed courage by taking responsibility and I decided that the best course of action was to arrest the subject. I feel like I delivered a good public service to the victim, he couldn’t thank me enough for my help and was grateful for me taking the time to sit and listen to him as well as working with my colleagues to arrange reassurance patrols. 

In conclusion, the College of Policing plays a clear and precise role in modern day policing, ensuring the right steps are taken to professionalise the police force whilst also making sure that all officers have a strong foundation. In addition to helping officers make judgements on a daily basis, the existing foundation of the Code of Ethics and the National Decision-Making Model helps to guide officers to act in a manner which is expected of them. 

To reflect upon my final year in probation, the main thing I have noticed is the increase within my confidence and being more confident within my decision making at incidents. When I first joined the police, I could never have imagined myself taking out a student constable and guiding them through incidents. As there are a lot more student officers coming through regularly, they see me as a more experienced officer, and I am expected to help and pass on my experiences to these student officers. 
Wordcount 2197
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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:

In this essay, I will critically evaluate a policing incident in which I had a significant role and in which I used social media to interact with and inform the local community. As well as analysing force policies about the use of social media and assessing the various social media networks. 

Social media is a type of online mass media communication where people exchange ideas, information, private messages, and other content on websites for social networking and microblogging. There are some similarities between social networking and social media, however social networking is typically thought of as people creating communities among themselves, whereas social media is primarily about leveraging social networking sites and other platforms to reach a wider audience (Gregersen, 2024). 

The emergence of social media has been one of the most revolutionary developments in the rapidly changing digital age, fundamentally changing the way people connect, communicate and view the world. Sites that began as a way for friends and family to connect have grown into a global phenomenon that is changing digital culture everywhere (Shahmiri, 2024).  

It is important for police forces to engage with communities. Each Police force’s ability to interact and communicate with communities it serves is essential to successful policing. A crucial component of this is building and preserving good connections which must be a regular aspect of policing. Effective police interaction and communication with local communities can help prevent crime and anti-social behaviour and reduce crime and the fear of crime (College of Policing, 2013).

The London Metropolitan Police Force was founded by Sir Robert Peel in 1829. His commissioners compiled a list of policing principles that are just as important and vital now as they were two centuries ago, and he came to be recognised as the “Father of Modern Policing”. They consist of nine principles and three central concepts (Law Enforcement Action Partnership, 2024). 

The seventh principle by Sir Robert Peel is “To maintain at all times a relationship with the public that gives reality to the historic tradition that the police are the public and that the public are the police, the police being only members of the public who are paid to give full time attention to duties which are incumbent on every citizen in the interests of community welfare and existence”. (Home Office, 2012). 

Social media and the United Kingdom police forces initially became connected in 2008 when certain departments began experimenting. This began on an informal basis with individual officers taking the initiative, followed by various levels of official backing, including the Association of Chief Police Officers (ACPO) eventual sponsorship (Fisher, 2012). 

Police forces are using social media for a number of reasons, which include gathering intelligence, dissemination of local Information, engaging with local communities and gaining knowledge and best practise sharing within policing organisations (The Social Element, 2012). 

The usage of social media by Police forces on platforms such as Facebook and Twitter has significantly increased since then. In Wales and England, every police force, including The British Transport Police has a Twitter account and all but two have a Facebook page. Beyond traditional methods like handing out flyers or using the traditional news, social media provides the police with a new avenue to communicate with the public. Posts can advise the public on how to reduce danger, keep an eye out for criminal behaviour in their neighbourhood and give safety advice. The content can be shared immediately to people who have subscribed to the account’s news feed. 

When there are important events like critical incidents like disorder, demonstrations and protests, social media is especially helpful. Following the 2013 Boston Marathon bombing’s, there was arguably the most well-known instance of police using Twitter during a major incident. Using social media, the police updated the public of every turn of the suspect search. A tweet was the first official statement that the suspect had been captured (The police Foundation, 2014). 

Even though there are many positives to social media, there are also negatives to it. Social media is now being used to commit crimes. The emerge of social media platforms has made it easier for deviant subcultures to flourish online. These virtual communities may include unlawful marketplaces that deal in illicit products and services or extremist organisations that promote violent ideas.  To spread their believes and radicalise susceptible people, these organisations take use of the reach of these platforms. For example, it has been observed that social media sites such as Facebook and Twitter are conducive to the spreading of hate speech, the recruitment of terrorists, and the preparation of violent acts (Cheng, 2023).  

I will be critically examining an incident in which I was instrumental in helping a service user, one in which I had to find a missing individual where they were graded as high risk. An emergency call was made to police from a female reporting her partner missing as she was concerned for him, she was supposed to meet him at 1500hrs at his flat but there was no reply which was out of character for him. The male also had a background of mental health. 

A person is considered missing if their whereabouts are unknown and there is a reason to believe that they may in danger or have been the victim of criminal activity (Pearman, 2023). 

According to the missing people charity, in the United Kingdom someone is reported as missing every 90 seconds and over 170,000 people are reported as missing every year. Every year around 350,000 cases of missing people are reported each year (Missing People, 2023). 

As this was an emergency grade 1 response call, I was able to use my blue lights, sirens, and exceed the speed limit if safe to do so which enabled me to get to the location within 15 minutes. Once I had arrived at the missing persons address, I immediately spoke to the reporting person to gather as much information as possible. This is a crucial stage of a missing person investigation as the information provided can often help us locate the missing person. 

After gathering information, I have then gone up to the missing person flat. I knocked the door numerous times, however there was no reply. The reporting person had looked at the missing persons snapchat as he had his location turned on. The missing persons location was showing that he was in his flat.

Snapchat is a modern social media platform that revolutionised online communication by enabling users to transmit texts, videos, and images (Webb, 2024). Snapchat’s live location feature allows users to share their current location with others in real time, if users enable live location, it shows their precise location on a map (Times, 2024). 

As there was no response upon knocking the door numerous times and with the missing persons location showing within the flat, I considered my powers and policies, and I decided we needed to gain entry into address to negate if he was in there or not.  Under Section 17 of the Police and Criminal Evidence Act 1984 police officers can enter and search any property in order to execute an arrest warrant, apprehend or retake a person on any property, safe life and limb or to stop significant property to damage (College of Policing, 2013). In this case we were entering the address in order to save life and limb. 

Upon entering the address, it was a negative result for the missing person. The male’s phone was left in his room which explained why his location was showing there. Whilst searching the address, on the desk I found a note which read “To mum and dad, I love you so much I am so so sorry for doing this I love you with all my heart. For the last 3 years I’ve felt the lowest I could possibly feel, I am so sorry I should never have done this, but it was my only way out”. 

Reading this note took me to the next stage assessing threat and developing a working strategy. Reading the note made it clear to me that there was a significant level of threat and harm. It was at this point that the missing person was graded as high risk. When a missing person is reported to police, they are either graded as low, medium or high risk. A missing person is graded as low risk if the subject or the general public is thought to be at the lowest potential risk of harm. A missing person is then graded as medium if it is determined that there is a probable but not significant danger of harm to the public or the person. We then have high risk where it is determined that there is a very high chance of the person or the general public suffering significant harm (College of Policing, 2016). 

 I have then completed a missing person report with the reporting person to find out as much information as I could about friends, family, bank accounts, and any locations the missing person may attend. I also asked control room if the male had any previous reports forgoing missing, however this was a negative.  I have then requested for the National Air Police Service (NPAS) or any drone officers to attend and passed a description of the male to them. 

Due to the male not having his mobile phone on him and not having much information to go off, I thought the step which may be beneficial was to ask if the reporting person consented to a social media appeal where South Wales Police could put a photograph onto police social media such as Facebook and twitter. The reporting person consented to this and sent an image of the missing person to the control room who then shared It to social media. After a short time, a member of public rung the control room to say they have identified the male down by the Mumbles, I have then attended and located the male and safely put him into the marked police vehicle. 

In conclusion, in this incident social media played a crucial role in locating a high-risk missing person who was at risk of harming himself. In this case it was snapchat and a social media appeal which helped in locating the male. The use of snapchat enabled us to negate that the male was not in his address after gaining entry which then took us on to doing a social media appeal with the permission of the reporting person. Thankfully, after South Wales Police creating a social media appeal and posting it on to platforms such as Facebook and Twitter it allowed millions of people to view the post and assist in a search which led to a member of public to recognising the male and contact police. If it wasn’t for social media, the missing person may not have been found as quick as he had been and could have resulted in him harming himself.  

Wordcount 1829 



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:

In this essay, I will critically assess my adaptability as a leader and provide examples of various leadership techniques I have utilised whilst working closely with a service user. I will discuss the many leadership models that are utilised in policing and how I may use them to police in different situations. 

Leadership is the method through which a manager may guide, direct, and impact the actions and efforts of others to achieve particular objectives in a particular circumstance. A leader’s ability to inspire trust as well as enthusiasm in the employees they supervise is known as leadership. Being a leader is having the ability to change other people’s behaviour. It can also be described as the ability to persuade a group of people to achieve a specific goal.  Future plans must be created by leaders, who must also inspire the organisations members to strive towards achieving them (Juneja, 2015). 

The college of policing have stated that every police officer is a leader, from the beginning to the end of their career. Police officers and police staff must demonstrate leadership in circumstances that are very different from those encountered by the majority of other occupations. In the modern word, the standard of an officer encounter may make the difference between a peaceful conclusion or an upheaval. All police officers regardless of their level of experience are expected to be courteous, coherent, and show leadership (College of policing, 2023).  

Leadership theories and styles offer frameworks and viewpoints to comprehend how leaders motivate, influence, and direct people or groups to accomplish objectives. The characteristics, activities, circumstances, and interactions between leaders and followers are the main topics of these theories, which examine different approaches to leadership. Over the years, numerous academic authors, psychologists, and business consultants have produced a variety of models and ideas associated with leadership styles.  Some of these theories and styles include servant leadership which was created by Robert Greenleaf, Kurt Lewins leadership styles, and Dr Fred Fiedler and that contingency theory of leadership, as well as many more (Ecoggins, 2011).

I have decided to discuss the Kurt Lewin leadership model as I believe the leadership styles within the model are the most relevant to modern day policing, as well as being the most straightforward to understand. German born American psychologist Kurt Lewin made significant contributions to organisational, applied, and social psychology. He was the first to use scientific approaches to behaviour research. Lewin’s career saw the development of several important ideas, such as group dynamics, action research and field theory (Practical Psychology, 2021). 

Kurt Lewin’s leadership styles date back to the 1930s and include autocratic leadership in which the leader makes all decisions, democratic leadership in which the group decides collectively and laissez-faire leadership in which the group decides without the leader’s input
(Lindberg, 2022). 

The characteristics of an Autocratic leadership style include minimal group member involvement and individual authority over all decisions. Autocratic leaders rarely take input from followers and usually base their decisions on their opinions and feelings. This leadership style includes rigorous control over organisational tasks, unilateral decision making, and clear guidance. Although it can speed up decision making, it may also deter innovative teamwork and diminish morale among staff members (Nickerson, 2024). 

An advantage to an Autocratic leadership is that inexperienced team members can still produce experienced results. The experience of the leader can fill the skill gap when an inexperienced team is led by someone which an Autocratic style. The leader provides regulated competencies that are beneficial to all individuals. They are given precise instructions to follow, which enables them to reproduce results. 

However, a disadvantage of this leadership style is that there can be a lack of accountability within its structures. The Autocratic leadership style promotes a general lack of responsibility for two reasons. The first reason is the work that is completed, team members are not given the chance to take responsibility for the standard of work that is finished when the leaders are doing so. The second reason being is when a boss refuses to accept accountability for tasks, they directly gave an employee to perform. Both reasons lower employee morale and assign responsibility even when it may not be their fault (Miller, 2018). 

Democratic leadership, also known as participative leadership, is a management approach where team members collaborate to make decisions. This leadership style works well within an organisation because it is founded on the notion that everyone’s opinions are valued and that the team as a whole is more significant than any one person. At present, a collaborative work atmosphere, high productivity, innovation, and team involvement are all produced by Democratic leadership. Additionally, it promotes open communication and gives workers the authority to establish objectives, assess their performance and inspire themselves to achieve (Shinde, 2023). 

An advantage of a Democratic leadership is that it can strengthen the relationship of a team. When working with a leader who employs the Democratic leadership style, people tend to develop stronger, more supportive relationships with each other than working with leaders who use other styles. However, a disadvantage of this style is that it can create negative emotions. Opinions, viewpoints and experiences are sought by the Democratic leadership approach. Additionally, it will spotlight both team members with and without creative abilities. The other team members may get dissatisfied of this leadership style if one team members ideas are routinely implemented (Gaille, 2018). 
Giving others the independence to make decisions is a hallmark of the Laissez-faire leadership style. Although they continue to give their teams the means and instruments necessary for success, leaders are still mainly detached from the day-to-day activities. A hallmark of Laissez-faire leadership is its uniqueness. Some of the most common characteristics of this leadership style are having a high level of trust within team members, the capacity to assign tasks efficiently and an awareness of when to intervene and when to give space (Lee, 2023). 
One of the main advantages of the Laissez-faire leadership style is the decreased degree of staff supervision. Leaders do not need to closely monitor their followers since they have faith in their abilities and trust them. As a result, staff are inspired to finish the duties given to them and make them feel appreciated. However, the disadvantage of this style is that this leadership style can be difficult for new employees. For new employees who are learning the dynamics of a team, they frequently require direction and thorough instructions (David, 2021). 

I will now discuss a domestic assault incident, where I was accompanied by an officer who was newly out of their tutorship period. The officer had only been out of tutorship for a couple of days and had not experienced any conflict throughout their tutorship period. This incident will allow me to critically assess my leadership approaches and styles while demonstrating my adaptability in using each leadership style. 

Information was received that a female had rung police to say that her son had assaulted her by punching her to face and had pushed her. The female explained to the call handler that her son had a drug addiction which turned him violent, especially if he didn’t have enough money to go and buy more substances. 

Whilst on route to the address, my colleague explained that she was worried and apprehensive about attending the address as she had not dealt with any conflict yet. I reassured my colleague and explained to her that due to her being newly out of tutorship and not having dealt with any conflict yet, that I would initially take lead and once the subject had been detained and the threat and harm level had decreased then we would reevaluate the situation.

On arrival at the address, the female was stood by the front door waiting for officers to arrive. As soon as I saw the female I could see that she was visibly upset and had reddening to her face. The female informed us that the male was in the kitchen making a cup of tea. At this stage the leadership approach I used was the autocratic leadership style. I told my colleague that we would need to go and detain the male and get him out of the kitchen and explained to her that if he was under the influence of any substances, he may become uncompliant. I was concerned that the male was in the kitchen as he could have easy access to knives and due to him making a cup of tea, he could have a boiling kettle in his hand. 

As me and my colleague have approached the kitchen, I have asked the male to step out of the kitchen so we could speak to him. When the male had come out of the kitchen, I have immediately placed handcuffs on to the rear of the male and informed him that her was under arrest on suspicion of domestic common assault. I have then conveyed the male to the van to avoid him from speaking to the female. The male immediately stated that he had not done anything wrong, however I informed him that at this time I have acted upon information that has been disclosed to us. As me and my colleague were female officers, I have requested for a male officer to attend to search the male. 

As we had control of the situation and the male was detained and in the back of a marked police vehicle, I have then informed my colleague that as the threat and risk had reduced, I was happy for her to take some control. At this stage I have now moved to a Laissez-faire leadership style approach. I asked my colleague to go and speak to the female to assess her injuries, discuss the next process of obtaining a statement, taking photographs of her injuries and to ask if anyone else had witnessed the assault. 

Whilst my colleague was speaking to the female, I remained with the male until another unit of officers attended to search the male. When further officers attended, I had moved onto a Democratic leadership style approach. Me and the further officers discussed and decided that they would convey the male to custody so that me and my colleague could remain with the victim which in this case was the female. 

I have then gone back into the address and have approached my colleague and the victim. I could immediately see that the victim was now relaxed after speaking to my colleague. Whilst speaking to the victim my leadership approach was still the Democratic leadership style, as I needed to find out more information from the victim and see to see how she wanted to proceed. The victim informed me and my colleague that her son had assaulted her and that she wanted to provide us with a statement of complaint. I also asked the victim if she was willing to answer a number of questions which would lead to partner agencies contacting her in relation to what had happened and to offer her further support. The victim consented to this and engaged in completing the questions as well as proving us with a statement.  

In conclusion, I think that in order to manage various incidents that police officers respond to police officers must be able to implement a variety of leadership styles. The above incident which I have used an example in this assignment supports this and shows how a few leadership styles can be applied to one incident. 
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

In this essay, I will be critically analysing my three years of my probationary service with South Wales Police. This essay will also discuss how coaching and mentoring have helped me achieve my learning and development objectives, as well as how they have helped me reach my goals. 

I started my initial training period with South Wales Police back in July 2022. The initial training period was for six months which was classroom based. Before joining the police, I was aware that they had introduced the Police Constable Degree Apprenticeship route (PCDA). I was apprehensive and worried about having to complete a degree, as being dyslexic, I struggle academically. The six months were spent sat in a classroom learning from various PowerPoints, as well as undertaking two exams based on all the information learnt from the PowerPoints. I often struggle to learn from PowerPoints and classroom-based training, I prefer to learn from being hands on. 

At times throughout my initial training, I was considering if I had made the right decision as it was a lot of pressure and stress. Knowing that I had to undertake the exams and pass them in order to proceed with training added an enormous amount of pressure. As the training went on, I found it more enjoyable as I was learning about different legislations and areas of policing. The best part of the initial training for me was the practical side of it, where we took part in police-based scenarios. I found this the most beneficial part as I could put the information I’d learnt from the classroom into practise and to see how I would deal with certain police scenarios. 

After completing and passing my initial six months of training, I then moved on to the tutorship phase. The tutorship phase meant that I would be paired up with a tutor constable for twelve weeks. A tutor constable facilitates work-based leaning, growth and evaluation in small groups or one to one. Tutor constables also offer mentoring, coaching and guidance. Through the use of coaching, feedback and assessment skills, tutors are able to organise and facilitate work-based learning and experiences (College of Policing, 2023). 

Before entering my tutorship period, I was under the impression that coaching and mentoring were more than less the same thing. However, there are differences between the both of them. Through coaching, a person receives direction on their goals or objectives to help them realise their full potential in particular areas of their career or person growth. By listening, confronting and politely questioning the persons opinions, the coach assists the person in reaching their own finding and determining their next course of action. 

In mentoring, a more senior or experienced person serves as a guide or advisor to a less experiences or trainee employee. Once the mentor has had time to learn about that person and their personal struggles, they offer support, feedback, and the opportunity to contribute their own knowledge, skills and experience in order to assist that person to grow and develop (Sword, 2021). 

There are a number of differences between coaching and mentoring. The first difference is that coaching is the assistance they give to help an individual to perform better, whereas mentoring touches on and activity where someone guides a less experienced induvial. A second difference is whilst mentoring is relationship driven; coaching is task oriented. Another difference between the two is the goal of coaching is to raise an employee’s performance, as opposed to mentoring which focusses on the employees overall and professional growth (Surbhi S, 2018).  This is just to name a few of the differences between the two, there are so many more that I could discuss. 

During my tutorship period, I was able to implement what I had learnt in my initial training phase into real life incidents that I would attend. I quickly found out from my first few days that people’s behaviour can change very quickly and you can never tell what could happen at any incident and dealing with incidents in real life was very different to scenarios we had completed in training. I found my tutorship quite difficult as instead of just myself being tutored, there was also another student being tutored with me. As well as this, I was tutored on the Neighbourhood Policing Team which is a lot more of a slower pace compared to what it is on response. 

During the first few weeks of my tutorship my tutor would take lead at each incident, and I would observe how he would deal with the situation. However, as the weeks passed, I then began to take lead at calls and my tutor would stand back and observe how I was getting on.  After each incident I attended, I began to feel more confident and had more of an understanding of what I had to do at each call. Also, after each incident my tutor would sit down with me, and we would reflect on how I did at each incident. I would discuss with my tutor what I thought had gone well and what I could improve on, and he would then tell me what he thought had gone well and what I could improve on from his perspective. 

I found it highly beneficial having a tutor as it was essential for my development and provided me with an additional layer of security as I knew if anything was to go wrong, he would be there to step in. My tutor had been in the job for 5 years and would often act up as a Sergeant, so I knew that he was able to serve me with mentoring of a high standard. 

Additionally, my tutorship helped me get ready for a part of policing that wasn’t initially addressed much in training and that was managing your own workload and case files. On response it can be hard to manage your own workload, this is due to having to answer calls, having to go on scene guards or hospital watches and many more reasons. Response officers don’t often get a lot of free time and have to find time to do their workload around answering other calls. My tutor played a crucial role in helping me get ready for the difficulties of handling a workload whilst also making sure that I could fulfil organisational goals, for example updating my victims within every set of shifts to update them on their case. Although our relationship was brief, I believe that my tutor acted in a coaching manner during my tutorship phase and each day he would set out our daily objectives.
After my twelve weeks of tutorship, I successfully got independent status patrol which meant I could now go out to calls alone and was not supervised by a tutor when attending calls. I felt apprehensive and nervous about this as I was used to having my tutor there if anything was to go wrong. Another concern I had was going from a Neighbourhood Policing Team to a response team, as I knew it would be more of a fast pace. However, I also felt a sense of achievement as I was proud of myself for getting this far. 

As part of gaining independent status patrol, it meant I was now going to move to a different team and station within South Wales Police. Knowing that I was joining a new team, made me feel a sense of anxiousness as I was joining a team of six officers who had a great number of years’ service, I was worried they would judge me as I wasn’t as experienced as them. It also worried me that I would now have my own workload to complete, as well as getting used to my role on response and completing my PCDA work. 

As the weeks went by, I managed to settle into my team and started to get used to how fast-paced response was compared to the Neighbourhood Policing Team as well as completing my own workload. However, I felt like some officers had forgotten how it feels to be new and weren’t as patient with me as other officers. 

After spending several months with the team I had gone to after tutorship, even though I had settled in I still felt uncomfortable and found it hard to fit in with certain members of my team. Upon speaking with my sergeant, it was agreed that I would move to a different station within South Wales Police. I am very grateful that I was able to move to a different station as within my first few days there, I immediately felt more relaxed and at ease. I found that I got on with my new team a lot better and I found I was developing more in that area as it was more fast paced.  

Within my second year of probation, my sergeant informed me that I was booked onto an initial driver’s course. The initial driver’s course is an intense three-week course. I successfully attended and passed the course, which meant I was now able to respond to grade 1 emergency response calls with the use of blue lights and sirens as well being able to exceed the speed limit. After completing this course, I believe and feel that rather than just being an extra body at an incident, I have grown in importance as a team member.
I have come a long way in my career as a police officer, and I am now in my third year of probation. After a lot of stress and hard work, I have successfully completed two years of my university work with the coaching and mentoring from the university who have provided me with guidance and support.  My confidence has grown more than I ever thought it could within my three years of probation, and I am proud of myself for stepping out of my comfort zone in certain situations. Without these past three years, I would not be the person who I have become now. I think I am now in a position where I can coach and mentor officers with less experience which is fulfilling as I can remember how I felt when in their position. My main priority now is to continue to learn and develop in my role as a police constable but also to finish my third year of university work as when it is completed, I will have a weight lifted off my shoulders and will only have my police role to concentrate on. 

In conclusion, although I have enjoyed my probation period, and it has grown my confidence and pushed me out of my comfort zone it has also come with its challenges. Even though tutors are there for student officers to get through their tutorship period, I can see how all officers can serve as mentors and coaches and help pass on their experience to help the organisation achieve their goals.  I am aware that I still have a lot left to learn but I feel certain that I am at the appropriate level in terms of policing that I should be right now. I am always reflecting on how I have done when attending officers and still ask officers for their feedback on how they thought I had done. 
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