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Task 1

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

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


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

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

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


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



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



ANSWER:

In this essay I will look to critically evaluate the strategic role of the college of policing in professionalising policing in the UK. I will look at the college’s continued changes that they are looking to make which is having a direct impact on UK policing. In addition to this I will then look at my own role as a police officer over my 3 year probation and how I am fulfilling the role now that I am in my final year of probation. More specifically I will be critically reflecting upon how my role as a police officer has changed now that I am in this final year. I will also take into consideration, the strategic policing requirement, the policing vision 2025 and the college of policing’s 5-year strategy.

The college of policing is a professional body that was established in 2012, formed as an extension of the home office that would cover all aspects of professional policing in the UK (College of policing, 2023). The college of policing has a role of supporting professional development of police officers by setting out the standards expected of officers, delivering learning material and sharing the knowledge and good working practices that officers require. An example of the college of policing delivering learning comes from their online website called “College Learn”. This is a website accessed by all 43 Police forces across England and Wales which sets a common learning approach by all forces.

In addition to the learning material created and shared by the college of policing, the college also set and update standards that are expected of officers. Standards of how situations should be dealt with are set through the authorised professional practice documents which are contained on the college’s website. This list of documents ensures that a common approach is used across all 43 forces. In addition to the above, the college is also responsible for matters such as maintaining the code of ethics and updating it where required. The college overseas matters such as police officer recruitment and then the subsequent management of probations and their entry paths. An example of the close link between the college and the home office, comes from the recent statement from the Home secretary whereby Suella Braverman directly intervened at a policing conference informing the college to look at alternative routes for people to join the police thus avoiding degree entry routes (Jagger, 2022). This intervention shows how directly and closely both departments work together.

The college of policing and the National Police Chiefs Council (NPCC) have developed the Policing vision 2025. The policing vision 2025 sets out the next 10 years of policing and shapes the vision for how police forces should make their decisions and manage their resources to keep the public safe. The vision set out 5 key priorities which forces should focus on. The 5 priorities are below (NPCC, 2016) –

· Local policing should be the bedrock of policing however partnership working with other agencies should be key. The police are expected to integrate better with agencies such as local government, health, education and social services.
· Specialist units such as armed policing, surveillance and major crime investigations should be developed from a more centralised network making them more cost effective.
· Police officers should be trained to deal with a dramatic increase in the rise of criminal activity on the internet.
· The college of policing will work closely with local forces to ensure that they give workforces the correct skills and powers needed to meet the challenges they face.
· Business support functions such as IT and human resources will be consolidated across some forces to ensure that they are more cost effective.


In summary, the college of policing are playing a critical and strategic role in ensuring a high level of professionalism is being met across police forces through all matters from recruitment entry routes all the way through to the ongoing development of officers and then the standards that should be met when fulfilling the role of a professional police officer. The standards expected of a professional police officer are clearly defined and set out in the code of ethics. The code of ethics is a document written and reviewed by the college of policing which is a supportive and decision-making framework that reinforces the values and standards that officers are required to abide by (Code of ethics, 2014). The mainstay of the document is where it sets out 9 key policing principles that officers are expected to meet in every aspect of both their professional working and personal lives. Any deviance from these principles could be seen as a failure of that officer and it is often cited as the reason for any officers dismissal following any misconduct hearings.


Now that I am in my final year of probation, I am reflecting upon how I am now fulfilling the role of a professional police officer. From the start of leaving basic officer training, I was in a tutorship period whereby I was heavily reliant on my colleagues for assistance and information on how I should be dealing with many incidents that I was attending. This was to be expected however over the probation period this reliance on others has dramatically fallen. Not only do I now feel confident to handle the vast majority of calls without any further assistance, but I have actively sought out courses that would broaden my skillset and knowledge thus allowing me to be a better professional police officer. During my probation, I have voluntarily attended courses such as becoming qualified as a response driver, being an authorised taser carrier, completing a method of entry course, stinger course and then finally intoxilyser training. An example of me then going on to use these skills comes from a recent drink driving incident.

Whilst working an evening shift during the Christmas period, I received a report on my handheld radio device stating that a road traffic collision (RTC) had just taken place whereby one of the drivers appeared to be under the influence of alcohol and was making attempts to leave the scene on foot. Given my relatively nearby location and my additional skillsets that I haff learnt, I felt that I was perfectly placed to assist in this situation. I have then used my response driving skill to “blue light” and get to the scene as safely and quickly as possible. There was a real threat that the driver may make off on foot thus causing there to be a loss in evidence. In addition to this threat, updates from the reporting person demonstrated that there was potentially a risk of escalation as shouting and a disturbance could be heard coming down the phone line. I have quickly made my way to the scene and then located all involved parties. Despite a chaotic scene, I have considered the threat, risk and harm at scene and quickly detained the suspected driver. The driver appeared very erratic and was aggressive towards my colleague as we asked some very basic questions about their involvement in the RTC. It was then established that the driver appeared to be under the influence of alcohol and the driver failed to provide a specimen of breath which is a legal requirement as a driver of a motorised vehicle (RTA, 1988).

Despite roads policing units then arriving on scene, I was able to inform them that I could arrest and then continue to drink drive process as I was an intoxyliser trained officer. I have then subsequently arrested the male for failing to provide, before conveying him to custody where I completed the station breath test procedure. The male then blew a result of 127ug/ml of breath which is well above the limit of 35ug/ml. I presented the results to the custody Sergeant who then authorised the driver being charged with being over the prescribed limit for alcohol. Despite the positive breath test, I still had a number of enquiries to make that would give enough evidence at court demonstrating that the male I had actually arrested was definitely the person responsible for driving the vehicle. I left custody and then took statements from witnesses before going on to conduct CCTV enquiries at the scene. After a short period, the driver found themselves in court where there was a positive outcome and the driver pleaded guilty.

I feel that my attendance at this policing incident really highlights how I am now fulfilling my role as a professional police officer and making a difference in the community that I work. This incident brought together many of the skills of a police officer enabling a positive outcome to be found. This drink driver was driving at a time when there were lots of children about in the community and my actions that day now prevent the driver from continuing to act in such a way and will hopefully help him learn that driving whilst over the prescribed limit for alcohol is unsafe and could eventually lead to him causing a fatality on the roads. Drink driving is described as one of the fatal 5 on the roads (Road wise, 2022). This incident also links in with training that I have received from the college of policing such as my response driver training and the station breath test procedure training. This demonstrates how learning developed by the college plays a direct impact on the role of a professional police officer going about their role.

In conclusion, my role as a police officer has changed considerably in my short 3-year probation period. I have gone from an officer with little experience and no additional skill sets to an officer who is able to pass on advice myself. I now find myself crewed with colleagues who have less time in the role and now look to me for my opinion and direction during incidents. I do not feel a burden on my team as I did when I first left training but now feel that I bring my own set of skills to the team which helps us all work. Looking at the wider role of a professional police officer and how that role has changed in my probation, I find myself taking on a higher workload and attending a larger variety of calls then ever. As I have developed, I have found an area of interest such as roads policing and I now proactively seek out crimes taking place on the roads network and will often stop and check vehicles when I have concerns. This is an area which I lacked in confidence initially but now have a much better understanding of.

The college of policing are playing a vital part in ensuring the professionalism of police officers in the UK and their work is ensuring that there is a common and standardised approach across all 43 forces in how they recruit, train, and deliver services to the communities that they serve. This approach is delivered through the use of learning material, the policing vision 2025 and the code of ethics.
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

In this essay I will be critically evaluating the use of social media as a means of informing and engaging with the community. I will do this by reflecting upon an incident in which I was involved whereby the use of social media was critical. South Wales police force policy on the use of social media will be considered along with looking at the social media channels that are being utilised. Finally, I will reflect upon the benefits and risks of using social media.

Social media can be broadly defined as “Web based communication tools that enable people to interact with each other by sharing and consuming information” (Fisher, 2021). Social media is not restricted to a singular app or website but is a broad term that covers a variety of web-based applications such as Twitter, Facebook, Instagram and Snapchat. This list is not exhaustive and there are now thought to be at least 100 social media platforms in existence that can be utilised (Kanwal, 2022).

Police forces across the United Kingdom have moved with modern times and the existing technology and the use of social media is now being seen as an extension of community policing. Social media is seen as a way of engaging directly with local communities and a modern and time effective way (Badman, 2019). Prior to this technology existing, Police forces would engage with communities through ways such as messages through local newspapers, officers walking around on the beat and through meetings being arranged in the community. All these means are not particularly effective ways of using resources in today’s shrinking police forces. A research project from a team called composite found that police forces with a strong social media presence, have better relationships with the citizens they are policing (BBC, 2012).

Although the use of social media is often encouraged, force policies are essential to ensure the appropriate and professional use of social media. Messages and information can be posted in just seconds by a single officer and can have a reach of millions of people in just seconds. This level of reach comes with a high degree of responsibility therefore it is critical that force polices are adhered to. An example of a police forces social media policy comes from Northamptonshire Police. Northamptonshire Police have not only given their officers a policy to stick to but have also made this public on their website (Northamptonshire Police, 2023). The online policy stipulates what can and can’t be posted and then goes on to state the reasons for their policy.

In recent years, social media use is now not just restricted to use by the organisation as a whole but individual officer accounts are on the rise. Individual officers have sought authority from their respective forces and been creating accounts which detail their daily work. This use of social media is great for transparency and for the public to be aware of the important work that their local officers are conducting. From just conducting a basic search on Twitter, I can see several South Wales Police offices such as special constables, PCSO’s and traffic officers that are detailing their everyday policing lives. This is a more recent move from centralised accounts an has the benefit of being more personal to local communities. Despite the obvious benefits to individual officer accounts, other police forces are making moves to block such officer accounts. For example, North Yorkshire Police have specifically banned all of its officers from creating “work” accounts and then engaging with the public (Johnson, 2021). One possible reason for this apparent decision that must be considered, is Police Forces lose any control over what content is posted in their name. With no immediate control over posts, Forces are still open to scrutiny and criticism that could come from any posts that are misguided or not in line with policy.

Looking at an incident in which I have attended whereby social media played a critical part, comes from a sudden death that I attended. I have been the initial attending officer at an elderly person’s address whereby the deceased was located. There was nothing untoward or of particular note during my initial attendance however the deceased had no other persons living with them. As part of the standard protocol, I have conducted a search of the address, looking for any contact numbers or information which could lead me to any next of kin. Attempts to find relatives were negative and upon speaking to neighbours it was established that the deceased had very little family and would rarely have anyone visit other than their care workers. The neighbours had an incline that the deceased definitely had family in the Cardiff area but had absolutely no further information that they could offer up to assist.

Upon the end of the incident, I have then returned to the police station where I was able to conduct further checks on police systems in a bid to find any relatives or family that may be linked. The issue I was facing is that there was nobody who could identify the deceased and also It was my responsibility to pass a death message to the family, if they existed. In addition, the coroner would expect somebody to be named as the deceased next of kin.

Following an exhaustive list of enquiries, my attention was then taken to the possible idea of using social media to make a request for next of kin to make contact. Using South Wales Police policy, I have then emailed the social media team with details of my request. Within just a few hours, a post had been made on multiple platforms such as Facebook and Twitter. Very quickly, these posts gained momentum through likes and shares and comments began pouring in. The posts had been very successful, and I was confident that it was going to have the desired effect. Despite many comments being things such as people sending their condolences, I have then received an email from the public service centre. The public service centre had received contact from someone in the Cardiff area stating that they had known the deceased many years ago. A name was then given along with a possible area in which a brother may be living.

Utilising this new information, I was able to filter and target my searches on police systems which returned a result in the local area for a potential brother of the deceased. I have then subsequently attended this address and it was then confirmed that the person I was speaking to was the brother and next of kin for the deceased. The brother was later able to attend the hospital and carry out the formal identification of the deceased. I have no doubt that the use of social media in this incident, expedited my enquires and was able to assist me in finding the relatives in a timely manner.

Of course, despite the obvious benefits of such a post, it also must be considered that there are possible negatives to any such information being shared. One consideration is that of privacy. In many cases of losing a loved one, privacy is of high importance. Families require time to grieve and often wish to keep the death in their family to themselves until all extended family have been contacted. In this case, it had to be considered that any such post had the potential to then reach extended family prior to the immediate family being informed of the death. Unfortunately, this is a risk that is involved however the benefits were considered to outweigh this negative. Another drawback in this incident which I had to consider was that unfortunately there is limited use of social media by the elderly community. I considered that due to the elderly age of the deceased, any relatives would be of a similar age which would then make them unlikely to be active on such platforms. For example in a recent extensive survey conducted by an online group, it was found that just 7% of people aged 65+ are active on Twitter (Khoros, 2023).

The next risk of making a social media post requesting information of family of the deceased, it that the post can encourage speculation from the wider public in the comments section. Comments can often be widely off the mark and have no substance. Having reviewed posts by South Wales Police, I have seen posts whereby instead of being helpful, members of the public are purely replying in order to speculate what may or may not have happened to the deceased and this can then gain traction in the community. Again, this is just another risk that is involved in using social media to send out a message and the benefits have to be judged to outweigh the negatives.

A recent example of a police force using social media and it not having the desired effect comes from a recent post from Gloucestershire police. In January 2023, Gloucestershire police thought they would showcase their proactive work in seizing an electric scooter from a member of the public (Twitter, 2023). In a short video clip which was posted, officers can be seen stopping a female riding a scooter on a public pavement. The women was pulled from the scooter before the scooter was then seized. The post was clearly aimed to showcase that the police are taking effective action and not turning a blind eye to the issue of electric scooters however this is not how the post ended up being received. The post was made at 8am on a Saturday and by Monday at 0930am, had received 380,000 views on social media along with 1,800 comments. In the comments section, complaints were made over the “heavy handedness” of the officers and a large number of comments were aimed at questioning if this was an effective use of police time rather than looking at alternative crimes. This is just one example of where a post is made by a police force with good intentions of showing the work being carried out, yet its message has then been received in a totally different light by the public.

A final area of risk that I have identified, is the issue of members of the public reporting crime via social media channels. Although crime reporting is often encouraged through these means, there is always a risk of someone making an emergency report through these channels and there being a subsequent delay in a response. Due to the time constraints of someone sifting through reports and allocating as appropriate, reports can sit in a social media inbox for a prolonged period. The real risk is that whilst someone is in an emergency, and they then opt to make the report via something such as Facebook messenger. South Wales Police try to minimise and mitigate this risk by regularly posting that social media is for non-urgent matters only and that any emergency requests should be made through 999 only.


In conclusion, social media is a useful tool that has only been prevalent in the last decade. Police forces have come to realise the useful and effectiveness of having active accounts and usage of social media by forces has been on the rise. These accounts have been utilised to disseminate information quickly and effectively and this has proved itself time and time again. Police forces have found themselves more capable of engaging with the local community more than ever and the use of social media allows police forces the ability to operate in a more open and transparent manner. There are several risks and downsides to the use of social media which I have covered extensively in this essay, however with strict and direct policies available to officers, its use can often be beneficial. In my own example that I have reflected upon, I have shown how social media was of benefit to me in my investigation and without such technology, my enquiries would have gone on for much longer and been more time consuming.

In my opinion, social media is a fantastic and effective tool that gives officers more options when conducting investigations as long as it is used correctly. Prior to making any social media posts, the benefits should always be weighed up against the risk and disadvantages of any such post.


Word count - 2058


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 choose a policing incident in which I have played a significant role. From this incident I will then critically evaluate and evidence my flexibility in leadership style. I will achieve this by analysing different leadership strategies that I have developed to manage various incidents in which I have attended. This essay will then look at different leadership models which are commonplace across policing. I will also reflect upon how I have had to apply a change in leadership strategies to reflect ever changing circumstances at incidents.

Leadership is not something that is only expected from senior management in the police. The college of policing state in their own policing guidance that everyone should be developed as a leader, and this is then reflected in the college of policing’s own competency values framework (College of policing, 2023). The college of policing are not the only professional body that are making such strong statements on leadership in policing. His Majesty’s inspectorate of constabulary and fire and rescue services (HMICFRS) are an independent institution that oversea and review the efficiency and effectiveness of home office departments. HMICFRS state in their own reports on UK policing that police leaders build a strong sense of shared values and common purpose at all levels of the police service (HMICFRS, 2017). These statements from both the college of policing and HMICFRS really highlight the importance of strong leadership values in officers. Leadership is a complex area and comes in a variety of styles which can be developed or adapted for different circumstances. I will look at these various styles further in this essay.

In addition to the leadership styles, flexibility is also a skill that is required to recognise when your leadership style is required to change in line with the ever-changing circumstances that a leader is met with. Flexibility in leadership can simply be defined as agility in adapting to change (The complete leader, 2023). This flexibility is recognised as a sign of a good leader. The reason why flexibility is required is because no two people are the same and no two people react the same way to the same type of leadership. This combined with situations where circumstances change quickly, requires a flexible leader who recognises these signs and that adapts their approach to suit.


The incident that I have chosen to reflect upon what a matter of drink driving. Whilst on mobile patrol in a crew with one other colleague, a report was received of a road traffic collision (RTC) having took police nearby. Further information was then received from the scene with a member of the public stating that the driver responsible for causing the RTC was now trying to abandon his vehicle and walk away. I have then got myself attached to the call and started to make my way to the scene. Whilst on route, further information has been passed stating that there are suspicions from scene that the driver is possibly intoxicated. With this further piece of information, I have then heard multiple other police units attaching themselves to the call.

Upon arriving, I was met with a very chaotic scene. My colleague was having difficulty finding an appropriate place to leave the van therefore I have got out on my own whilst the vehicle was being parked. As I approached the two involved vehicles, I was already noticing a large crowd gathering and lots of people were shouting different bits of information at me. I was then able to immediately identify the driver who was suspected of being intoxicated. This driver had returned to his vehicle and was now sat in the driver’s seat with the doors closed. I have then approached the vehicle, opened the driver’s door and told the driver to get out. Straight away I could smell the alcohol on the driver’s breath and my own suspicions grew, thinking that the driver would be over the prescribed limit for alcohol. Meanwhile, my colleague was speaking to witnesses at scene, gathering information.

Within minutes, further officers then arrived. Due to the large crowd and increasing number of officers at scene, these further officers were not initially aware of who was who and exactly what was going. At this stage, I felt the situation needed more leadership and I then took charge of the incident. I asked one colleague to start taking details of all witnesses, tasked another colleague to take photos of all damage to the involved vehicles and then I dealt with the driver myself. I have requested that the driver provide a roadside sample of breath. The driver has subsequently failed to adequately provide a sample and then within a moment’s notice has started to become aggressive towards me and my colleagues.

At this stage, I knew that the male would be coming to custody for failing to provide an evidential sample and have then gone to put the male into handcuffs. The male has continued to resist and be aggressive. At this stage, I used flexibility in my leadership and then adapted my leadership style and had to work with my colleague to safely get the male into handcuffs. The male was arrested. Whilst the male was in the back of the police van, I already had the knowledge that an intoxilyzer trained officer would be required to conduct the relevant processes at custody. I have then checked with all officers at scene to get an understanding of everyone’s competencies in relation to conducting this process. I ascertained that I would be the placed officer to convey so have then taken the male to custody. The male later provided an evidential sample which was over 4 x the prescribed limit for alcohol in his breath. Months later the male was then convicted in court for driving whilst being over the prescribed alcohol limit. From my attendance, I feel that I played a significant role and that a successful outcome was achieved by everyone involved.

Following research and upon having reflected upon this incident, I now recognise several leadership styles that I have developed in myself. There is up to 13 recognised leadership styles that are thought to be commonplace (Indeed, 2020). Of these 13 recognised styles, I will be focusing on just 3.

The first leadership style to be looked at is Autocratic leadership. Autocratic leadership or authoritarian leadership as it is sometimes called, is characterized by the control of an individual over the decisions that impact a group with little to no input from the wider group members (Nickerson, 2022). This style of leadership is commonly found in disciplined organisations such as the military and police due to its rigid and strict approach (Wepman, 2023). This leadership style relies on a highly structured process or set of instructions being given however it comes with its own pitfalls.  In this leadership style, there is a possibility that team members can be left feeling as if they do not get a say or the opportunity to contribute to any decisions that are being made. I felt myself leaning on an autocratic style upon my attendance at the incident on which I have reflected. This leadership style was required due to the immediate requirement for organisation and structure at what was a chaotic roadside scene.

The next leadership style that I have looked at is the style of Democratic leadership. Democratic leadership is the opposite to Autocratic. Democratic leadership or participative leadership as it is often referred, is a style whereby members of the group are all encouraged to give their input and participate in coming to a decision (Cherry, 2022). This leadership style is a great way to make everyone in the group feel involved and empowered (Villanova, 2022).

Although I do not feel that I used democratic leadership in this incident which I have reflected upon, I can see where and how I have used this style at other more suitable incidents. An example of where I have often used a democratic leadership style is at domestic violence incidents whereby both involved parties are giving an account of what has happened. In this situation, I often find myself having my own opinion on what course of action needs to happen whilst at scene however it is often best practice to then come together with team members and get their input on what decision should be made. This leadership style ensures that everyone is involved in coming to an informed group decision.

The democratic leadership approach has the positives of every team member feeling valued and empowered however comes with its own risks such as slower overall decision making and the possibility of a loss of direct individual leadership (Lindberg, 2023).

The third leadership style is called a Laissez-Faire approach. This style is often also referred to as a delegative style (Gans, 2022). The Laissez-Faire style promotes a hands-off approach from the leader allowing the group members more flexibility to make their own decisions (Cherry, 2022). There are multiple benefits and pitfalls to this style. The main benefits are that group members feel entrusted to come to their own decision making which can in turn make them feel although they are managing themselves. The downfall of this approach is that research suggests that this approach can lead to the lowest productivity amongst group members (Cherry, 2022) and this style is not suited to all situations. I have witnessed this style of leadership in my own work on numerous occasions whereby my own chain of command has given me a task but allowed me the flexibility and trust to conduct investigation as I see fit. This style of leadership allows me to develop and learn from my own mistakes.

In conclusion I have identified that leadership is a key skill for police officers to possess throughout the rank structure. All incidents and tasks that officers are involved in, require a degree of leadership from everyone involved. There are several leadership styles that have been identified through research however there are commonly 3 that I witness being used daily in my policing work. The 3 leadership styles identified and reviewed in this essay are autocratic, democratic and laissez-faire. All 3 styles have their strengths and weaknesses, and it is often a blend of all 3 styles that is used to manage a group of people.

I have identified a particular policing incident whereby I have been required to take a leadership role and then evaluated the style which I have adopted. The two styles I used in this particular policing incident were a democratic style initially before then realising that I needed to adapt to an autocratic style to take control of the situation quickly before it escalated. This approach definitely worked well for me as I was able to initially allow for myself and my colleague to take two separate approaches to the call before then realising that if we do not get a hold of the situation, it could quickly escalate into a public order issue with there being a crowd with multiple angered members of the public getting involved.
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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 reflect upon my three-year probation period where I have worked as a constable in the Cardiff Base Command Unit. I will break this three-year period down into 2 periods of learning, the initial 12-week tutorship where I received guidance and support from a 1-2-1 tutor and then when I was signed off as independent, when I have been mentored and coached by more experienced officers on my team. I will then look at how I benefitted from these two development periods and how they differ. 

I will aim to evaluate how any tutoring and coaching has helped me to meet personal, professional and organisational goals and then how it has aided me to learn, develop and perform in the workplace.

Reflecting on my initial 12-week period, all my support and learning came from being with a trained tutor daily. A tutor is someone whose responsibility is guiding another person through gaining knowledge (Tutor one, 2023). My tutor played a big part in helping me gain the required knowledge by guiding me through all processes and procedures in a variety of calls and situations. My tutor was able to slowly give me more responsibility and decision making throughout the 12 weeks so that by the end of the period I was conducting all the work myself with very little guidance. I remained with a single officer as my tutor throughout this 12 weeks and found that I was able to observe his manner of policing and methods he applied to incidents. As a result of these observations and exposure, I could form a foundation of the style of policing I have come to develop as my own. Once I had met the required standard, I then transitioned into my independent probationary period, being crewed with a variety of officers on my response team.

During this independent patrol status period, I was able to conduct the role of a constable whilst still having various mentors whom I could turn to for advice and guidance. A mentor can be defined as a person who can support, advise, and guide you, mentors use their understanding and personal experience to help you improve (Cronin, 2022). Following on from the tutorship, my mentors came in the form of the more experienced officers on team and my supervisor. I was not limited to just the one mentor but was collectively mentored by all members on my team. This style of mentoring is recognized and known as “Group mentoring” (Mentoring complete, 2023). The benefit of this mentoring period, was the further exposure that I had to other officers, working style and methods in certain situations. From observing other officers’ actions, I could pick out the parts of their style which I felt worked well and adopt these styles myself. Becoming independent, meant another student had joined shift and was now in their tutorship. This in turn resulted in me attending calls that were perhaps more challenging than those I had been to with my tutor. There is a slight aspect of ‘sheltering’ when in a tutorship, given a tutor is often aware that students may not have the confidence required to deal with high levels of confrontation. This fact has been highlighted by senior ranking officers in the UK (Hymas, 2021). 

The is a slight difference between tutoring and mentoring. Both involve promoting achievement and instilling positive attitudes. But while a tutor helps a person with their studies, a mentor is a role model, somebody that listens, takes an interest and can help with anything that falls outside the parameters a curriculum (Good schools guide, 2023). It is during the mentor period, that I really felt that I was progressing. 

Whilst consulting my mentors, I set myself several smaller goals that I felt were relevant and would assist in me progressing through the probation period. The larger goal that would be achieved by completing the small steps was the goal of becoming a more skilled and confident police officer. I ensured my goals were achievable and could be achieved in a timely manner during the 3-year probation. A model I followed whilst setting me goals, was the SMART goal model. The SMART goal method ensures that goals set are focused and then increases your chances of success (MTCT, 2023). The word smart is used as an acronym to ensure that goals set are specific, measurable, achievable, relevant and time bound. By using the SMART method, I was able to set out several goals which would aid me in learning more, developing and performing more effectively as a police officer in my workplace.

My first goal was to complete my standard response driver course. This goal was particularly important as my response team was limited in drivers who could respond to emergency calls. This goal was personal to me as I had a particular interest in driving, yet it was also of benefit to the organisation of South Wales Police as it left my supervisor with more resourcing options. Becoming a response driver would also benefit me in being crewed with a wider variety of other officers. Crewing’s were often decided on skillset with one officer being a driver and the other being a non-response driver. This progression of getting a place on a course meant more responsibility for me as there was more likelihood of me being the first officer on scene and I was to then be trusted with my dynamic risk assessments whilst driving and utilising the vehicles emergency lighting. I subsequently achieved this goal and discovered that being trained in this area had the desired effect in helping me progress and develop as an officer.

In addition to this driving goal, I set out a further goal of becoming a taser carrying officer. This goal would ensure that I continued to professionally develop whilst enabling me to attend and expose myself to a wider variety of calls which included reports whereby there was a risk of weapons being involved or where there is a greater threat of aggression. Taser carriers are much more likely to be at incidents where there is heightened aggression to officers, this is from the psychological phenomenon called “weapons effect” (University of Cambridge, 2018). Becoming a trained taser carrier was not a goal that I was able to set out alone. Prior to attending a taser course, I was required to get authorisation from my supervisor that he was happy and confident in my ability and decision-making skills. Once taser trained, I was then going to be expected to be efficient at carrying out dynamic risk assessments to ensure that I kept myself, my colleagues and members of the public safe in what could potentially be dangerous incidents. I would also be carrying a higher level of threat, harm and risk when attending calls and would be trusted to use such as increase in use of force where I saw fit. Following completion of my taser course, I have since been deployed to a range of taser officer deployment calls where this particular goal and skill has enabled me to be a more suitable resource to attend incidents where there was a threat of weapons such knives. This skillset has left me feeling much more suitably trained to deal with these types of high risk calls and has really shown my progression as an officer since finishing my initial 12-week tutorship.

The third and final goal that I set myself during the 3-year probation, have come in the final year. As I have moved into this final year, I have already began looking at my career and progression as an officer once confirmed in the rank as a constable. I have a strong interest in traffic related calls so then set myself the challenge of obtaining some skills in the traffic environment. The two courses that stood out to me were the stinger training and the intoxilyzer course. I had already noticed a gap in my team where there were no suitably trained officers that were able to assist whenever there were any pursuits ongoing. In addition, traffic officers would often be looking for assistance with drink drivers when they were fully committed, and my team were often unable to provide any assistance due to there being no suitably qualified persons. With this goal being set in my final probation year, I then sought out the training that was required. I completed this training and have since been involved at several incidents whereby both skill sets have been utilised. My intoxilyizer training has particularly been useful, where over the Christmas drink drive campaign period, I was able to utilise this skill and reported several drivers to court for drink driving with successful outcomes in court. Given how often I have used my intoxilyzer skill, I have since moved into a mentoring role myself on numerous occasions where I have assisted other officers who were going through the drink driver station processes for the first time themselves. I have been able to give assistance and advice, and this demonstrated the natural progression over my three years where I have progressed from a student officer, new on team with very limited policing skills to an officer that is able to mentor and advise officers themselves.

Reflecting upon how I have received feedback throughout probation, I recognise a method that my tutor would use. This method is the de briefing method. The de-brief would often begin in the immediate minutes following a call, sometimes in the police van on the way back to the station or next call. My tutor would simply ask me “How did you think that went”. This was never a trick question but more a way of getting me to open up about my personal thoughts on my performance. My tutor would then ask me if there was anything I would do differently the next time. Once I had provided my feedback during a de-brief, my tutor would then give his feedback. I found this feedback method was great as it meant I was able to learn quickly and sometimes park my thoughts and concerns prior to moving on to the next incident which would often be straight away. This was a two-way conversation where I was able to receive feedback but still provide it. The method of giving feedback through de-briefings is recognised and supported by the college of policing who state that it is a good practice so that officers can identify areas of improvement which can even mean organisational learning (College of policing, 2023).

I have continued the de-briefing method myself when crewed with other officers as I feel that this is where learning always takes place. Whenever I leave an incident, I will always run through the call in my head then talk to my colleague, looking at if it could have been handled any differently. My colleagues have been receptive to this idea and it has become more commonplace after incidents on my team.

In summary I have benefitted from both tutoring and mentoring. I have identified the styles and theories that have been effectively used in policing during my probational period. I have reflected upon how my mentoring and guidance from other officers has enabled and encouraged me to set several smaller achievable goals that have developed me as an effective police constable in the workplace. I have recognised how giving and receiving feedback is critical in development of officers and to ensure that safe working practices are adhered to. Now at the end of my 3-year probation, I recognise and see myself moving into the mentoring role in my team as newer student officers join my team.
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