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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:

According to the College of Policing (2023) guide for authorised professional practice, there are certain standards which must be adhered to in any given set of circumstances by us as officers. Within this essay I will discuss how this code of practice is employed within the context of a specific incident which I played a key role. I will then discuss how my experiences during my final year of probation have shaped my role as a modern professional police officer. 

The incident I will discuss was a mental health crisis call. The original call came in at 10.30pm and reporting person was a housing officer with a concern for welfare of one of their tenants. The tenant had text the housing officer advising that she was intending to self-harm using a sharp object. The reporting person had attempted to contact the individual by phone numerous times but was unsuccessful, so concern was raised. She advised on the call that she was on her way to the property to conduct a welfare check on the individual. Due to the nature of the report the incident was deemed a Grade 1 call, and my unit was immediately deployed. Due to our proximity to the address, we were due to arrive at the address at approximately the same time as the reporting person, we assumed this would enable us easy access to the property as she was a key holder. 

Upon our arrival at the property, we knocked the door but there was no answer, we then rang the reporting person as she had not yet arrived. Unbeknownst to us at this point the reporting person had been informed by their manager that they were not permitted to attend, this resulted in us forcing entry to the property. Due to our concerns for an actively suicidal individual, we used Section 17 of PACE to breach entry to the property. We went upstairs and found the individual who it was clear had not been engaging in self-injurious behaviour at this point. There was no evidence of injury, and we searched the room for any sign of razorblades or any other sharp objects that could be utilised to harm. We found some razorblades which we confiscated from the property. Upon discussion with the individual, we were satisfied at this stage she was not presenting an immediate risk to her own safety, so we encouraged her to speak to 111 option 2 which is the Mental Health Crisis line. She refused to engage with this. We ourselves contacted them for advice and they advised they had minimal concern for the individual given the circumstances conveyed. 

At this point her flatmate arrived home and we made a decision to leave her in the safe care of her friend. We contact the reporting person to provide an update and they advised they intended to visit the address shortly now that a welfare check had been conducted by us. We advised that we have no powers to detain under the Mental Health Act (2017) if someone is within their own property. We returned to the station to complete the associated paperwork which includes a Public Protection Notification – a risk assessment tool that is shared with partner agencies. 
Four hours later, we received a second call pertaining to the same individual. This resulted in another Grade 1 call to the same address. My unit was again immediately deployed. The reporting person was the friend we had left the individual in the care of earlier that night, she advised that the individual had left the property five minutes earlier and had told her she intended to jump off a bridge. I conducted a search of relevant CCTV in the locale to attempt to gain any immediate intelligence as to her possible location. At this point an Operation New York was called to flood the area with units. Council CCTV came across the radio channel advising that she was at a train station on patch. The nearest unit deployed to the train station and apprehended her in the interests of her safeguarding. At this point 111 option 2 was consulted again, this time she engaged with them for a telephone assessment, resulting in an appointment for the following morning which she agreed to attend. Following guidance from the Mental Health Crisis team, the course of action decided was to return the individual to her home address where she agreed to stay until attending the appointment the following morning. 

A few hours later, at around 5.30am we received a third call pertaining to the same individual. The reporting person was her flatmate who advised that she had returned to the home address and started drinking heavily. This resulted in further claims that she was going to jump off a bridge. Again, we used council CCTV to locate her at a local footbridge over a train line. We arrived at this location and apprehended the individual under the care of Section 136 of the Mental Health Act 2017 under of the advice of the Mental Health Crisis team having given updated circumstances. We conveyed her to the local place of safety where she would be urgently assessed. 
All of the actions taken by us as officers here were in adherence with the College of Policing Authorised Professional Practice standards (College of Policing, 2016). The guidelines relating to Mental Health categorise an individual as experiencing mental ill health and/or being mentally or emotionally vulnerable and in need of assistance. The guidelines refer to the role of acting in conjunction with partner agencies, as within this incident we liaised throughout with the Mental Health Crisis Team to inform our decision making. We assisted the individual until the relevant agencies became involved. Initially the engagement of the individual with an urgent referral the following day but subsequently through her detainment under the Mental Health Act. All actions taken were in compliance with the relevant legislations i.e. right to enter the property under PACE and the right to detain under the MHA. 

Reflecting on the lessons learned and skills acquired throughout the incident. I would say that further steps could have been taken towards a potential Section 136 detainment at the point of the second call. Due to intelligence from the council that she had been witnessed laughing and taking photographs of herself at the scene it was evident to us that she was not seriously suicidal. This highlights the difficult role of professional policing in Mental Health. This incident served as a catalyst for my own professional development as an officer as it was a lesson in making assumptions regarding state of mind of an individual. This calls into question further evaluation as to whether the police are the correct agencies to be attending these nature of calls in the first place. The Right Care Right Person guidance (College of Policing, 2023) places the onus and responsibility on the correct agency to attend the appropriate calls i.e. ambulance or social services. This ensures that individuals receive the appropriate care based on their need. This is something that is in its early stages within SWP but will go some way in helping with these situations in future. 

Additionally, in line with the College of Policing Vision 2025, there is an objective to improve signposting of individual with mental health needs to the right services. This requires the seamless collaboration of a range of partner agencies to provide assessment, wrap around support and care for those in mental health crisis. Also, this vision statement alludes for the need for policing to address the source of demand on these agencies to ensure wellbeing of all concerned. Further guidance, although not specifically relating to mental health calls is outlined in the Policing Requirement (2023) statement. This refers to the capacity to work in conjunction with other emergency service agencies and outlays specific guidelines for doing so. These sets of standards ensure consistency of quality of service across the board in modern professional policing.

In 2018 the National Police Chiefs Council published a Workplace Transformation toolkit (NPCC, 2018). The purpose of this document was to specifically focus on the retention and wellbeing of officers. I would personally say that throughout my development as an officer within my probation period under the scrutiny of professional policing standards coupled with the additional pressures of a job extremely stressful by its nature and the requirement to complete an associated degree, I understand why retention and wellbeing is at the forefront of their outlay. I consider myself to be a particularly mentally resilient individual but I would say that the workload associated with the job and a concurrent degree is completely unrealistic due to the demands of professional policing in this day and age. Owing to significant personnel changes over the last year, 90 percent of my team are within their probation period and so we consist of a team who are all struggling under the same pressures. Going forward, this is something that needs to be addressed for the sake of the future of professional policing across the UK. The requirements and skill set utilised in academia is totally different to the qualities required of a police officer. 

Critically reflecting on my own performance as an officer within the last year of my probation, I would say that I have grown enormously in experience within the last 12 months. Operational demand has seen a significant increase in calls and incidents attended resulting in experience of a wide array of calls being attended. Due to the experience levels of my team, I am, more often than not, the most senior officer on scene, resulting in a propensity to take the lead. This has allowed me to build on my own confidence as an officer. It is also important for me to note that the professional relationship I have with my sergeant has helped enormously during this time. His guidance and expertise as well as a shared sense of humour has allowed the evolution of a fantastic working relationship. The importance of shared sense of humour on shift cannot be understated due to the often harrowing and difficult nature of the incidents we attend on a day-to-day basis. Although it is impossible to ignore the high-pressure nature of the job, I immensely enjoy policing and look forward to continuing my professional development post probation. 

Going forward, I will continue to exercise professional judgement under the guidance of the College of Policing regulations. I am acutely aware of the need to adhere to specific legislations at all times within my practice but to also exercise personal qualities such as empathy and compassion in everything that I do as an officer. I look forward to further advances in policy that will make this easier for us as officers. Advances in mental health regulations will always be required due to the significant prevalence of mental health issues across the whole of the UK. The sooner we develop a tailored approach to attendance of these incidents, the better the service that can be provided to those in need. 
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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:

According to the College of Policing (2023) social media is beneficial in emergency situations due to its ability to quickly disseminate information to a wide audience, reassure the public that the police are responding to the incident and improve information sharing between agencies. The impact of this cannot be understated. As the vast majority of the population are social media users, posting information on these platforms allows immediate dispersal of queries such as missing persons posts or updating the public on ongoing police incidents. Throughout my probation I have been involved in a number of incidents which have involved the use of social media, whether that be to obtain intelligence or dynamic operational situations involving public cooperation. The purpose of this essay is to discuss a specific incident whereby social media was used to inform the investigation. I will then discuss the general risks and benefits of the use of social media in policing.

The aforementioned incident unfolded as follows. The initial call came in from a care home that a 13-year-old girl had absconded from their care. I rang the care home back and established some quick details. This young person is well known to us as she very regularly absconds and is extremely vulnerable. Due to this vulnerability, she has a DoLS in place and requires 2 to 1 staffing. These circumstances immediately make her a high-risk missing person (MISPER). By the time the report had come in to us she had been already missing for 40 minutes. My immediate course of action was to attend the care home to conduct initial enquiries, these being a search of her room, the property and all of the land surrounding. Following this, I conferred with staff to ascertain whether she had taken any money or mobile phones with her. It was quickly established that she had around £50 in cash and a mobile phone, this as well as existing intelligence due to previous incidents indicated to me that she was likely to have travelled some distance from the address either by bus or train. Due to previously leaving on a train, we exported the incident to British Transport Police so that they could monitor their network.

My next action was to pass observations out to the local sector over the radio channel. I also conferred with the council in order to access local CCTV as this covers all of the bus and train stations in the area. As part of the first at scene initial enquiries we asked for consent from parents or guardians to place a social media appeal. This entails publishing a recent photograph, a brief description of her appearance and a likely direction of travel. This information was then passed to PSC social media communications team who constructed a post to be distributed across our social media channels including Facebook, Instagram, and X. This post asks members of the public to get in touch with us quoting the unique reference number to provide any intelligence or sightings of the misper that may aid in her being located and returned safe and well. 

As a result of this post one of her friends contacted us online and submitted screenshots of the young person’s Snapchat story. In the Snapchat story, from the timestamps, it was evident that she had left Cardiff Central train station approximately 10 minutes prior to the report being submitted. This gave us a confirmed exact last location as the train platform was displayed in the background. We were able to use this information to ascertain that there were two possible trains that she could have alighted at this time from this platform. One train was travelling towards Bristol and the other towards Birmingham. Around 10 minutes later the original reporting person used social media to contact us again with an updated screenshot of her Snapchat story. This depicted the MISPER on a moving train with a building in the background. This image was shown to a number of officers who were in the parade room at the time to try and identify it. Coincidentally, this was a building I personally recognised. This immediately confirmed location, time, and direction of travel. I conferred with the inspector who has the overall operational responsibility in locating MISPER’s through deployment of resource and conducting dynamic risk assessment. He contacted the inspector of British Transport Police who deployed his own resources to one of the next stops. This resulted in their units locating the missing person and enabling their safe return. After which, we arranged transport of the young person back to the care home address. 

The use of social media was instrumental in the success of this operation as without the distribution of the missing persons post, we would likely never have received the intelligence which led to the safe retrieval of the vulnerable young person. In addition to this, the social media platform Snapchat was invaluable in providing accurate time stamps and locations of the individual, enabling officers to act quickly to safeguard her. Had we not received these images, it would have likely taken significantly longer to locate this missing person and this delay could have significantly compromised her safety. In order with SWP policy, the relevant consents were gained, allowing a textbook example of the benefit of social media usage in policing to unfold. 

As such, the benefits of using social media are plentiful. According to Williams et al. (2018) the interactive nature of social media usage in policing significantly enhances community engagement and increases positive responses to police agenda. In addition, Hadjimatheou et al. (2019) refers to the use of social media in policing as a roadmap for public security planning and crime prevention. The real world applications of these findings cannot be overstated. Grimmelikhuijsen and Meijer (2015) investigated the relationship between police force social media usage and perceptions of transparency and legitimacy. It was concluded that the use of Twitter (now X) specifically increases perceptions of legitimacy whereas interestingly, no significant effects were found for other social media platforms. It is interesting to consider this in the context of where information is posted mitigating benefits. Additionally, Dai et al. (2017) implicated the use of social media in improving community engagement with policing but outlined that this relationship was mitigated by the specific content. That is to say, it’s not the use of social media itself which benefits policing but the nature of the material being posted. 

As well as improving engagement and public trust, the operational benefits of social media use cannot be understated. Ferguson and Soave (2020) conducted research that concluded that specific use of hashtags and images significantly increased the efficacy of social media posting in missing persons cases. This highlighted the need for standardised content within missing persons posts. Within the context of using social media internally for investigative purposes in MISPER cases, Fyfe et al (2013) identified that evaluation of the missing individuals social media can provide invaluable intelligence. Their research suggests that social media allows for critical dissemination between ‘intentional’ and ‘unintentional’ disappearance and assessment of risk of harm to the individual. Jeanis (2020) referred to social media as unequivocally the most useful missing persons outreach tool. In my experience of missing persons cases, I would have to agree. 

As well as the benefits of using social media in policing it is important to consider the possible risks. In my personal experience, social media posts particularly on Facebook can very quickly result in the spread of speculation and misinformation. In these circumstances, the social media communications team tends to turn off commenting but this can prevent genuine commenters providing useful intelligence. According to Morrow (2019) spreading of misinformation in the public domain like this can actually result in a dangerous workplace environment for officers. This paper highlights the speed at which false information spreads and just how dangerous this can be. A real life example of this was a recent post on SWP Facebook regarding an ongoing incident at an address in Morriston, the post advised the public to stay away from the area in the interest of safety. The comments on the post escalated from someone commenting that they had heard a gun shot to numerous comments that two dogs had been shot by the police, none of which was true. This escalation in the comments resulted in a torrent of abuse of SWP. The intention of the post was to preserve the safety of the public but the result had been an accumulation of public hatred and threats towards the police. 

A further potential drawback of the use of social media in policing is privacy concerns. Daniel (2014) suggested that use of social media by police forces can be interpreted as an emerging form of surveillance and therefore constitutes a breach of privacy in certain circumstances. This research implicates the use of profiling and discrimination in the use of information discerned from social media perusal when using it as an investigative tool. Similarly, Goldsmith (2013) refers to the use of social media in policing as ‘disgracebook policing’ and calls into question the information and communication practices adopted within the utilisation of this tool. It is argued here that the concept of police indiscretion is at the forefront of organisation wide social media use. It is clear from the aforementioned studies that the use of social media in policing has some way to go before it reaches a point where the benefits wholly outweigh the negatives. It is important for forces to consider within their social media policies the context and content of their posts meets a criteria whereby their necessity outweighs any potential negatives such as public speculation or spread of misinformation. It may be useful to consider turning comments off across the board on social media posts and to signpost anyone with useful information to another method of reporting to attempt to mitigate some of these effects. 

In conclusion, within the context of the original incident discussed, the outcome of that case could have been completely different without the input of social media. It was unclear whether the vulnerable young person was intending to meet up with someone on the other end of her journey and our ability to intercept her on route prevented her from coming to any possible harm. It is unusual that social media can be used so specifically as within that example as it just so coincidentally happened that I recognised the building. If the background hadn’t been in view or I hadn’t recognised the building, the social media posts submitted would not have been as useful as they were. Therefore, I believe it is important to consider that there are only certain contexts that social media use is beneficial within and that it often requires a more wholistic approach i.e. the input of existing intelligence to inform investigation. Additionally, the potential drawbacks of using social media must be taken into consideration in their effects on what is already a potentially very dangerous career. The outlet for inception of hatred towards policing on a public platform is never going to have a positive impact. 
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Task 3

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


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

According to Pearson-Goff and Herrington (2013) the function of leadership in policing is to address the increases in demand for accountability from and within policing as well as the emergence of new crime types and emerging challenges. What is leadership? Simply put, a leader is someone who fosters strong relationships with their team and ensures that all individuals reach their full potential, as well as reaching organisational goals (Lindauer Global, 2023). Throughout my probation I have continuously evolved my leadership capacity in order to adapt to a range of operational situations. Particularly in the last year where significant personnel changes have resulted in me being one of the most senior members of my team, I have had to hone and adapt these leadership strategies as I am often the member of my team who officers younger in service look to for advice and guidance. I will demonstrate this within this essay within the context of a dynamic operational situation where flexibility in leadership was required. 


This incident came in early in the morning, the victim was the reporting person and the initial call stated that she had been physically assaulted by her husband. Initial checks on the way to the incident revealed that both parties were known to the police and had a significant history of reporting abuse against each other. I arrived second at the scene following another unit, upon my arrival the reporting person was inside their neighbours property. The already attending unit was also in the neighbours property safeguarding the victim and obtaining the initial account. As I had personally dealt with both the victim and perpetrator in this incident on numerous occasions previously, I was acutely aware that the perpetrator was particularly violent towards police. Just prior to my arrival on scene, I contacted the attending officers via point to point to alert them to the potential danger of this person.They made me aware that the victim had sustained significant injuries that would require medical attention. I attached myself to the incident and made my way to the scene to assist as quickly as possible as I was aware that this might escalate quickly and the already attending officers were both very young in service. 



By the time I arrived on scene the perpetrator had left but I noticed that his car, keys, wallet and phone were all still in the property. This brought to my attention that the perpetrator was more than likely in the immediate vicinity as he had clearly left on foot and had no means of contacting anyone else. The location of the area is very rural with just one road in and out so he would not have been able to leave without passing us. My next action was to conduct a thorough search of the house and garden as well as the outside of neighbouring properties. This search elicited no findings. I instructed the two attending officers to stay in the neighbours property with the victim and lock the doors to ensure their safety. I then liaised with my sergeant and inspector regarding the best course of action, I provided them with a verbal brief on scene and set out my intentions with which they agreed. My next action as a result of this briefing was to contact additional resources and request their immediate assistance in an area search. It is important to mention at this stage I was solo crewed, although taser trained. I called over the radio for any TST, drone or dog units to attend as well as consideration for NPAS to be deployed. The sergeant and an additional unit from my team was on route to the scene at this point also. NPAS was unable to attend due to low cloud cover. A TST unit, drone unit and dog unit attached to the incident so I was aware they were on route. 

The plan was to await the arrival of these further resources to embark upon a thorough search for the perpetrator and conduct a containment on the area. When these resources arrived within around 15 minutes, I was coordinating this containment. It was at this point I instructed the initially attending unit to convey the victim to hospital for medical attention. The ambulance had graded the call as non-urgent and projected the wait time in excess of four hours so I made a judgement call for us to convey the victim as she would obtain medical attention more promptly as well as benefit from safeguarding within the hospital environment. I spoke to the sergeant of Morriston to make him aware that our victim would be at Morriston A&E as I was aware he already had some units in situ. I provided a verbal description of the perpetrator and asked that they put out obs to keep an eye in case he attempted to gain access. 


At this point, my sergeant arrived and took charge of the scene. The majority of the now attending officers were taser carriers and we embarked upon the search. From that point onwards things were quite straightforward, using police intelligence and previous reports we were informed of likely locations where the perpetrator could be. After around 20 minutes, the perpetrator was found in one of these locations and subsequently arrested for domestic violence assault. At this point my sergeant stood everyone down, organised the conveyance of the perpetrator to custody. He also role delegated in terms of the golden hour of opportunity for obtaining information to inform the investigation. At this point my role became to take disclosure statements from the neighbours and other units conducted house to house enquiries as well as CCTV review. 


Critically reflecting on my role in the incident I am able to identify that I played a significant role in the coordination of the effort but delegated where appropriate and handed over to my seniors at a point which was appropriate. The style of leadership employed here was a combination of Situational and Servant leadership. According to Hershey and Blanchard (1997) Situational leadership is an approach which entails tailoring your leadership style to the needs of those being led. This applies particularly to my early role in this incident where I adapted my strategies to account for the fact that I knew my colleagues already on scene were young in service and lacking in experience. I also used my existing knowledge of the mitigating factors in this situation i.e. prior experiences of these individuals and their propensity for violence to inform those involved that the situation may quickly turn volatile. I used these circumstantial factors to inform my leadership style as I was the officer attending with the most experience of dealing with these individuals and therefore felt confident to take command of the incident. 


In addition, I adopted a Servant leadership style with my communication style with the officers already on scene. It was my thorough intention to place their needs above my own as they were in a potentially at risk scenario should the perpetrator return to the scene. This leadership style is one I frequently adopt as it allows for the ethos of ‘serve first, lead second’ and puts the individuals who I am leading at the forefront of my priorities (Patterson, 2003). 

Upon the arrival of my sergeant, I immediately adopted a more ‘Laissez-Faire’ leadership style (Lewin, Lippitt and White, 1939), taking the direction of my superior but still remaining involved with the support of my colleagues, in more of a back seat rather than a front seat role. The multitude of leadership styles very quickly adapted to and employed by myself here reflects how a dynamic operational situation such as this requires such flexibility. I pride myself on being able to step up and take command of a situation whilst putting my peers first, using my existing knowledge and situational judgement as a driving force. Equally, I am happy to be delegated different roles by my superiors and play whatever role is required of me as the situation evolves or escalates. Critically reflecting on my role throughout this incident, I am pleased with how I handled the situation. I took all precautions to ensure minimal risks to both my colleagues and any further risk to the victim. I waited until we were appropriately crewed to convey the victim to the required medical attention in a place of further safety. My quick and effective communication of the circs to my sergeant allowed him to affirm my decision making and promptly call for deployment of further response and additional specialist units. I acted throughout in the best interests of the safety of my colleagues and safeguarding of the victim. 


Throughout my probation period there have been countless occasions where flexible leadership has been required of me due to operational demand. One of the other leadership models I have employed has been Transformational leadership (Bass and Riggio, 2010) this has involved a more long term approach in helping my colleagues younger in service to gain confidence. Transformational leadership has significant individual as well as overall organisational benefits. Increasing the confidence of younger officers, despite being relatively young in service, feeds back into my own confidence levels. Another leadership style which I am very used to adopting is Participative leadership (Lewin et al. 1939). This entails a collaborative approach with my colleagues and using group problem solving and solution finding for the overall benefit of the team. As we have grown as a team this approach has been more prevalent as we work out our individual strengths and weaknesses and delegate tasks to ensure experience is gained where and when necessary. For example, it is normally the case that during handover on an early shift that the officers newer in service who are not blue light trainer or taser carriers will take on prisoner hand-ons whereas members of the team who are able to respond on blues will be kept available to attend Grade 1 calls. This generally allows less experienced members of the team the opportunity to get to grips with paperwork, an element of the job that can be very demanding and something that I myself have struggled with as a junior officer. 


In conclusion, throughout my entire probation period I have experienced changes in personnel and changes in operational demand that have required significant flex in leadership style. Finding myself as one of the most senior members of my time during my own probation has resulted in my inadvertent development as a leader. I have automatically stepped into the role of a supervisor for many of the junior members of my team. It has been frequently commented on by my sergeant and inspector that I would excel as a tutor and this is something that I will give serious consideration going forward. With respect to the incident discussed, I would act very similarly if faced with the same incident again. I am very pleased with how I managed to take command of the situation but then step back when appropriate. The importance of this flexibility cannot be understated, especially when faced with the dynamic situations we find ourselves in within modern day policing. 
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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:


During the past three years of my probation, I have seen massive changes in not only my own team but policing as a whole. Owing to significant changes and shortages in personnel I have found myself gaining experience very quickly across a range of operational situations. This experience has been challenging but has benefitted my progression as an officer enormously. Throughout this period, the influence of my mentors has been invaluable. The coaching and guidance of my sergeant and another senior member of my team (who is non-operational for health reasons) has helped me navigate what has been a turbulent couple of years. The importance of these senior figures within response teams cannot be overstated. Throughout this essay I will discuss this importance within the context of personal, professional and organisational goals and development. As well as discussing different coaching and mentoring theories in policing. Lastly, I will discuss how feedback is critical within the context of development as an officer young in service. 


Mentoring in policing involves the guidance of a more experienced officer. This person provides support and advice to a less experienced officer and imparts their specific knowledge and skills upon their mentee (National College of Policing, 2024). Interestingly, according to research conducted by Tyler and McKenzie (2011) concluded that the effectiveness of police mentors themselves is directly predicted by perceptions of success of their own mentorship experience as an officer. More recently, Pauoline and Gau (2024) highlighted how mentoring not only energises a workforce but encourages and enthuses less experienced officers to move up the promotional ranks within policing. Research such as this reinforces my personal and peer perception that mentorship is invaluable particularly within the early years within the force. Mentoring differs from coaching in that coaching tends to be more goal oriented and involves measurement against career development milestones (Royal College of Policing, 2024). Research by Passmore and Townsend (2012) examined the efficacy of specific coaching experiences and found that these experiences were enormously positive. This research highlighted the importance of coaching as a learning methodology within policing that has a potential to be applied across a range of competencies such as driver training and method of entry training. Additionally, more recent research by Staller and Koerner (2021) investigated the nuances in coaching within policing and concluded that the driving force of the efficacy of coaching is communication style. This indicates that whilst coaching is exponentially beneficial to policing, its effects may be mitigated by individual differences in both the coach and coachee. 


Some of the key mentoring theories that can be applied to policing include Social Learning Theory (Bandura, 1977), which implicates the role of learning through watching the behaviour of others, particularly those who are more experienced. This theory also discusses the influence of observing the consequences of those behaviours as an extenuating factor. Another theory of mentoring is the Cognitive Apprenticeship Theory (Collins and Brown, 1991). This refers to learning through ‘apprenticeship type’ experiences and gradual acquisition of skills. Further to this, there is the Self-Determination Theory (Deci and Ryan, 1985) which alludes to appealing to individual sense of autonomy by encouraging them to make their own decisions and exercise personal discretion. 


In terms of coaching theories, one that particularly applies to policing is the GROW model. Developed by Whitmore (1996). This model refers to four steps of coaching, Goal, Reality, Options and Will. In addition, Cognitive Behavioural Coaching (derived from Beck, 1776) combines original cognitive behavioural theories with practical coaching techniques to comprise a holistic strategy for teaching and learning. This model particularly applies to the management of stressful and challenging situations and hones in on enhancing decision making skills whilst faced with these obstacles. I am personally able to identify with each of these mentoring and coaching models and theories through my own experiences as an officer during my probation, learning on the job. 


Throughout my probation period I had a number of professional goals that I was keen to achieve. This included passing my blue light driver training as soon as possible to enable me to help out my team on as many calls as possible in the most time effective way. In addition, I was keen to embark upon my taser training to increase my own safety as well as that of my team. Lastly, I wanted to complete my method of entry training to allow me to practically assist on as many calls as possible as well as aid those in need more safely and promptly where breach of entry is required. In addition, I have successfully achieved all of these goals and did so within a time frame agreed with my sergeant. This reflects the GROW model discussed above in that the goal was identified, the reality was evaluated (i.e. was it logistically or operationally possible for me to attend these courses due to numbers on my team), options were assessed (i.e. was I in an appropriate place in my probation experience wise to embark upon these courses) and lastly Will, which entailed the practical organisation of attendance on these courses, coupled with the dedication to the learning to succeed. In terms of evaluating these goals with regards to the aforementioned mentoring theories, the Self Determination Theory most definitely came into play. My mentors discussed my goals with me and allowed me the autonomy to make appropriate decisions about when it was professionally appropriate for me to embark upon these courses. I felt fully confident and ready prior to completion of each assessment, encouraged by my mentors. Critically reflecting on my probation period I definitely benefited from the mentoring and coaching of my seniors within the context of my professional goal attainment but it’s important to consider that this benefit was perhaps mitigated at times by low team numbers resource related pressures such as sheer volume of Grade 1 calls attended within a shift. These pressures meant that time actually dedicated to formal mentoring and coaching was limited and that these supervisory techniques were often administered ‘on the fly’. I would say that this has been my experience throughout my whole probation period not only the last year, particularly during my tutorship phase where my tutor was often ‘acting up’ so the mentoring and coaching often fell to other less senior members of the team and there was a feel of everyone muddling together rather than direct, one to one tutorship. 


In the context of my personal goals throughout my probation period these aforementioned factors mitigating the benefit of professional goal attainment have conversely probably had the opposite effect. One of my personal goals was to develop my confidence in handling trickier situations and exercising discretion in often very dynamic operational situations. The more ‘on the fly’ method of coaching and mentorship delivered forced me to develop these skills very quickly. Due to low numbers and often unrealistic operational demand it is often the case that I will attend Grade 1 calls alone and this elicits the need for confident and assured decision making. The aforementioned CBC model comes into play here in that it focuses on decision making and coaching. The combination of growing my own confidence but having the back up and reinforcement of my superior on this decision making has been instrumental in my personal development as an officer. I have always felt backed and supported by my superiors in my decision making and if there has ever been any questions then I have always been afforded the opportunity to chat through what might have been done differently. This allows for input from both my and my mentors perspective. My progress in terms of this particular personal goal has been very collaborative. 


In terms of organisational goals such as maintaining exemplary standards of conduct. Integrity and professionalism, acting in the interests of our members of the public and seeking to build public confidence in policing (Police Federation, 2014), this is at the forefront of everything I do as an officer. Before entering into the profession I have always had a strong sense of moral justice and an innate desire to help people. This personal quality lends itself very well to the role of an officer young in service as they can be built upon to deliver the best possible service and outcomes. Whilst these organisational goals are something I recognised and worked in line with from very early on in my policing career, the mentorship and coaching of my superiors only solidified this. That being said, there are very often factors outside of my control which mitigate this. For example, CPS decision making which is beyond my control which affects public perception of the service being received. This also affects overall confidence levels in policing or decision making on my part influenced by laws, organisational limitations and codes of conduct that do not align with public expectations of my capabilities. As an example of this, is where an individual reported a burglary at a commercial property which I attended, forensics were then taken from the scene which the reporting person was confident would lead to a conviction. These forensic samples were then lost which resulted in no further action being taken on this incident. The reporting person was understandably disappointed and all I was able to do in those circumstances was assure him that I had taken every reasonable action to investigate. These shortcomings can be disappointing to us as officers even where we are not personally at fault. It is of critical importance in these scenarios not to let these outcomes and the fallout affect your confidence in your own commitment to organisational success. 


Crucial to my development during my probation period has been feedback. Both giving and receiving feedback has been instrumental in my learning. The role of feedback plays into both the Social Learning Theory model of mentoring as well as the Cognitive Apprenticeship Theory. Through modelling the behaviour of my superiors with the aid of their verbal feedback I have been able to grow as an officer and gradually develop my skills. More recently, the provision of feedback to my juniors (we have recently had significant changes in personnel on my team that have resulted in the majority of its members being very young in service) has allowed me to reflect on my own practice. Despite being at the end of my probation period, I am now one of the most experienced members of my team which has enforced a change in dynamic. The feedback I have received as a junior office has been predominantly verbal and ad hoc rather than anything formal and structured. Personally, I benefit more from this more casual style of feedback as it allows for a two way conversation as to how to make changes for the better moving forward. I genuinely enjoy the opportunity to discuss feedback with my sergeant and always feel that he takes my opinions into consideration and values my professional judgement, even if he would have made decisions slightly differently himself. Feedback can be a transactional exchange in these circumstances which is mutually beneficial, a younger officer may have fresh perspective on a situation that an officer long in service may not have considered. 


In conclusion, whilst my probation has been challenging, I immensely enjoy my job and look forward to becoming a more senior officer in the future. My sergeant has suggested that I seriously consider becoming a tutor due to how impressed he has been with the guidance and support I have provided for the new in service members of my team. He has also encouraged me to complete my sergeant exams due to my progress. This endorsement from a peer whom I both personally and professional respect fills me with enormous pride. On the whole, the mentorship and coaching of my sergeant has ultimately made me the officer I am today. 
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