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Task 1

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

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


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

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

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


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



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



ANSWER:




Policing is an ever-changing environment which is often scrutinised by politicians, media, and the public. Therefore, policing must be able to adapt to social and economic changes within the UK. Scrutiny is necessary because police hold powers that the public do not have. The power to remove a person’s freedom, which is part of the Human Rights Act 1998. Without professional standardised processes and reviews the public could lose trust in the police. The College of Policing (COP) role has multiple different facets that are there to assist the Police operationally. The elements of scrutiny are where powers are more provocative. COP was founded in 2012 to merge training and development into one single organisation. Connecting Police Forces to understand challenges and use evidence-based policing to develop guidance (College of Policing, 2024). One of the roles of COP is to develop and produce guidance for officers known as Authorised Professional Practice (APP). There are 26 APPs in all, one created for each subject that is of contention.

One such APP is for Stop and Search which is often highlighted as an area of scrutiny. The incident I am reflecting on is a stop and search of a black male and will use the Driscoll Model of reflection (1994) to do this effectively. A further role for COP is to professionalise the police through academic qualifications as such creating the Police Education Qualification Framework (PEQF). This is linked to the desire for officers to understand research and the application of an evidence base in police decision making (Williams, Norman and Rowe, 2019).

Stop and Search is one of the most contentious powers the police hold. It aligns with the Code of Ethics and links in with trust, legitimacy, and confidence that the police require from the public. With Stop and Search there has been a focus on the disproportionate use towards ethnic minorities which is often highlighted in the media, for example the black Olympian stop search where two officers were sacked (Warren & Campbell, 2023). 

On reflection of the incident a black male had tapped on a window of a takeaway with a knife after shouting threats at males inside. Upon arrival I conducted a search of the area where I noticed a male who matched the description exactly. I had enough grounds to conduct a stop and search which ended with me finding the knife and the male being arrested. The result ended up being a good experience as the right suspect was located but there were personal dilemmas as the incident unfolded.

As I located the suspect, I was hesitant about this could be perceived by members of the public around me. I had to think through all the options I had available by using the National Decision-Making Model (NDM) which is a model overseen by COP to assist in making decisions that can be reviewed and challenged. One of the factors being the potential controversy it may cause due to the male’s ethnicity. I would say I was nervous before the interaction in case I stopped the wrong male. Due to this being quite early in my independence I feel I spent too long deciding what to do. I feel I was influenced by inexperience and caring more about what others thought about me instead of my job. 

I knew at the time I was doing the right thing and on reflection I still feel the same. I have learnt that I need to be more confident in my own ability and decision making. A delay in these types of situations could lead to serious harm.  A dilemma is if I did not search this male, he could have a weapon and cause harm to someone. If I did and it was a misunderstanding or malicious call from the reporting person then I was open to scrutiny.  This is mentioned in the NDM APP with decisions in policing being made with incomplete or contradictory information or being misled by some parties. There was an element of caring more about what the public thought instead of my own safety. 

In this incident upon searching the male a knife was in his bag and subsequently he was arrested for both an affray and having a bladed article in a public place which has. This offence between 2013 and 2019 increased 52%, newer statistics are affected by the coronavirus pandemic (UK Government, 2022). Since this incident, I have improved my knowledge of dynamic incident management through experience and learnt to trust my decision-making skills by using the NDM. This means I am much quicker at making decisions so if I am ever faced with a similar incident again then it would be resolved more efficiently.

In 2022 to 2023 there were 24.5 stop and searches for every 1,000 black people compared to 5.9 for every 1,000 white people (Gov.uk, 2024). This shows that black people are four times more likely to be stopped than those of a white ethnicity. I think the key aspect at the time of this incident was the fear of perception leading to questioning the option of stop and search (Smith, Helfers and Reynolds, 2022).  For many years imposing stops have disproportionately targeted minority ethnic communities, with black people being the focus. This has been a cause of overwhelming anger among these groups and has provoked continuing calls for reform of these powers (Bowling and Phillips, 2002). Although what is clear is the disparity of persons searched there are underlying issues of this damaging the relations between these communities and damaging trust. One pillar of the updated Policing Vision 2030 highlights the objective of the increasing public trust in the police to keep them safe. Continuing from this I felt conscious of the vision of “inclusive, fair and anti-racist policing with a zero-tolerance approach to all forms of discrimination” (COP, 2024). 


The Policing Vision 2025 has an element that finds the balance between personal accountability and worry of making mistakes. Within my reflection, the most significant issue is an underlying fear of making a mistake when it comes to certain powers we hold. Mistakes are not always a negative thing and should be seen as a learning opportunity. There is however a blame culture within the police especially within the training element. Officers blaming their tutors if a mistake has been made instead of taking responsibility because of a fear of consequences. Metcalf (2017) states that police require change from being a blame culture where mistakes are acted upon defensively or reactively to instead having a learning approach led by the force. Having a fear of making mistakes harms having an engaged, confident, and trusting workforce (Martin, 2021). Having to make important decisions is part of being a police officer and having the support of leaders means if decisions are justified then consequences should be kept to a minimum.


A way to improve trust for the COP is to work on making policing more representative of its communities. It was the COP that helped introduce Workforce Transformation in the Police Service in 2018 to go alongside the Vison. To increase its quality of staff, more representative workforce and to have the right skills to deal with the ever-changing demands of being a Police Officer. There is evidence to suggest that officers that take part in higher education can become better critical thinkers and have analytical skills to have improved knowledge in negotiating complex problems (Norman and Williams, 2017). Having more diversity in the workplace can help battle the historical negative police culture potentially changing the dynamic and culture of policing for the better (Martin, 2021). However, an element that needs to be considered when looking at the role of COP is to look at those writing the policies. The executive directors and board of directors, the majority which are white, middle-class professionals. With the COP even stating in their Diversity, equality and inclusion strategy (2021) “we have no people from an ethnic minority background on our senior management team” therefore it should be questioned as to whether they can effectively reflect the communities. Very much like the argument of recruitment of the police not representing the communities they serve. Findings from Davies et al (2020) offers support for a more ethnically representative police force. 

During the university workbooks I do feel learning about the ‘why’ policy and procedures are introduced assists with understanding of legislation. Learning about the Brixton Riots, McPherson Report and miscarriages of justice gave a base on how not to act as a police officer. Learning the negative aspects of police culture and its history through education given by universities can help mould them and eradicate the toxic culture (Cox and Kirby, 2018).  The COP called for all new Police officers to obtain a degree if not already held. Having all new starting officers with degrees however means they will be line managed by officers who may not have degrees. Even before PEQF officers who did policing degrees whilst on shift said a perception that senior officers were reluctant to recognise how academic evidence might help police practice (Williams, Norman and Rowe, 2019). With leaders usually responsible for changing toxic cultures having new recruits aware can only be seen as a benefit. 


The volume of legislation that gets taught is overwhelming. All of this combined with learning about academic writing skills and reflective writing is a lot to take in. There has been scepticism about how the academic teaching could assist officers (Crawford, 2017) furthermore when asked in an interview other officers disregarded the academic teaching and valued the operational learning more (Pepper et al., 2021). On reflection I would only focus on the university writing when I had deadlines. The legislation and operational learning, I had to focus on more due to the everyday role.


Currently on shift no one joined before 2016 which shows how inexperienced response teams are becoming. This is not always a negative especially if you look at the vision set by the Policing Vision 2025. Although officers are lacking in operational experience, they have more educational experience. When I joined having a degree is an additional benefit. This is not the main motivating factor to join the PCDA (Green and Gates, 2014). I am seeing advantages of the university work in my role especially the writing and critical thinking. I believe having over 10 years of experience in my previous roles in a retail bank environment helps me be able to speak to people which is a key skill in policing. Academics link employing of police officers from a working-class upbringing as important to ensure a greater likelihood of acceptance from these communities (Joyce, 2010). This is a potential detriment and could see the police missing out on candidates either because they have no degree, or they feel they are not academically capable. The issue now with the vision and the workforce transformation is that the target was 2025 which is only a year away. There has been forces that have stopped offering the PEQF with Police constable entry programme (PCEP) replacing it therefore the goal to have all new officers with a degree has failed. 


During my probation to date there appears to be indirect conflict between the university and the police force but with officers/students in the middle. There has been cancelled Protected Learning Time (PLT) that has not been re-scheduled. The reasoning usually is down the ‘operational necessity’ with staffing numbers too low. Before the introduction of PEQF many Police and Crime Commissioners were angry to commit new recruits to this new way of hiring. Saying it would have financial impact but operationally also with students spending time in classrooms not on patrol (Belur “et al”, 2020). 

A further pillar is having policing have far more integration with health, education, social services, and community to intervene early to resolve the problems that cause demand on policing. Whilst being a Police officer, the role has changed within Gwent especially the “Right Care Right Person” that was introduced in February 2024 (Gov.uk 2024) just before the start of my 3rd year. After being in the Control Room before I have seen how different types of call for service are being reviewed more thoroughly as other partner agencies now should be first point and should lead instead of Police taking responsibility and therefore carrying the risk of the incident. 

More recently cutbacks in services like social care and health led to police see their efforts to help were not shared with partner agencies or they felt partner agencies were not fulfilling their own roles again due to their own resources. (Caveney et al, 2020). This is something as a new officer is understanding exactly what incidents police should be attending. With modern policing there needs to be more collaboration with other services due to the demand placed historically on police with many hours with incidents that should not be with police (Gov.uk 2023).


To conclude professionalism is difficult to judge due to the number of factors that contributes that title and different definitions. This is especially true in policing where the role has become more complex and why COP is continues to produce APPs to assist with police officer knowledge and continued development.

(2192 words)










1

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:


[bookmark: _Hlk180674655]Social media is websites and computer programs that you can communicate with other people to share information, opinions, pictures, videos, on the internet. This is done mainly through social networking websites like Facebook, Twitter and Tik Tok (Cambridge Dictionary, 2024). Change and adapting are two key elements within policing. Having to keep up with the way society changes is key within any public facing organisation. Being able to address evolving challenges, such as new types of crime, technological advancements, and shifting community needs.  Social media has also become an established part of policing and Gwent Police which has a growing online presence. Until recently, much of the activity of individual police forces has developed in isolation. There are three main purposes of social media in policing assisting in investigations, using them to relay information and engagement but also to manage public opinion (Ruddell and Jones, 2013). Social media is a platform to commit crimes which has been on the increase with it being highlighted on the Gwent Police and Crime Plan (2021). “Used to spread hate, proliferate serious crime, and by abusers to take their criminal behaviour, such as exploitation and other forms of abuse, online”.

The policing incident I will reflect on is that of a missing person. I will use the Driscoll Model (1994) of reflection to assess what happened, why it was significant and then how I use the information as a tool for future incidents. Despite the phenomenon of missing persons being recognised by every country. There is currently no agreed definition of the term (Shalev Greene, Hayler and Pritchard 2019). I was requested to take a report from the mother of a 16-year-old boy. This was my first missing person independent. Whilst taking a report it important to gather as much information as possible that may assist in locating them. It’s critical not to make assumptions when it comes to a missing person, so the report must be thorough. When taking the report, it was clear the mother was very upset and emotional which on reflection did affect my grading. She described her son as being distant for the few weeks prior and had threatened to harm himself in the past.

Once all the information is gathered, I am expected to decide on the grading. For this incident I graded the missing boy as “High Risk” which allows more powers to utilise social media in locating the missing person. This then gets reviewed by a supervisor to confirm grading. On reflection I feel I was influenced on outside factors as this incident happened not long after Gwent Police were referred to the Independent Office for Police Conduct (IOPC) where five missing people were graded “Low Risk” with them then getting involved in a car crash (BBC, 2023). Having discussed this with my supervisor at the time I now realise I was being over cautious with the grading and decided on High Risk without doing the basic enquiries. Even at the time I felt I was too risk averse which is common with new officers especially as it was my first missing person. Initially I did not realise which order to do the enquiries which can be explained by my inexperience. Equally I know I went towards thinking about the worst-case scenario which meant my decision making was wrong. The situation now on reflection I would do things differently, some of the basic enquiries would have located the missing person within the first hour of him being reported. Instead, due to my over thinking it was a few hours until he was located. Missing people is routine part of police work and is extremely resource intensive, costing the police overall more than some investigations (Shalev Greene and Pakes 2013). Fortunately, he was not in any danger and did not suffer any harm. He was over his uncle’s house which was about a 10-minute walk away, the boy told his uncle his mother knew which she did not. This has led me to thinking about the simple enquiries first which is what I now do differently. These simple tasks are where I went wrong in this instance and meant the mother suffered longer worrying about her son. 

Two elements of a missing report relates to social media. One of the requests would be to ask if they would consent to a social media circulation. Although this is a great way of getting the missing person’s picture out into the public questions need to be asked around necessity. I have experienced where posting a picture would become a safeguarding concern which is an issue with social media. The missing person in that situation had fled a Domestic Violence relationship with the offender not knowing where she fled to. With social media having such a large catchment it could put her in danger and could lead the offender to know which area she fled to. It is about the use of professional judgement on the risk.

There are further issues when children are involved and if they are in the care of the local authority. On reflection of the missing persons I have managed, a large majority of them are children from local authority care. If there are concerns around Child Sexual Exploitation, then informing potential offenders that the child is missing again may raise safeguarding concerns with online grooming crimes have risen by more than 80% in four years (NSPCC, 2022)

The second is for legitimate investigative purposes which is also what I used to try and locate the missing person. Policy allows the overt and planned use of online resources and search engines to obtain basic information. This allows the officers to review usage on social media to identify locations or associates that we can investigate perhaps who are unknown to the reporting person. Allowing users of social media empowerment to use it securely, successfully, and appropriately. To ensure that social media benefits the force and not against them in any way (Gwent Police, 2022).

The London Riots is a prime example of how social media can work against the police. It led to quick spreading of information which led to rioters being able to organise times and places to meet quicker than any other riot previously. There is an association between disorder-related Twitter traffic and police-recorded disorder (Williams et al., 2017).

Communication is easier now the police have a direct channel through social media instead of more traditional means like news outlets. Specific platforms like Facebook and Twitter are more focused on the communication side. It lets the public become involved in the conversation and becomes a more active participant (Wukich, 2015). These more traditional means are now focusing more online themselves with every news outlet now having an online presence (Chermak and Weiss, 2006). Especially with younger audiences’ their social media may be their only news outlet. This is due to the decrease sale of newspapers and decrease of news being watched on tv. This however has created a platform to create false stories and conspiracy theories presented as news under the umbrella of ‘fake news’ (McGonagle, 2017). More recently social media misinformation after the Southport killings led to the riots across the UK. "Key social media figures, prominent influencers, politicians and right-wing journalists undoubtedly fanned the flames," (Usher, 2024) 

Originally designed for entertainment, social media platforms have evolved into major networks for information broadcasting (Sangiorgio et al 2024). Having a Facebook post asking for information is a more localised and specific to the community. I used Facebook and Twitter to request information on a crime that occurred where 18 tyres were slashed all along the same street. Due to this effecting 18 different victims on a street, there was local animosity due to some victims not being told someone had been arrested. The process of putting this on the Gwent Police pages had to go through the corporate communications team. It must go through two other members of staff and could not be put on by myself. This was quite a slow process, and this team only works Monday to Friday 9 to 5. Being on shifts meant there were delays in posting. Although this is a negative having any officer be able to post on social media it may become overloaded and important messages that have high risk associated may be missed. 
A way of having conversations previously would be through community meetings which would only be attended by small numbers. Instead, the post meant they were informed a person was arrested and showed police were investigating the incident. Furthermore, those who did participate were typically white middle-class and not therefore representing communities fully. These meetings are there to relay information and to notify of decisions that had already been made (Bullock, 2018). With neighbourhood policing now needing to interact with communities that traditionally would not interact with police having these platforms can assist.

To report crime or intelligence via social media is a benefit due to having the technology to record this information. There is more chance of people reporting instead of using 101 and having the chance of having to wait long periods. Clare’s Law which is a domestic violence disclosure scheme (Fitz-Gibbon and Waltlake, 2016) can be requested via social media, having the faceless option encourages people to come forward that may not have in the past. On the other hand, with the ‘faceless’ element of social media there has been a rise in racial and sexual threats towards usually high-profile persons. 

A benefit to Neighbourhood policing is to show the public what police are doing in their communities, this is where Tik Tok and Instagram are utilised more due to the video and picture focus. An argument about modern policing is there are not enough officers on the ground and out in the public. Posting on these platforms showing what they are doing in a community can be seen as a positive. A study of 294 people indicates that the police using social media is positive and provides further evidence that social media use increased the confidence in the police with respondents saying viewing the police on social media has improved their opinion of the police (Cartwright and Shaw, 2020)

Negativity of social media is where posts can instantly go viral. Gwent put a picture of a wanted male which got shared over 15,000 times and had received 88,000 comments. Some of the public comments were offensive and could be construed as a crime (Robertson, 2019). The original meaning of the post then gets lost with potentially key intelligence being lost. Although Gwent Policy allows moderation of content and can prevent users from posting content that may cause offence deleting should be done but as a last resort. Evidence is gathered to allow a review of any offence messages should it later become necessary which causes more work. The size and popularity have made it difficult for the police to sustain meaningful dialogue with their audiences with messages getting lost especially with Twitter and Facebook. Although there is a search function you will have to know what you are looking for and as a member of the public this can lead to information being missed. Policing via social media can therefore be slow and is not monitored 24 hours a day, 7 days a week like the more established 101/999 service.

Professional accounts on Twitter that would promote more personal messages and information. This was there to communicate with the public however officers were asked to remove them. There are still Twitter accounts of police officers, but these are now anonymous. Certain platforms have not absorbed into police communication but more of a message service as highlighted depending on the platform. The risk aversion of some leaders and lack of input from some officers shows conflicts between what is needed. There is also the element of not having the right equipment required to promote effective communication on social media (Bullock, 2018)

After reviewing policy, it imposes tight control of social media within the organisation as police practices are strict and officers are prevented from using freely. A consideration in the future could be allowing frontline officers more accessibility to use social media especially with the rollout of mobile phones and laptops to every officer. This can also lead to engagement with the public and combat crime. It is clear the focus is more on force reputation rather than using social media to make a difference (Ralph and Robinson, 2023).

To conclude, my experiences of the using social media as a means of informing and engaging with the community and promoting policy initiatives is mixed. The force policy on using social media is strict and understandably so. Platforms being used by police are Facebook and Twitter/X due to the posting of messages and the ability to get responses especially around missing people and asking for information in relation to a crime is a benefit. The widespread reach of social media and being able to showcase proactivity. The risks are information being lost due to the amount that is now posted. The possibility of something becoming viral is nearly always a negative this is both for police and public posting.

(2199 words)







Task 3

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


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

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




ANSWER:



Leadership is the act of motivating, inspiring, communicating, and supervising people to act in a way that brings them get closer to a common aim (Ward, 2018). Leadership style is personality characteristics of someone in a leadership position. In policing though leadership does not always have to be in a position of authority. Leadership style can affect the behaviours of those around based on ability to adapt their behaviour when interacting with others (Leadership.com, 2016)

Leadership and Management are different ideas which overlap. Management is task orientated whereas leadership is more focused on people (Gavin, 2019). Due to leadership focusing on people, having one style is not always the most efficient. The need to be adaptable and responsive depending on the task or incident is especially true in policing. Being an officer does not mean you have people you line manage however the team around you will need elements of leadership. I understand being a police officer involves having more autonomy than most jobs. The College of Policing (2023) states quality leaders are needed at every rank. With 80 per cent of officers not moving beyond the rank constable it cannot be right that leadership training is only given to those wanting promotion this mixed with the amount of new officers joining. Everyone should have leadership training and development they need so they are fully equipped. This is evidenced further in the College of Policing Corporate Strategy (2022-2026)

Leadership standards have been developed as part of the National Centre for Police Leadership under the guidance from the College of Policing. Stage one is created for Constables and sets a benchmark for leadership performance. Develop and support the change of the workplace culture for the better so there is an inclusive working environment (College of Policing, 2023). I will reflect on an incident that involves how I provided leadership to my colleagues. In this answer I will analyse the different styles. Lewin (1939) along with Hersey and Blanchard (1996) developed different theories in leadership which will be explored further. I will reflect on the incident using the Driscoll Model (1994).

There was an incident in the city centre during a Friday night where a male had been escorted out of a club by security who were pushing him outside. This caused the male’s friends to get involved which from experience can escalate matters especially with the added factors of alcohol being involved. Excessive alcohol use has a greater relation to violence than those who do drugs (van Amsterdam, 2019). Large numbers can lead to others getting involved that may facilitate anonymity. With drink comes the lack of accountability which reduces moral responsibility and increases the chances of violence (Postmes and Spears, 1998). As officers we are nearly always outnumbered so making quick decisions is vital to prevent negative reactions that may escalate others behaviour causing violence. With Betari’s box (unknown) in mind it is important my attitude and behaviour when dealing with people may affect their behaviour and attitude.  I have done this by using Authoritative leadership style (2002). This style means that I provide clarity, direction, and a vision. By giving clear and concise commands I managed to take control of the situation.  Taking him and his friend around the corner from the club and assertively telling them to leave the town. 


Whilst out of sight from others I spoke to the pair which was done in a more Transactional leadership way. This style relies on rewards and punishments with acting only when there is a change in expected behaviour (Fritzvold, 2024). Informing the males there may be punishment if they do not leave which is the possibility of an arrest or to leave immediately with no consequences. By making a quick decision I encouraged other officers to follow my lead again separating the group to make negate any further issues. The use of communication and authority was used to de-escalate the situation.

I feel now I would attempt to use the same leadership style but aware that although this incident ended positively with them leaving it could have ended very differently. With alcohol being involved it means people can be unpredictable. This event was not long after a serious incident which escalated to cause mass disorder in the same area, I was aware that my scenario had the potential to replicate this and that there were heightened tensions with the public. That time due to a lack of autocratic leadership, decisions were slow and ineffective which caused multiple officers and members of the public to be injured leading to multiple arrests. Eventually, senior officers took control and issued strict instructions to restore order. I took note of that evening, the decisions that were made and try to replicate those actions whenever patrolling the nighttime economy. What I would have done differently would have been to have another officer with me. As previously mentioned being outnumbered can have serious consequences.

There are many elements of the constable role that requires officers to be a leader of themselves due to being single crewed and solo working therefore being a leader of yourself and managing your own workload. Having a clear vision is what leadership is in policing, it does not need to be a supervisor who establishes this, Gwent Police’s values (2024) encapsulates leadership on all levels. I use professional judgement to grade my workload and ensure that I prioritise tasks and manage my time effectively. 

Although solo working is a big part of the current policing environment, it is also important to work with the wider policing team effectively. This is especially important in response policing due to the risk of the role and the calls that are attended. With Operation Uplift (2019) there has been a large increase in newer officers in all forces, and therefore leadership of more experienced officers has become even more pertinent. Going to incidents when officers attend there is leadership based on who attends. When I was new in role and attending calls with my tutor or a more experienced officer they would step up. Influence is a key part of leadership when and is called Active leadership and role-modelling. leaders that are active who set a good example and employ role-modelling strategies may be more effective (NPIA, 2011). I am finding that as I am in my final year of probation I am often in scenarios where I am the more experienced officer and taking the lead. As I gained more experience it was clear these more experienced officers were showing participative leadership. This is where they would encourage me to get involved with the decision making, this is a style that I am now starting to take on to help develop newer colleagues around me. 

Police leadership has a rank-based culture which constructs a ‘know your place’ and ‘rank knows best’ (Adlam, 2002). Self-motivating is a way to effectively deliver organisational and operational requirements, however it is also important to motivate each other. Another leadership style that is prevalent in policing would be the Authentic type, this is a positive leadership behaviour which includes emotional cognition and control. This is a vital trait within the currently UK policing climate as the Police Federation Annual Survey 2023 found that 85% of officers who responded classified themselves as having low morale, with the key findings highlighting workloads and low pay being the cause of that. Farr-Wharton (2021) states increased well-being leads to more effective officers and that the authentic leadership style showed the greatest increase in well-being. One way that I have used authentic leadership is when giving feedback to newer colleagues, ensuring it is constructive and honest giving a balance of what has gone well and what they can do next time to improve, when I started, I found this motivating. 


A further motivation for me is the want for Gwent Police to succeed in its visions and goals, this has developed over the time that I have worked for Gwent as both and officer and a staff member. Affective commitment refers to employee identification with, and emotional attachment to an organisation (Meyer and Allen, 1997). Seeing the negative media attention Gwent Police has had in recent years genuinely makes me angry about how a small percent of officers can ruin the reputation and make it difficult to rebuild trust. Conway et al. (2014) suggest that years of austerity however has led to perceived broken psychological contracts, in turn, reducing their affective commitment to their organisation. 

Officers need to lead and challenge unprofessional actions, attitudes, behaviours, or language. There are elements of police culture that needs changing and it is vital that leaders and officers play a part in this. Examples of inappropriate, criminal and toxic behaviour that have been exposed which are included in the COP Commitment to Change the future of police leadership (2023) that appalled both the policing family and the wider public.

In the last year a new sergeant was put in place, and she uses a Democratic leadership style which allows the team to participate in decision making. This can help with long term change and innovation especially to the culture of policing. Her leadership coincides with me becoming much more confident in my own performance as an officer. This links to the style itself as it focuses on inspiring and motivating officers. Observing leadership behaviours that could be learned or copied by followers, based on the leader’s practices, and in turn, influenced positive follower behaviour (Schafer, 2010).


Officer emotional health is key and being managed by both the officer and leader. This is something I feel I do very well. Understanding not to keep things bottled up and having someone to talk to around thoughts and feelings especially around the job. One problem in understanding employee well-being is that each discipline defines it differently. In the past, most well-being measures were related to performance and job satisfaction. More recently there has been growing acceptance theorising well-being in terms of psychological traits (Forgeard et al., 2011).

Operationally my decision making has progressed over the three years. This means my use of discretion has progressed also. An example is the use of out of court disposals, this is a way we can assist in reducing the amount of people who go through the court process and potentially delaying the system for low level offences and people who have limited criminal history. When using my discretion for community resolutions there still needs to be a flexibility in my leadership style. A further association with high employee well-being is high discretionary power (Farr-Wharton et al 2021). Although these do not show on a criminal record there is still an offender and a victim. Whenever dealing with an offender initially I tend to use authoritative style especially when there is overwhelming evidence and not just an accusation. This may help in preventing any re-offending which is one of the reasons community resolutions are used. Due to my efficient use of these disposals, there has been times where newer officers ask me for help with them.

Leadership is a complex area especially in policing with uncertainty over which styles are most effective. Difficulties of connecting leadership with organisational outcomes are particularly noticeable in the police. A further issue is that police performance measures are affected by multiple factors (Campbell and Kodz, 2011).

To conclude I feel to be a strong and competent leader there needs to be a mix of these styles mentioned that can be altered to specific incidents. COP emphasises the importance of ethical leadership, continuous professional development, and evidence-based practises. Different leadership styles can be used in policing offers a collaborative approach that helps with modern policing when working with partner agencies is key. Ultimately from my first 3 years as a police officer and reflecting on being operational there needs to be a mixed approach that adapt as situations unfold. Most situations I attend are dynamic therefore the need to adapt is key. This is just however based on my experiences, there is limited evidence on what makes a good police leader with impact being how officers see their leaders and how they impact on them on a personal level.

(2031 words)










Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:



Coaching and Mentoring are both important factors for an officer throughout their career but having those building blocks at the start of their career is essential. Coaching provides support and guidance to officers to help with personal or career targets. Coaching is more hands on and is usually one on one. In Policing terms coaching is linked more with a supervisor. Coaching can be merged with training but more structured in comparison and is usually to a group therefore having slight differences. Coaching is developing skills and knowledge which is done over a short period of time with specific goals. It is a way of enhancing personal traits like confidence and sociability (CIPD, 2024). Coaching and Mentoring models are used within policing as well as other sectors and will be explored further.

The interventions of mentoring and coaching are often described as being similar; however, coaching is an ongoing professional relationship that helps people produce results in their lives or careers (Whitworth et al. 2007). Similar descriptions may also refer to mentoring however Van Tiem et al. (2001) state there are clear differences between the two personal development interventions. Though both interventions rely heavily on providing individuals with effective feedback and encouragement (Performance Improvement, 2021) 

Mentoring is a relationship with a more experienced officer to share their knowledge. Although there are links to Coaching the main difference being the longevity. With mentoring there is an element of learning from both participants which further benefits if they are on the same level. With officers new to role, they are paired with an officer who is trained to be a ‘tutor constable’ officer as part of mentoring. Requirement for this training to be supervised by a mentor with experience in the field (Mogonia, 2022). 


[bookmark: _Hlk181046297]I will use the Gibbs (1988) Reflective Model to reflect on my three years of probation. With multiple elements of mentoring and coaching that comes from within the police. The first element would be the 6 months spent in training school based in the classroom. This is where the basic elements of being a Police officer is taught. Gwent Police have their own priorities which is where the training is focussed. Having a competent teacher is for most the first coach you will get from the police service. A key in the priorities is Violence against Woman and Girls (VAWG) The data on the nature and prevalence of VAWG in England and Wales is stark and shocking. 15% of police-recorded crime is related to domestic abuse (Gwent Police Violence against Woman and Girls Strategy, 2021). VAWG has now been included within the Strategic Policing Requirements meaning it is on the level as Terrorism, Serious Organised Crime and Child Sexual Abuse. A large majority of training is around the offences that come under this heading. This includes coaching around domestic incidents with input from dedicated teams. 

Firstly, being a Special Constable for 2 years I had similar style training in the classroom but was over weekends and not 6 months but enough to be a sworn officer and to be confident to go out on patrol. I had to be crewed up with another officer who I did see as a mentor, she also used me starting as a special to help with her own career as she was looking to be a tutor for regular officers and a sergeant. During my time as a Special it was during Covid when areas were fully locked down which meant there were less calls to service. This hindered my progress slightly. Also having experience in the Control Room I feel that my risk management is strong due to having a good overview of what incidents are reported and the different types. 

During training and the first 6 months there was a few other officers that were in the same position as me all having some sort of police experience. I felt that helped us coach other new officers that had no real insight in what the police is. There were times what we learnt was put into practice. The practical element of training where scenarios were played out and tried to replicate what it is like to respond to an incident. Although these are designed to be real nothing can compare to real life incidents. This is where being a Special and going to incidents I felt like a step back in my development but understand it needed to be completed.

After the 6 months there was an option for feedback to be given where I have suggested there be a point around halfway through the classroom where an officer can go on shift. I felt 6 months in a classroom is a very long time and completely opposite to what policing is which is being mobile most of the time. Having even a small time operational meant things that were being learnt in a classroom make more sense. 

During the 6 months was the officer safety training which consisted of two weeks, and we were the first intake to experience the new type of training that the College of Policing introduced. This differed extremely to the same course I did when I became a Special. With Covid restrictions it did not let me fully utilise or learn properly whereas this time restrictions were lifted. The new training is more scenario based and helps practise de-escalation techniques but also with a focus on dealing with violence and aggression (College of Policing, 2023). This type of hands-on training really helped me, I have never been in any sort of fight before the closest I can compare is when playing rugby. There are officers that have never had any experience of conflict which is why this type of coaching Is important especially in a safe environment.

During my first 10 weeks on shift with my tutor this was where I learnt more about the operational side which is coaching. Having this ten week with a one to one 
where someone is there to provide support and is there for any questions. My tutor was an officer who had around 9 years of policing experience. He was aware of my policing history and used the flexibility due to the circumstances. This allowed us to skip over elements that would not benefit me. Firstly, the use of the radio is one thing new officers get worried about, secondly the use of systems again that I used in my previous role within the police. This allowed me to use a large majority of the ten weeks to focus on elements that I had concerns about especially conflict. There was a matrix that set out different types of calls that needed completing. They varied from Stop and Search, Sudden Deaths and Statement taking. This means operationally I can at least know the basics before I go independent. 

My tutor and I got on very well on a personal level which helped when it came to feedback. The key is not to take any feedback as a negative which I saw other officers do but see it as more of a learning. There was an element of reflection after calls which over the ten weeks meant I was not making the same mistakes. The ten weeks went quickly but led me to develop more I would say than the six months in a classroom.

Once I was made independent after my 10 weeks this is when I can put what I learnt to practise. There was always support if needed from other officers. The issue with the ten weeks was just being with my tutor for large periods of time away from the actual response team. The months after being independent I could see improvements in working effectively with others. With my tutor having 9 years’ experience to being around officers with around 1 to 2 years meant we learnt off each other more. Peer Mentoring (COP, 2019) was indirectly done due to varying incidents we go to. I feel like if I needed support, I could get it but fortunately I have had no major issues whilst being independent. There were many times I needed help more in processes that may not have been experienced in tutorship which is very common. I see officers around me on shift who needed further support from tutoring or for personal issues like mental health support. 


Further to being independent means having sergeant one to ones. These are meant to occur every month however this rarely happens and is more every two to three months. Mainly due to the sergeant’s own workload and the team I am on is considered large with eleven officers and in comparison, to most a busy area. These have been beneficial for me especially when it comes to managing workload, career progression and development. The OSCAR model (COP,2019) I feel is used by my sergeant when having these meetings. The process of this model has five elements can be matched with what my sergeant and I discuss. There is always the opportunity to discuss issues and goals that I have. One of these meetings led me to gaining an extra skill of Public Order Policing. Further to the model the meetings progress like the four stages of formal mentoring (Kumari, 2022) with them being more experienced passing on their own knowledge of the role. Being through Public Order Training it has meant I learnt more around human rights, crowd dynamics and police command structures. 

Throughout the three years I have assessor feedback every month to look at development and wellbeing. The assessor is an experienced officer that belongs to the Personal Development Unit and oversees officers who are still in probation. This type of coaching is linked to the ACHIEVE coaching model (COP Leadership, 2024) with the coach in this instance being the assessor. Further to these meetings there is a matrix to complete that covers a wide range of incidents that the assessor wants to review. This means uploading Body Worn Video of the incident to be watched and feedback to be given. This is where the first three stages of the model are applied. There is the assessment of the situation by choosing a specific incident by myself and explanation of the actions taken. The brainstorming stage is feedback from the perspective of the assessor where they go through solutions that I may not have thought of. The third is goals are developed and refined here by feedback given. This stage especially for me is important as there tends to be seeing the negative in the feedback given. With policing there are so many variables that how officers deal with incidents but ultimately the outcome is usually the same. The matrix is made up of incidents like the ten weeks with a tutor which are set goals to achieve during my second and third year. The issue with assessor feedback is that it is done remotely but there is a sense of achievement when completing each section. That along with positive feedback keeps me motivated which is also the last stage of the model.

When it comes to all these coaching and mentoring meetings feedback is given in all of them. With each meeting however I see different models being used. The most used is the Sandwich feedback model (1980). I have used this model in my previous job as a bank manager and seen its effectiveness in a corporate setting. When starting the role as an officer its easy to see all negative feedback as a bad thing. Unfortunately, due to the job there will be mistakes made and learning from these mistakes is key. The feedback given in training school was this type to keep moral high and avoid officers leaving at such an early stage with hiring and training new officers being costly and time-consuming (Police Federation, 2024). There have been a few times where I have given feedback to newer officers again using the Sandwich model as I find it easy to use and wanting the officer to have a positive to leave the interaction with. 

To conclude upon reflection of my three-year probation there is many meetings with different officer and supervisors. Nearly every day within the police there has been times where I learn something due to the number of policies and procedures that are involved in the role. I am constantly trying to understand my strengths and areas for development and with the help of officers around me and my supervisors that is always evolving. Using the mentoring and coaching models can assist in me growing as an officer especially out of probation where many of these mandatory meeting’s end.  Training, mentoring, and coaching are essential for a well-rounded development. Officers need to be skilled, motivated, and capable of continuous improvement. Receiving and providing feedback using the theories is key for development reasons. Meaning any negative will be worked on and anything positive to be celebrated. Now being more experienced I am giving feedback and mentoring newer officers myself, reflecting on how others have done this will make me more confident and successful. 
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