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Task 1

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

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


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

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

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


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



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



ANSWER:

In this assignment, I will critically evaluate the strategic role of the College of Policing in professionalising policing the in the U.K and I will evidence how I am working to fulfil the role of a modern professional police officer. Furthermore, I will reflect upon how my final year of probation has seen my role change as a police officer. I will also discuss the importance of reflection in policing and the benefits this can have on police officers.

The professionalism of policing discussion has dated back to the first half of the twentieth century when it was suggested that police training programs should be linked to college and university programs (Sheldon & Williams 2022). The definition of professionalism is “the combination of all the qualities that are connected with trained and skilled people” (Cambridge dictionary 2023). The College of Policing have taken steps to ensure that the police service moves from being a service that acts professionally to becoming a professional service (Martin 2021). 

Furthermore, in February 2016 the College of Policing introduced to police services in England and Wales the College of Policing Police Education Qualifications Framework (PEQF).  This framework offers three different routes in joining the police. These are Police Constable Degree Apprenticeship (PCDA) for those joining with no degree. Degree Holder Entry Programme (DHEP) for those joining with a degree, and Professional Policing Degree (PPD) which allows you to conduct the degree prior to joining the police (South Wales Police 2023). The need for this was identified in the Police vision 2025 where it was noted that there was a need for consistency and accreditation backed by qualifications in modern professional practice (College of Policing 2015). 

[bookmark: _Hlk146457726]The Policing Vision 2025 was implemented by the College of Policing (2015) and is a ten-year plan that sets aims to shape decisions around transformation. Its main focus is how police use their resources to help to keep people safe and provide an effective, accessible, value for money service. The vision recognises that the communities we serve are increasingly diverse and complex, thus requiring a more sophisticated response to the challenges now facing the police. The vision consists of four areas, the first of which is local policing, believing tailoring to society’s complex and diverse needs is the link between communities and the police. The second areas focus on specialist capabilities which will ensure police are better prepared to respond to existing and emerging crime types and take into account the need to rapidly protect communities and the vulnerable, as well as providing value for money. Thirdly the vision focuses on workforces looking to attract and retain staff of confident professionals able to operate with a high degree of autonomy and accountability and will better reflect its communities. The Fourth and final area aims to benefit from digital policing to make it easier for the public to contact the police and for police to make better use of digital intelligence and evidence (College of policing, 2015).

However, despite this vision the PEQF has not been without its critiques. In July 2019, the Chief Constable of Lincolnshire Constabulary claimed the program would lead to less police officers on front-line duties due to the time commitment required to their studies because part of their work time would need to be allocated to their degree study. Furthermore, in 2021 Chief Constable of Northamptonshire, was critical of the PEQF, stating that it was harming retention rates (Kadry, Ahmed & Lambert 2022). Criticism has not been limited to chief constables of UK forces with 30% of participants who had experienced operational deployment questioned the relevance of the academic teaching. It was evident that academic training was often theory based and not transferring into physical operational practice required for the job (Watkinson-Miley, Cox & Deshpande 2022).

During my final year of probation, I have had to deal with a range of incidents required of the modern police officer using the training provided to me. The use of reflection has been important in order to improve my own decision-making skills and increase self-awareness and emotional intelligence (College of Policing 2023). Wingrave (2011) states that reflection has proven to improve the standards of professional knowledge and practice. Modern police training has adopted an evidence-based approach that aims to provide officers with an understanding of criminological theories and the skills to analyse and guide appropriate responses (Watkinson-Miley, Cox & Deshpande 2022). As a result, in recent years training provided to police has evolved with the times and a recent survey of almost 4,000 new officers found that when asked if they felt prepared for the job there was a 15% increase to 75%. Furthermore, when asked if they were provided with the skills required for the job an increase of 16% took the total percentage of officers saying yes to 82% (College of Policing 2022).

An incident that required me to fulfil my role as a modern police officer occurred where I was required to attend an address for a distressed female who had contacted the police. The information provided to me was limited as the female was unable to clearly voice her issue to the police force control room. On arriving at the address, it was clear the female who was wanting to report a potential incident to police could speak little to no English. With this information, I knew the female was potentially vulnerable due to her lack of ability to ask for help. The definition of a vulnerable person is “if as a result of their situation or circumstances, they are unable to take care of or protect themselves or others from harm or exploitation” (College of policing 2021).

The female I was dealing with was from a diverse background and could only speak a version of Arabic. The first challenge I faced was establishing what the female wanted to report. With this in mind, I contacted a service called language line. Language line delivers expert language assistance to provide a solution for the organisation (Language line solutions 2023). Using this option, I was then able to utilise a translator over the phone. In line with Policing Vision 2025 College of Policing 2015) I have tailored to the complex and diverse needs of the female in the community. The female reported that she was at risk from a family member on her husband’s side, who did not agree with how she was spending her time. Having spent time engaging with the female I was sure to establish the facts and any potential crimes that had potentially taken place. For this incident, no crime had taken place however I recognised that as part of the role of a modern police officer and in line with the second area of focusing from Policing Vision 2025 College of Policing 2015) which is protect communities and the vulnerable it was important, I was able to offer help and support to the female. 


As part of modern policing, officers are required to deal with Vulnerable individuals that historically may have fell to other agencies. Due to these other agencies reduced capability police are required to fill the void (Sheldon & Williams 2022). It is reported that 80% of police officers’ time is spent dealing with non-crime related incidents (Heath 2020) and although traditionally police may not have been expected to deal with these types of incidents the role of a modern police officer has seen this change.  For this incident recognising the vulnerabilities of the female was important to ensure that in the absence of police she would be safe. I ensured this by offering an in-depth safety plan for the female as part of the safeguarding procedure. This procedure is to protect people from harm and can include physical, emotional, sexual, and financial harm and neglect (CDP 2023). For this female, the persons she was afraid would cause her harm resided in a foreign country which she was contemplating visiting. Therefore, an in-depth discussion around the options and risks this could cause was had with the female. This was simple but effective advice such as making sure her husband is aware of the incident and ensuring she does not disclose her address to the persons involved. Although safeguarding is not an entirely new concept, the importance and emphasis of it has been recognisable in my final year of probation. An example of this is in prior years is that there was only a requirement for safety advice to be documented for select incidents. However, in this final year of probation all incidents require safety planning documented before police are able to close them. 

A further form of safeguarding police can use is referrals submitted to partner agencies which is another change highlighted in policing vision 2025 (College of policing 2015). Using the referrals, I could highlight the concerns I had towards the female and the support I believed she would benefit from. As this was a domestic situation which is defined by in legislation as two persons who are personally connected and for this incident are relatives (Legislation.gov 2021).  I was able to summit a DASH referral for the female. A DASH is risk model the police can use for any domestic incident, whether a crime has been committed or not. Standing for the Domestic Abuse, Stalking and Harassment and Honour-based violence risk. This involves the identification, assessment and management model and is used to ensure the safety, or accuracy in identifying future risks of offending or victimisation (College of Policing 2016). The DASH works by asking a series of questions and grading the perceived risk. Once endorsed by the police it can be sent to partnership agencies reaching specialist support teams where needed.  As a result, the victim, in this incident the female could receive further ongoing support and advice, ensuring her safety and wellbeing (Safe lives 2023). Upon reflection, I feel that I dealt with this incident in a professional manner.


In conclusion of this assignment, it is clear that the Policing Vision 2025 was has clear aims to shape decisions around transformation within modern day policing to ensure professionalism. It is also clear that the Policing Vision 2025 (College of Policing 2015) has been effective in assisting police officers to work together with communities. I have evidenced using a specific scenario how I am working to fulfil the role of a modern professional police officer in line with the Policing Vision (College of Policing 2015). This involved the use of the Language Line (Language line solutions 2023) to assist with protecting the vulnerable adult. The Policing Vision 2025 (College of Policing 2015) helps to recognise the vulnerabilities. However, there are negatives that have been identified such as to the Policing Vision as although it was noted for the need for consistency and accreditation through qualifications in policing, this removes officers from practice in order to complete these. Furthermore, through the use of reflection it is evident that I have identified how I have seen my role as a police officer change and develop in my final year of probation and will continue to reflect on every day practice. 






Word count- 1851
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Task 2

Relevant areas of the National Policing Curriculum:  
[bookmark: _Hlk145688438]Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:


In this assignment, I will critically evaluate the use of social media as a means of informing and engaging with members of the community. I will consider the forces policy surrounding the appropriate use of social media for professional information and engagement purposes. I will also discuss the the different social media platforms used by the police, and consider both the benefits and risks of using such platforms. 


Policing by nature requires the police force to communicate and engage with the public it polices. Communication from police be in many forms but often involves interacting with communities, hearing their opinions and ideas, and allowing police to take the desired action in a way that improves police performance and service delivery (College of policing 2020). As the police look to continue to communicate with the public in ever evolving times, communication strategies have become more technologically dependent as citizen’s knowledge of the police comes both from their own direct experiences and from indirect experiences shared by others (Hu & Lovrich 2019). 




Statistics show that over 4.59 billion people use social media worldwide, and this is expected to increase to six billion by 2027 (Statista 2023). This suggests why police forces are using social media to increase their ability to communicate with members of the public and reach this wide audience. In an article published by the BBC, it is stated that those Police forces that have a strong social media presence have been able to establish better relationships with communities that they are policing and effectively manage crime (BBC 2012). Particularly within Gwent police, it is stated that as a police force social media channels are used for many different purposes. For example, updating communities in regard to ongoing incidents, to share appeals, and to post court results or positive news stories. It is also a way in a modern world for members of the public to report non-emergency crimes with a 24/7 monitored channel on platforms such as Facebook, Twitter and Instagram (Gwent Police 2023).

When working as a police officer, there are many situations in which social media can play a part in every day work. Social media is defined as websites and computer programs that enable members of the public to communicate and share information on the internet, with the use of devices such as computers or mobile phones (Cambridge Dictionary 2023). This can play an important role in aiding police to effectively carry out their job for and has many advantages as well as negatives. 


Within my role as a police officer I was required to attend an incident whereby a male had been reported missing by their family. The national definition of a missing person is ”Anyone whose whereabouts cannot be established and where the circumstances are out of character or the context suggests the person may be subject of crime or risk of harm to themselves or another” (Lancaster Constabulary 2023). The circumstances around the male going missing was concerning for a number of reasons. Firstly, the family had checked with all known friends and relatives to see if he was staying with them, but they had all stated they had not heard from him. I was also informed that the male had recently been discharged from hospital after harming himself and was suffering with mental health issues. Having spoken to the family it was apparent all immediate actions in regard to locating the missing person would likely be unsuccessful. When a person goes missing there can often be difficulties in locating them as statistics show that 20% of people who are reported as missing cannot be located within the first twenty-four hours (Reka Solymosi, Oana Petcu & Jack Wilkinson 2021). During this incident, I knew the importance of considering the use of social media as an appeal to find this male who was missing. However again, it is important to consider both the advantages and disadvantages of this. 

The advantages of appealing through social media allows police to reach a wide audience with the ability for instant engagement from members of the public. Sharing an image of a missing person may allow someone who does not know the missing person to be able to report a sighting along with providing comfort to the families of the missing person (National Police chiefs council). This results in often useful information such as sightings to be given to police and has proven successful on a number of occasions (South Wales Police 2023).

Furthermore, the benefits and advantages of the use of social media are evident in a separate incident that was broadcasted by the BBC. The missing person in this incident was a female with Alzheimer’s disease who had gone out to walk her dogs. The concern began after she did not return for a number of hours and the daughter made used of social to publish a photo of her mum. The photo which was shared hundreds of times was seen by a member of the public who had noticed the female walk passed her house and subsequently helped to return her safely to her family. With the use of social media, this photo was able to be shared in ways not possible without social media and allowed the safe return of the female (BBC 2013). 

A further incident involving a report of multiple missing children from Toronto, Canada in 2019 caused great concern to police. This incident highlights the advantages of using social media to effectively police as the use of a social media platform allowed assistance to be requested from the public to help locating these children. The use of this site generated an overwhelming response and subsequently the children were located unharmed and safe. Police attributed the use of social media in finding the children in a timely manner (Ferguson and Soave 2019)

Although there are clear advantages with the use of social media as previously stated it is important to recognise the disadvantages that come with it. The circumstances in which the person has gone missing may not always be clear and to share their photo online may impact the individual in a negative may as they may consider it showing them in a negative light. It is a wide-reaching appeal and once posted on social medial can have lasting consequences with a legacy that cannot be undone (National Police Chiefs Council 2023).

When police use social media, it can also present dangers to the missing person as predators are able to anonymously prey on vulnerabilities. It also allows media outlets and public intrusion with the ability for people to send abuse to the missing persons and their family (Missing people 2023). Police must consider the circumstances in which the individual has gone missing including their right to privacy. If an appeal may put the individual at an increased risk, either to themselves or from others it would be counterproductive and dangers to use social medial. As such, every decision is made with the missing individual in mind (South Wales Police 2023).


Having considered in depth both the advantages and disadvantages of social media in this incident with the missing male, I consulted with the immediate family as I knew that depending on the level of perceived risk to the missing person, I may require their permission to use social medial to appeal for information to aid, in the aim of locating the male. The family of the male were supportive and wished for social media to be used in hope it would be able to locate their family member. Therefore, I gained a recent photo of the missing male which could be used to post on social medial as part of the appeal. 


Having posted the picture and only the necessary information about the missing person I was able to expand my reach in the effort to locate the male. As a result of this appeal the missing person had made contact with police using his own social media account stating that he had seen the appeal online. He claimed to be okay but did not want to disclose his location as he was not ready to return to his family due to his emotional state. This highlighted a further limitation, which is a social media appeal may reach the missing person but them interacting on the platform does not ensure their safety.  Until police officers have sighted the individual, there is no way to confirm their safety (South Wales Police 2023). The male stated he would not give his location but provided police with the first name of a friend he was staying with. 


Despite still not knowing the location of the male further utilisation of social media was now possible through the social medial account which I believed was being used by the missing person. With this information which is defined by college of policing as all information obtained, recorded, or processed for a policing purpose 
(College of policing 2023). I could pass it to a team who could turn this information into intelligence which is collected information that has been developed for action (College of Policing 2023). I did this in hope it would offer the location of the male and further ensure his safety. I received intelligence from the team tasked in utilising the information that the male had one friend on his Facebook account with the same first name as the one he had mentioned. The social media account of this friend provided myself with the surname and a date of birth. With this I was able to search the police system and in turn get a potential address for the friend which I suspected the missing person may be staying at. In turn, I was able to go to this address and locate the missing male. The male had not sustained any harm and now located the appropriate services and help could be put into place to ensure his safety. 


In this incident, it is unknown what the outcome would have been without the use of social media. However, what it does demonstrate is the effectiveness and benefits it can have when used correctly by police. The use of it in this incident allowed me to locate the male in a timely manner which without the resource of social media would not be possible. 


To summarise, it is clear the advantages that social media has in enabling police to communicate with the public and is key for policing to be successful. Social media is a key element of communication for police forces allowing them to reach a wider audience with members of the public. However, it is important to consider disadvantages to social media in each individual incident to ensure that the use of social media is going to have a positive impact as oppose to exacerbating situations. 



[bookmark: _Hlk146196523]
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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.

[bookmark: _Hlk146004742]Consider leadership models commonly used in policing.
[bookmark: _Hlk146004772]How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:


In this assignment, I will critically evaluate and evidence flexibility in different leadership styles. I will also critically analyse leadership strategies that I have developed to manage a range of different operational situations. Furthermore, I will also consider leadership models commonly used in police and how to apply a change in leadership style and strategy to reflect changing circumstances in policing. The importance of leadership within the policing role was identified in ‘Police vision 2025’. Within this a clear plan was set out for the progression of policing between 2015 stating that ‘Effective leadership and management is critical’ (College of policing 2015). 

When working as a police officer there have been situations in which I have been required to act as a leader. The Cambridge definition of a leader is “a person in control of a group, country, or situation” (Cambridge Dictionary 2023). Within my role as a police officer I was approached by my sergeant to help with the professional progress of an officer who was new to the role. I was asked to assist with the development of the individual as it was highlighted they were struggling to deal with certain elements of the role such as decision making and general management of policing incidents. It was requested that I would take the individual with me to incidents, in order to teach them in a way that would allow them to go forward and be able to confidently deal with situations within the role independently. Due to this, I knew the individual would be looking to me for help and support and I would have to aid them using a style of leadership as well as understanding the importance of good leadership.


[bookmark: _Hlk146384873][bookmark: _Hlk146008079]The Action centred leadership (ACL) developed by John Adair is an effective model used in leadership. The model looks at the importance of leadership using 3 main areas of focus. These 3 areas are firstly, the task, what it is and how it is to be achieved. Secondly the focus is then the team and how to build it, and lastly the focus moves the individual’s personal development (The British Library 2023). For me the task was requested where I was required to get a new officer to a level where they would be able to effectively carry out the job as an individual. The team was the response shift on which the individual and I was working as the lack of effective resources in the form of police officers would have a negative effect on them and finally, the individual was a colleague who required developing through different leadership methods. When looking at leadership styles there are two main styles widely recognised. These are known as transactional and transformational leadership (Meridian University 2023). The transactional leadership style requires the leader to set out specific goals and then offering a reward for achieving them. This style can be used effectively in areas where quotas are set and specific targets need to be met. This style is recognised to be most effective with employees who are self-motivated. However, this will not be effective if there is no motivation from the individual to work towards specific targets. Effective transactional leaders recognise and reward a follower’s accomplishments in a timely way (Michigan State University 2023). 

[bookmark: _Hlk146036870]The second leadership style, referred to as transformational leadership looks to develop growth and progression from the individual. An aim of this style can be to identify solutions to longstanding challenges and has been identified as being effective in helping younger or new employees to integrate them into the team culture and enforcing the idea that they are working towards a meaningful goal.
The leadership style works well where the goals include developing the talent of the employees, and not just meeting an immediate goal (Michigan State University 2023). 

[bookmark: _Hlk146292846]In simpler terms, the transactional leadership style looks at how to get things done, and transformational leadership looks at how to motivate people to do things (Florida tech 2023). Therefore, when considering the right leadership style, it is important to recognise that although these two types of leadership styles that are widely different, one is not better than the other, as both are suited for specific individuals and scenarios (Meridian University 2023). With both these leadership styles in mind I was able to efficiently plan for the required development of the individual. 


[bookmark: _Hlk146044177]Having identified the styles in which a leader may act I also had to consider what would make me an effective leader when dealing with an incident. As such I knew it was important to consider and utilised practices identified by the College of Policing in what is the benchmark for a leader. Including at the start of the incident demonstrating good practice when leading by example. During the incident, it was important to be encouraging using a problem-solving approaching and effective evidence-based decision making. After the incident has been dealt with it is important to use reflection and feedback to develop and enhance leadership skills and performance (College of policing 2023).


To ensure I was able to apply my leadership strategies the individual was assigned to work with myself for the foreseeable shifts. Having previously considered leadership strategies I believed a transformational leadership style would be the most suitable approach to take. The reason I believed that this would be the most appropriate style is due to the goal I was looking to achieve which was to get an individual who at current had been deemed to be at a standard where they could not carry out the job to an accept standard, to a standard where they could respond as an individual to policing incidents to an acceptable standard. During these particular shifts, we responded to multiple calls where I asked the individual to let me take the lead to allowing me to demonstrate in line with the college of policing benchmark of a leader. This would allow the individual to gain confidence in a role that would not put too much pressure on them, thus allowing them time to think about what they would do in these situations going forward. A further benefit of this method is that it would look to motivate the individual to deal with future calls considering Adair’s 50:50 rule which states that 50% of motivation comes from within a person, and 50% from the leadership (The British Library 2023). This meant that half the responsibility for gaining the motivation for the individual came from my actions as a leader. 


Having spent time with the individual responding to incidents with myself leading, I ensured that they were now in a position where they felt comfortable to take the lead at the incidents themselves. Having stated they feel confident, the first incident that we were required to respond to was a report of a male outside an address abusing and threatening to kill members of the public. Police had received numerous calls for the incident all reporting the same concerning situation. As we made our way to the incident, I spoke to the individual to get an understanding of their initial strategy and to gauge how they were feeling with the understanding they would now be expected to deal with the situation. The reason I did this was to follow the transformational leadership style which as previous stated looks at how to motivate people to take on the task required. 


On arriving at the incident, we encountered the male suspected to be involved, along with a large group made up by members of the public. It was evident that tension was notably high and with the large group of people all trying to give accounts the situation was challenging to control. Both myself and colleague dealt with the situation however, unlike the previous incidents my colleague would now lead. It was apparent early on that the individual I was looking to lead was struggling to manage the situation due to its nature and decision making required for it. Due to assessing the situation and deeming that the safety of the individual, members of the public and also myself were at risk and the potentially damaging effect of police perception, I felt it necessary to take control of the situation and deal with it appropriately. This now involved myself managing the situation and taking the leadership role once again. Having now taking control of the situation it was important to adapt with elements of the transactional leadership style now being used. The situation had changed from where I had previously looked to let the individual deal with the situation in full as the goal, I would now set smaller, more specific goals. In this incident, I instructed the individual to take the victims into their house and gain an account from them. 

Once the situation was dealt with I was able to reflect with the individual on how it went. For this it was important to recognise what went well and as expected, and what did not go well so I can be improved on for the next situation. As well as reflecting on the performance of the individual I recognised the need to reflect on myself and the choices around the leadership decisions made. In this incident, I believe I could have recognised the complexity of the situation and the challenges that come with it early on and that despite having seem previous incidents they would not necessarily have prepared the individual for this one. A potential leadership style that would have been suitable for this this incident could be situation leadership. Situation theory or leadership uses the premise that there is no ‘best way’ to teach a person and that the best approach is to assess the situation and people involved and to adapt the approach as such. The theory works using the maturity and ‘readiness of the person being lead. The theory requires the ability and wiliness of the individual and starts by assessing the capability of the person (Claire Davies 2020).

By applying this style of leadership going forward to future incidents the individual could adapt and progress in line with the situation. By assessing the capability of the individual for the situation, they could develop and reach a stage whereby they could now deal with situations as an individual achieving the aim set at the start.

To conclude, it is clear that the importance of leadership within policing holds is a vital part of the role. It is also important to consider the different styles of leadership and the best style of leadership for the situation, including the person who is being lead. It is also important to adapt to situations and change leadership style where required to maximise the benefits of the leadership and achieve the aim set out. The incidents discussed within this assignment are clear examples of how to effectively use leadership styles within the role of the police officer.
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
[bookmark: _Hlk146092615]Critically reflect upon your three-year probation:

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

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

How do you provide and receive feedback?

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



ANSWER:

In this assignment, I will critically reflect upon my own three-year probation. I will be focusing on the coaching and mentoring I received and how I benefited from them for my personal goals. Furthermore, I will look at how they have helped me meet personal, professional, and organisational goals. I will also look at how this has aided me to learn, develop and perform in the workplace. The consideration of relevant coaching and mentoring models will also be discussed. This will include the SMART framework and the GROW model that aids achievement of goals in the workplace through coaching and mentorship.

[bookmark: _Hlk146094113]Within my three-year probation I have received both coaching and mentoring in a number of different ways. The Cambridge dictionary defines coaching as “the act of giving special classes in sports, a school subject, or a work-related activity, especially to one person or a small group’” (Cambridge Dictionary 2023). Whereas mentoring is defined as “the act or process of helping and giving advice to a younger or less experienced person, especially in a job or at school” (Cambridge Dictionary 2023). Although these are the official definitions it is summarised well by stating a mentor is someone who uses their knowledge, skills and experience, to help another to develop and grow and a coach is someone who provides guidance to a person on their goals to help them reach their full potential (Push Far 2021).


Previously, research has suggested that there is a notable advantage to both coaching and mentoring. With more than 4 in 10 workers without a mentor stating they considered quitting their job, and 70% of people who received coaching reporting the improvement they felt in their performance at work (Together 2023). This highlights a clear advantage to both having a mentor and coach in the workplace. The benefits of someone receiving coaching and mentoring were also documented by Gloucestershire Police who state that with the right coaching and mentoring someone can expect to see improved confidence and self-esteem, assistance in dealing with organisational change, rapid personal development, feedback to assist in dealing with existing and new challenges and improved performance (Gloucestershire police 2016). With research supporting the benefits of both mentoring and coaching there are similarities of the two. For example, both require a committed relationship between the persons involved with qualities including empathy, active listening, and the ability to give constructive criticism to ensure success (Together 2023). Ultimately, they both aim to assist individuals to achieve success and overcome work challenges (Indeed 2023)


However, despite some initial similarities there is also key difference which separate and define both coaching and mentoring. The first key difference is the purpose. Coaching aims to alter and enhance how workers approach their work. This is by learning new techniques from coaches to maximise their output and perform at their peak. Additionally, coaching makes sure that staff members remain motivated to fulfil their objectives and give them the necessary skills to do so (Indeed 2023). Mentoring however, works by establishing strong, professional relationships between knowledgeable staff members and employees with the goal of mentoring. Employees are held accountable by mentors to carry out their duties effectively and correctly (Indeed 2023).

A second and key difference is the activities set out. With mentoring, interactions are frequently informal. There is no specific methods or exercises used. Mentors and mentees typically interact during pre-arranged meetings. Dissimilar to mentoring with coaching, coaches engage in a variety of actions to inspire workers and boost their self-assurance. For instance, they urge staff members to set and visualise SMART goals. This stands for specific, measurable, attainable, relevant, and time-based to achieve their objectives. Employees are asked to identify their skills and capabilities, and their development is monitored through self-reviews and assessments, with the goal of helping them build optimism. In order to assist staff members in changing their conduct, coaches also offer them feedback and constructive criticism (Indeed 2023).


One of the ways in which I have benefited from coaching and mentoring is through my sergeant, who through their role oversees my work and progression. During my probationary period, I highlighted to them that I was concerned with the volume of work I was required to investigate and the lack of time I had to do this correctly. This resulted in the implementation of a theory to help me and my situation. There are a range of theories when it comes to coaching and mentoring. A popular and well recognised theory is the GROW model developed by Sir John Whitmore in 1992. The module consists of 4 areas and this stands for goal, reality, options and will. For this instance, it was used alongside SMART goals. The first area looks at the goal, and this focuses on the overall outcome desired and what one is looking to achieve. My goal in this case was to decrease my work load so that it was achievable. Using the SMART framework as an aid to set my goal, the aim of reaching ten investigations at once was set. This was both specific and measurable with the exact number to aim for. The second area of the GROW model focuses on the reality aspect. This considers the achievability of the goal. It focuses on what has been tried prior to this, and the reason for not achieving the goal previously. This is similar if not the same as the next part of SMART which is achievable. With the goal of 10 investigations, it was a reachable target and although a number of zero investigations could be set it would not be a realistic or achieve target. Thirdly the model considers the options. This will include what the options are and what the first step may be. For the options, it was agreed I would be granted dedicated time to be allowed to progress my investigations to engage them to come down. This is also in line with the ‘R’ of SMART standing for relevant. Ensuring that this goal was in line with my long-term plan and success. The final area, wrap up / way forward looks at what the next possible step is and to rectify anything that can be improved or is missing. In line with SMART time base it was decided I would look to achieve this goal within the next 30 days and if it had not been achieved then why (Imperial college of London 2023). 

To ensure I am able to develop and perform to the required level at the start of my second year of probation, in line with the Gwent Police’s coaching and mentoring policies I was assigned a tutor. This was to ensure I was able to hit the required policing goals to pass my probation. These goals include demonstrating competency in conducting policing tasks such as making an arrest and interviewing a suspect. For this, my tutor adopted another popular model which is known as the 5C’s model. This model helps mentors in conducting a structured session and be utilised where the mentor may want to help the mentee consider different options to deal with the situation. There are 5 stages to the model, the first of which is ‘challenges’. This area looks at what are the challenges facing the mentee, for this it was the challenge of independently demonstrating I could competently conduct policing skills. The second area ‘choices’ looks at the possible options that are available, for this myself and tutor looked at ways I would be able to meet the required goals in the time frame set out. The third area is discussing the ‘consequences of taking each choice’. With this example, the third area was usually conducted after I had carried out the task looking at if I followed what was discussed in step two. The fourth area looks at ‘creative solutions’ and allows the mentor to provide options gained from their knowledge and experience. Using this area my mentor was able to identify any area in which I was struggling and give me guidance on how to improve. The final area ‘conclusions’ is the area in which the person being mentored decides what they will do going forward, committing to that decision. This is where after we had identified what needs to be improved and the how I would take steps to ensure I was able to meet the required goal and able to achieve the how. Although these stages are presented in a chronological order it is a fluid model that allows the persons following it to jump from stage to stage if required (University of Cambridge 2023).


An arguably less formal but just as beneficial form of coaching and mentoring I received to ensure I was able to meet personal, professional and organisational goals was through experienced colleagues on shift. A.O.R coaching is a trial and error approach that uses in the moment coaching styles which stands for action outcome and reflection (SOCO 2023). When wanting to increase the number of proactive searches I was carrying out I was able to turn to colleagues who I worked with. The first part of the model looks at the activities. For this particular instance, the activity was carrying out an increased amount of the searches in the correct manor. The second part of the model is the objective. By setting an objective to conduct a minimum of one search for every six shifts or one set of shifts, this gave me a specific measurable goal. The final area looks at the results. This looks to see if the goal has been achieved. If I did not meet the goal set I was able to focus on why and how to achieve it going forward.  By doing this and using the model I was comfortably able to see that I had met the requirements when it came to the figures expected from officers around conducting proactive searches. This stage allows feedback to be reviewed and any important changes for future practice can be considered to continually develop.


To conclude this assignment, there are a range of different coaching and mentoring styles. It is also clear that although there are similarities between coaching and mentoring there are also key differences. There is extensive research that supports the benefits for using the correct style and the positive affects this can have for an individual. It is also evident that with the use of the SMART framework and the GROW model goals are able to be achieved effectively with mentoring and coaching in policing. Through the correct coaching and mentoring from my sergeant and also colleagues with valuable experience, I was able to have benefited as an individual for my personal development. This has allowed me to meet personal, professional and organisational goals and learn, develop and perform in the workplace to a high standard. 
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