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Task 1

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



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

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

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


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



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



ANSWER:


In this essay, I will be reflecting on the importance of the College of Policing, and their role which ultimately professionalises policing within the UK. I will be discussing how I as a modern-day police officer am working towards fulfilling my role, especially as I am now in my final year of probation and how I have seen myself improve and change for the better after almost three years since joining South Wales Police. 

Since the moment I started my initial training with South Wales Police, the College of Policing has been the centre point of everything whether that be the training requirements/syllabus, the professional standards to the uniform standards and more. The strategic mission of the College of Policing is to “oversee the consistency and standardization police training and education” throughout the United Kingdom and has been doing so since they were founded in 2012 (College of Policing, n.d). 

The College has an important role within the broader policing goal which is set out in frameworks which includes the College of Policing’s independent 5 Year Strategy, and other frameworks including the Policing Vision 2025, Workforce Transformation 2018, the Strategic Policing Requirement which I will discuss shortly. Throughout the essay, I will be critically evaluating the College’s role within the process of becoming a professional police officer, and I will reflect on its practicality as I am now within my final year as a probationary officer. 

One of the College of Policing’s most fundamental roles is to lay out the training requirements with standards ensuring that police officers whether they are in their initial training periods, or staying in compliance with skills can keep up with the demands of modern-day policing, which is evidently challenging in itself. The College has introduced the Policing Education Qualifications Framework (PEQF) is a collaboration between policing and academia, with its main priority being to professionalise the role of a police officer (Wood, 2018 p.374). The PEQF offers a structured set of qualifications which comply with the national standards set by the College of Policing. Having this in place guarantees the public that police forces are producing officers that are competent in the legal, social, and psychological aspects of contemporary policing by combining police training to higher education.

In addition to the PEQF, the College’s focus on evidence-based methods is another primary tactic they use. This approach is based on study processes and techniques over conventional and easily available/more apparent methods. Especially for officers undergoing initial training, almost all of their classroom-based learning would’ve been set out and had the syllabus created by the College of Policing, using evidence-based teaching and research methods. The College of Policing (no date) outline in one of their articles that evidence-based policing develops a greater understanding of what works and the challenges that police forces face when dealing with incidents. By using this practice, it leads to a more thorough review and allows necessary changes to be identified and made earlier for the benefit of more efficient policing. 

Every 9-10 years, the College of Policing and various policing bodies come together and formulate a plan with list of targets and goals they wish to hit by the end of ten years from the meeting. This is what we now know as the Policing Vision. I will be referring specifically to the Policing Vision 2025, which was launched in December of 2016. In an article published by the Association of Police and Crime Commissioners (2017) marking one year since the launch of the Policing Vision 2025 plan, they discussed some progress made as a result of the plan. This included £69m from the Home Office to fund well sought after projects such as the increase of plain clothed/undercover officers tasked with targeting offenders who are grooming children online and sexually exploiting them. Especially in this current climate where online offences have increased beyond belief as set out in an article released by the NSPCC (2021), where they released statistics showing that online sexual offences against children have “surged by more than three-quarters”. With some of their statistics showing that across police forces in the United Kingdom, which is roughly 41 forces, 9742 online child sex offences were recorded that year. Just this investment alone and highlighting this in the Policing Vision 2025 plan will most definitely bring confidence to the public as it highlights that forces are doing their upmost best to investigate crimes like this which affect so many members of the public. 

Another field in which the College of Policing thrives in, is being one of the biggest driving forces behind inclusivity and diversity. The introduction of the Workforce Transformation 2018 as a response to the Policing Vision 2025, really captivated and prioritised the necessity for driving an inclusive and diverse workforce. The Workforce Transformation 2018 framework is a pillar for the transforming and strengthening the productivity and overall diversity for police forces all across the United Kingdom. It was developed collaboratively by the National Police Chief’s Council, the College of Policing and the Association of Police and Crime Commissioners who all had an agreed goal in mind which was to develop local police forces in order to handle the demands and meet the ever growing and challenging needs of modern society (NPCC, 2016). The introduction of the PEQF scheme which I discussed previously also falls under the Workforce Transformation 2018 and the Policing Vision 2025, which only enhances the importance of enhancing the competencies of modern-day police officers. 

For me being just over half-way through into my third and final year as a student police officer, I have been especially mindful of the qualities and requirements sought of a modern day police officer in the United Kingdom. By conducting this research and looking further into national programmes that include the Policing Vision 2025 and Workforce Transformation 2018, I can certainly see more clearly how important it is having the College of Policing as a body, and by having my police force put to use the organisational structures and programmes they have to offer,  that it has a tremendous impact on my day to day work life and to both my professional and academic growth.

I will now reflect on some of the significant ways that I have implemented to portray what is expected of me by the College of Policing and the public as a modern day police officer. To begin, the most vital element to being a modern day police officer and fulfilling the role is community engagement and problem solving. Community engagement is central to policing within the UK and I have no doubt that it is the same across the world. By continuing to engage with local communities it is known to build trust and confidence within the public which can assist with the reduction in crime. The importance of community engagement and public trust is set out in the Principles of Policing which are labelled as the “general instructions” of being a police officer, designed by Sir Robert Peele in 1829 (Gov.UK, 2012). These Principles of Policing are still enforced and taught by the College of Policing to this day, and this practice will always remain. This enhances the overall legitimacy of the police and enforces that police officers need to do their upmost to create and develop a positive relationship within their communities which will result in an increased chance of victims and witnesses coming forward and cooperating, resulting in a more thorough and efficient police investigation. 

Problem solving is another vital part in fulfilling the role as a police officer. Police officers need to have and continue to develop their problem solving skills. Nothing about policing is simple and policing is not something you can just walk into. Although everyone brings their own qualities and traits unique and diverse to them, extensive training is required to meet the standard. This further demonstrates the importance of the College of Policing’s involvement with the PEQF scheme, with structured syllabuses and assessments in training. Police officers are faced with different problems each day, sometimes multiple and as time goes, officers become unconsciously competent resulting in officers locating the root causes of crime, even with the most serious offences and traumatic incidents. Problem orientated policing is widely focused on proactive strategies to solve the crime at the earliest time possible, and not just based on the speed of a response alone (Reisig, 2010).

These practices are consistent with the Policing Vision 2025 and Workforce Transformation 2018, both whose components emphasise community-based approaches to policing and problem solving. The College of Policing also supports this way of thinking through training programs that provide officers with the skills required to effectively engage with various communities and tackle challenging social issues and problems. Community engagement and problem-solving not only make communities safer, but they also produce a more sustainable and efficient policing model that embodies the ideals of fairness, partnership, and accountability that are essential to modern day policing. Both these methods are taught from day one of initial training and often refreshed and practiced almost everyday throughout an officer’s career regardless of the path they choose to take or department they wish to specialise in. 

At this stage of the essay, I will now reflect on how my role as a police officer has changed during my final year of probation. Since I joined South Wales Police in 2022, my outlook on work and life separately has changed dramatically. My first year in policing was very much focused on learning and observation with the first six months being classroom based, with theory based learning provided by the College of Policing, and then having to undertake two academic assessments during those six months before passing out of training school. The final six months of year one was spent under supervision of an experienced officer who tutored me. This was my first experience of increased responsibility and insight on independent decision making, and where I got to put the skills and theory I had spent those months learning to practice. The National Decision Model (NDM) was one model taught. The NDM is a structured decision-making framework used in UK policing to help officers make successful and ethical decisions. It encourages consistency through allowing police to evaluate events through a combination of proportionality, legality, and necessity. The NDM assists officers with navigating high-risk circumstances that require quick, sound decision-making, emphasising the importance of professional judgement in complicated and often confusing situations (Wood et al., 2024). 

The NDM is solely based around the Code of Ethics which were established by the College of Policing which emphasis the standards of professional behaviour for a police officer. To name a few being honesty and integrity, equality and diversity and fitness to work are some of the ten standards set to follow (College of Policing, 2024).  As I am now in my final year of probation, the Code of Ethics have started to become second nature to me, even outside of work. Throughout the three years I have been a police officer, I have seen other colleagues dismissed or dealt with through official disciplinary proceedings as a result of the Code of Ethics not being adhered to, it is evident there is no tolerance when it comes to breaches of the Code of Ethics and that it is to be adhered to by all police forces ensuring public trust. 


In conclusion, the College of Policing is an essential aspect in the professionalisation of modern day policing. The College has set out its expectations for new officers and their police forces enabling a platform for successful and trustworthy police officers from the offset by emphasising their high standards, promoting ethical and inclusive policing and encouraging both evidence based and problem solving policing. Whereas the College does face challenges such as resources and funding, the College continues to thrive developing the professional policing culture the public rely on that is consistent with the 2025 Policing Vision and the Workforce Transformation 2018. 
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

In this piece of academic writing, I will be evaluating my experiences with social media being used in a professional environment, specifically with in South Wales Police. I will also be discussing the benefits and negatives of social media being used by police forces across the United Kingdom and explore how it impacts on community engagement between the police and the members of the communities they serve. 

Social media has been around for quite sometime now, but now more than ever it is heavily relied on by the majority of the public both nationally and internationally. A statistics report put together by Dixon (2024) shows that in the United Kingdom alone, there are over 56.2 million active social media users in 2024. Which has seen a rise of over 4 million since 2023. 

Law enforcement/police forces have then noticed a way to engage with their communities, through a more modern way, and since then the use of social media has become a pinnacle and vital tool in order to inform, engage and continually work on the trust from the public. Since joining South Wales Police, I have seen social being used in a variety of different ways, for many different purposes. The use of it demonstrates an evolving platform reaching a large scale audience to many people within South Wales, and sometimes further when required, For South Wales Police, Facebook and Twitter are used daily. Examples of daily use could be from traffic updates which are always informing road users of closures, accidents and incidents within areas, appeals for witnesses by sharing a location and time of an incident. 

The most common use I am familiar with is social media appeals for missing persons. The use of social media by South Wales Police and other British police forces in investigating missing people has shown to be an efficient method for promptly communicating information to the public and encouraging community engagement to assist police with their enquiries and efforts to locate missing people. An appeal to the public via social media can reach thousands of people at a click of a button and allows people to comment on a post/appeal with any sightings or information they may have on that missing person. It also means that members of the public can share the appeal to their accounts and their individual audiences, further expanding the reach and audience of the police force’s appeal. 

For example, South Wales Police created a social media appeal and article for a missing person that I will refer to as ‘the female’ for the purpose of this essay. The female was last seen on Tuesday 23rd July 2024. South Wales Police (2024). Since the initial report, South Wales Police have continued to appeal via their social media and update concerned members of the communities with new sightings and enquires completed and ongoing. In relation to the missing female, the article was informing that two persons had been arrested on suspicion on being involved with her disappearance and was urging residents of Cardiff to check any CCTV devices they have, phone calls, dash cam etc and to contact 101 should they believe they have any helpful information. From looking at this appeal in particular, there are numerous factors of why this is effective use of social media. 

One of those factors is the public interest in the missing person case itself. Now more than ever, the public interest for police investigations regardless of what type of investigation it is proves vital and the public have clear expectations of how they wish for the police to operate and based on higher levels of scrutiny towards modern day policing, police forces are now held to a much higher standard by communities. In a report put together by Higgins (2020) he discussed a review that was being held considering the general public’s expectations on the police’s day to day. Part of public interest contributions and this review is ensuring that police are spending enough time and resources to investigate matters that meant the most to the community. 

Therefore, for police to utilise social media for missing person appeals, is a driving force capturing several public interest factors that align with force policies and the Policing Principles. For missing persons, social media enables the immediate distribution of critical information such as a photograph of the missing person, description, contact details etc. As outlined by the College of Policing, it is imperative for this enquiry to be carried out at the earliest opportunity possible following the initial report. Similarly, obtaining details to the missing person’s own social media accounts like usernames/passwords is also one of the early enquiries carried out by attending officers which will increase the chances of recovery (College of Policing, 2016).

Not to mention that social media appeals are more cost-effective, and quite frankly on most occasions doesn’t cost police forces a penny compared to the more traditional appeals carried out prior to social media such as posters and broadcasts – which would cost police forces substantial amounts of money given the high demand levels that come with modern day policing, which I have only seen increasing since starting with South Wales Police. 

In conclusion of public interest factors, incorporating social media platforms to in their efforts to locate people who are missing gives the community itself a sense of belonging, and a sense of teamwork between them and the police. Regular updates in these situations strengthen public confidence and demonstrate consistency in resolving issues that affect the community. For those who have experienced missing family members/friends previously would know how hard and challenging it is and would be inclined to support in any way they can. Keeping the public engaged increases trust in the police's capacity to act in the best interests of the communities they serve. Most importantly, increases the number of "eyes on the ground" especially within areas where the person was last seen.

Whereas the primary focus of police forces using social media would be for appeals and for information purposes, more recently and even South Wales Police, social media teams are starting to engage with their communities by creating more fun and relatable content. For example, South Wales Police are rather active on Tik Tok which is a platform aimed at younger audiences where short videos (usually 15 seconds long) are posted in line with online trends at the time (BBC News, 2019). Some members of communities may feel intimidated by police and feel as though they are not approachable.

In March 2023, throughout England and Wales, 32% of people aged 16 and over stated they did not have confidence within the police (GOV UK, 2024). By using social media, it humanises the police and paints a more approachable picture and on occasions where false information is posted, police forces can quickly dispel those rumours and false information quickly and in the public eye for everyone to see, providing facts to be a trusted voice. 

Those who struggle to speak to police, might see a TikTok that is relatable to them and helping them realise the police are human beings and can have fun, but also remain professional. South Wales Police also promote and congratulate officer achievements and outcomes of investigations. Chief Constable Jeremy Vaughan of South Wales Police has recently received the King’s Police Medal which was promoted on social media, and the majority of comments were positive, and being able to show this to members of the public, demonstrates that South Wales Police, and the wider scale of policing are being recognised for good work. 

Unfortunately, the use of social media by police comes with risks of its own, some risks more significant than others which I will discuss shortly. It requires careful management on all used social media platforms, and police forces must ensure that staff who have access to the social media platforms are well trained to ensure that the true benefits of social media use is not outweighed by the negatives. 
 
The most common risk would be incorrect information or unverified information posted causing panic and speculation to members of the community. Also, forces must me mindful of how much information they are sharing with their communities, especially within the early stages of an investigation as it may jeopardise outstanding enquiries. It is standard practice for most police forces to post details of wanted persons and suspects. This is usually done in the latter side of an investigation where all other enquiries to locate a suspect have been exhausted proving negative, and a social media appeal as to their whereabouts is a very last resort. The risk that comes with this type of appeal is should the suspect themselves or an associate of the suspect sees the social media post indicating that they are wanted, it may encourage them to evade police even further, meaning it takes a lot longer for an offender to be brought to justice as they are actively doing what they can to avoid being arrested. 

Therefore, the investigation could be jeopardised. Should a police force wish to post personal details being name and usually a photograph of an offender who is wanted, this has to be done in line with the Human Rights Act and General Data Protection Regulations (GDPR) and the integrity and decency of the suspect. Persons may feel as though their privacy has been infringed and there is possibility for unwanted attention to be brought to involved persons, with the risk of harm to reputation at the end of it, specifically should the information be incorrect. Force policy for British Police forces state that all appeals must be removed within 30 days of its posting and reviewed and managed by the Corporate Communications department in the meantime (Northamptonshire Police, 2020). 

In conclusion, social media usage by South Wales Police and neighbouring forces is an invaluable tool for engaging the public, particularly in critical cases like missing persons appeals as I have discussed. It enables rapid dissemination of information, encourages and creates a space for community participation, and amplifies the reach of police communications, all while being cost-effective. 

Platforms like Facebook and Twitter empower the public to share information, provide tips, and collaborate with partner agencies, significantly improving the chances early police intervention and resolution. Social media also demonstrates transparency and accountability, enhancing trust between the police and the community they serve. Whereas this usage comes with risks such as misinformation, privacy interferance, and the potential for online harassment and the ability to complicate investigations or harm the individuals involved, the benefits much outweigh the negatives, and it is evident that usage within police forces will only evolve with it. Operational security must continue to be carefully maintained to avoid compromising sensitive details but there is legislation and departments to manage this. 

As a police officer, I’ve seen social media work as a double-edged sword. While I have seen it has successfully reunited families and played a part in resolving incidents, it has also demanded careful management to avoid pitfalls like public backlash or the spread of unverified tips. When used responsibly, social media is an indispensable asset in modern policing, balancing the needs of public safety with the challenges of digital engagement.

Word Count - 1869





 











Task 3

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


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

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




ANSWER:


In this section of the essay, I will be evaluating the flexibility in my leadership style as a police officer within South Wales Police. I will also analyse leadership strategies I have used myself or have seen being used by other colleagues under different circumstances and a variety of different incidents.

Leadership in policing is very much one of the backbones and fundamental qualities that makes a good police officer. It drives the ability to maintain and build the trust of the public whilst achieving operational effectiveness for all departments that make up a police force, specifically within South Wales Police. Especially with modern day policing across the United Kingdom, having effective and strong leadership assists police forces massively in coping with societal challenges such as public order events and protests which have increased dramatically within the last few years as  which has seen The Public Order Act 2023 come into play as new legislation with new offences to cope with the increased amount of public order incidents as outlined in an article by Sprague (2023) discussing the bill passing this new legislation. That is just one example of how the police have had to alter and dynamically assess their leadership methods to cope with this particular demand, leading to a bill of new offences and legislation. 

South Wales Police cover the largest force area in Wales and is thriving with diversity. South Wales Police require leadership that demonstrates a delicate balance between consistency, adaptability which all assist with building the trust from the public. I personally am within the role of a response officer, which I would say is one of the more challenging roles of policing as you are dealing with everything at the earliest opportunity it comes to the attention of the police. For me as a response officer, flexibility in leadership styles is crucial as what comes with a dynamic profession like policing. I have no insight on what type of incidents I could be dealing with when I turn up to work. I could be dealing with a variety of different incidents ranging from predictable day to day administration duties such as workload enquires all the way up to highly volatile incidents where there is an immediate risk to life or assisting with the early enquiries of a serious incident investigation. 

Taking my role into consideration, tunnel vision focus on a single leadership style would make my job as a response officer more difficult, which would ultimately affect the quality of service I deliver to victims, witnesses and the public. Traits such as commitment, honesty and integrity are just a few to name that contribute to leadership in their own ways (Fritsvold, n.d). Flexibility and the unconscious knowledge of when to alter between different leadership styles contributes to meeting the specific needs of colleagues, the community and victims/witnesses. For example, last year I was tasked to attend the LGBT Pride event in the capacity of a police officer. My duty was to ensure that the parade flowed smoothly and to be approachable by members of the public in attendance with any issues or concerns they had. I also got the opportunity to directly engage with the LGBT community, on a day which is special to a lot of members. For this occasion, I adopted a transformational policing style which is a style that “inspires positive changes in those led and invested in the success of every member involved” (Ugochukwu, 2024). 

The reason that this leadership style was best suited for this particular event was whereas I was acting within my duty as a police officer, and needed to be able to deal with any incident that presented itself, in the meantime I felt obligated to show enthusiasm, empathy and openness towards the LGBT community specifically, as the Pride event itself has a story behind it which members of that community fought hard to keep alive and the day itself is to show inclusion for LGBT members. By adopting this approach, I have no doubt that it would’ve strengthened the trust and relationship between South Wales Police and the LGBT community. 

Another leadership style that I as a police officer find imperative within my role is a directive leadership style. A directive leadership style is when a person will take “complete control and action” and often make decisions quickly as there may not be time to take the opinions or work upon the actions of others (Glaser, 2022). In policing, I have used this leadership style frequently, with the majority of times being in fast paced incidents or incidents where this is significant risk of harm or significant risk of loss or damage to property. For example, I was first on scene to a three vehicle road traffic collision on one of Swansea’s main roads into the City Centre. I at the time was the most experienced officer at scene, joined by two relatively new officers. There were two casualties altogether including one pedestrian who had the worst injury being an amputated leg as a result of the collision. Upon arrival at scene, I knew that I had to adopt a direct leadership approach to give clear and concise instructions to the other two officers I was with, but also make sure that my requests were passed in the same respect to the control room via my radio. Some of my requests would be for further officers to attend the scene, I asked for a territorial support unit and ambulances in the first instance. These are a few examples of things I needed and had to make clear I needed as quickly as possible, with no room for confusion. 

When further units arrived including fire and ambulance service, I was still very much relied on as a leader by all those present regardless of rank and experience, as I was first on scene and already adopted that directive approach, those individuals sought for my information and themselves wanted quick, clear and concise information so they can conduct their own risk assessments and direct their own resources to the relevant areas. Given the nature of these incidents, there is always quite an intense reflective period that follows. Serious collisions with injuries, more so gruesome ones as the incident that I have discussed are really demanding on a police officer’s physical, emotional and mental wellbeing. Upon getting back to the station, our Sergeant (supervisor) would adapt a leadership style in order to put the welfare of me and the other officers first to take some time to cool down following a traumatic incident. 

This brings me on to discuss servant leadership. Servant leadership is a leadership model founded by Robert K. Greenleaf that encourages and focuses on leaders demonstrating listening skills, team member welfare and empathy to create a comfortable working environment at the time where appropriate (Asana, 2024). This is a prime example of why flexible leadership is crucial especially in a demanding environment that police officers face every day. By my Sergeant (line manager) recognising that the road traffic collision I have previously referred to was demanding for me and my colleagues he was able to switch to that servant leadership style by ensuring we had enough time to reflect on the incident, take some time to become level headed before attending the next call and speaking with us about any concerns we had or issues that arose whilst dealing with that particular incident. 

Whilst I have discussed personal leadership and leadership by supervisors to a team, police forces including South Wales Police will adopt a leadership model that covers all staff across the entire police force. One of those models would be transactional leadership. Transactional leadership is a model founded by a German sociologist called Max Weber in 1947. This model focuses on leadership orientated around policy, rules, rewards and discipline (David, 2023).

South Wales Police will lead stuff based around local Force Policy, guidance from the Police and Crime Commissioner, the IOPC and up to the Home Office. South Wales Police may utilise transactional leadership methods to guarantee that officers and staff follow outlined policies, conform to performance objectives, and uphold operational discipline. The transactional approach is very useful for acquiring short-term and long term goals and preserving order within a hierarchical organisation which is so heavily relied on by the public. I personally and all other officers within South Wales Police have to complete a PERFORM process every single year which is a one-to-one conversation with a line manager to discuss performance and areas for improvement. This gives line managers and officers the chance to ensure good behaviour is rewarded and maintained whilst remaining disciplined and diligent. As a result of a PERFORM it also allows a re-assessment of leadership style, a further factor to why leadership style flexibility is important. 

This approach gives officers clear vision on what is expected of them, similarly to a direct approach but allowing them to be recognised for achieving these goals. 

South Wales Police for example hold annual award nights for officers that are accredited for things they have achieved. All officers and staff within South Wales Police can also recognise a colleague via our own internal staff platforms. However, this example does refer to the other end of the stick. Officers and staff within South Wales Police also are clear that should they be subject to disciplinary proceedings, this information can be published internally and externally via the public social media domains. This leadership approach outlines to officers how to recognise and utilise the appropriate means of challenging this behaviour in line with their duties as a police officer that falls under the standards of professional behaviour and policing principles. 

In conclusion, flexibility in leadership is critical for effective police, especially in a varied and dynamic region like South Wales. My experiences reflect a willingness to change, informed by both theoretical models and practical insights. I have successfully navigated the complexity of community participation, serious and traumatic incidents, and long-term investigations by using a variety of leadership approaches and strategies. However, the limitations that accompany flexibility highlight the importance of constant learning, reflection and review both by myself, my colleagues and the Chief Officers to ensure that all staff members are able to their leadership styles to fit the correct situation they are presented with regardless of profession/department. As policing changes, so must our leadership techniques, ensuring that they stay sensitive to officer, community, and operational needs.

I have a long policing career ahead of me, and I look forward to seeing what direction I go towards in terms of specialising. Not only will I continue to develop as an officer, but I will continue to utilise the leadership skills and models I have always used but remind myself that I need to adapt and be flexible around them when required to do so. I am confident that I am supported by the leaders that I look up to and will continue to be for the foreseeable future during my time with South Wales Police.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

In this section of my essay, I will be reflecting upon my probation period over the last three years since becoming a part of South Wales Police as a police constable. I will be exploring how I have benefited from being mentored in a variety of ways including professionally, academically and personally. I will also discuss what has contributed to my learning and development, and how I both receive and provide feedback as part of my reflection and continuous development as a student police officer in probation. 

During my first three years within South Wales Police and coming to the end of my probation period as a new police constable, mentoring and coaching from supervisors, my personal tutor and experienced colleagues on shift have all played a vital part in shaping me as the police officer I am today, and as an individual outside of work too. By continuing to participate in both organised and unsupervised learning experiences, I have been able to develop crucial and fundamental skills, meet targets expected of me such as completing the officer competence portfolio (OCP) all whilst serving my communities, and becoming a working asset to the wider vision of South Wales Police. 

Since joining South Wales Police back in July of 2022 and following passing out from initial training, like all other new officers, I had to go through a three year probationary period. In policing, a probationary period is set out by the Home Office as a minimum requirement to an individual becoming a qualified and independent police officer. The period (not just used by police but in many different careers/jobs) is typically for a period ranging from one to three years, and for police specifically is covered under the Police Regulations Act 2003, namely parts twelve and thirteen (Legislation.Gov, 2003). 

After spending the first six months of my career in police training school, myself and all other officers are allocated to spend twelve weeks with an experienced officer who had completed the Tutor Constable course. This is known as the ‘tutorship’ period. I was based in Townhill which is a demanding area of Swansea and in my twelve weeks I got to experience a huge variety of incidents from straight forward disturbance calls to complex domestic incidents and sudden deaths. The tutorship period played a huge part in enhancing my skills learned during initial period and began building up my resilience. Having a tutor, and a colleague that acted as a mentor offers several benefits. 

It gave me a huge confidence boost in my ability to police and also give me a clear direction of responsibility, and I always got the chance to reflect on a days work. Turner, Lucas and Whittaker (2018, p.120-130)  wrote a journal discussing the importance of mentoring and how to mentor, and amongst many valid statements and theories, they touched upon how important it is to reflect on day to day tasks, as it helps with “broadening a perspective” which I felt was very relevant to me as a student constable during my tutorship, as regular discussion and reflection with my tutor allowed me to recognise strengths and what I can do to improve. The reflections allowed me to develop my emotional intelligence by being able to understand the impact and importance of my conduct and decisions that I make every day including towards colleagues and members of the public. 

The Goleman’s Emotional Intelligence framework underscores the necessity for these qualities also vital to a police officer. The framework is made up of five components being self-awareness, self-regulation, motivation, empathy and social skills (NeuroLaunch, 2024) which are all qualities I had to demonstrate as a junior police officer in tutorship. For example, self-awareness is crucial as police officers regardless of experience need to recognise their own triggers, as we are all human and emotionally impacted by different things. By recognising triggers, it allows me to compose myself and remain professional and impartial in high pressure situations. Policing unfortunately does turn into a ‘contact sport’ sometimes and having that self-awareness aids in avoiding un-necessary and sometimes un-lawful overreactions that can lead to further conflict, putting myself, colleagues and potentially members of the public at risk of danger. In addition, social skills and empathy very much work hand in hand. It is necessary to establish the needs of a victim or member of the public to foster concise communication to tend to the needs whether that be a vulnerable person or a victim of domestic abuse. By always looking to develop social skills and achieve a good rapport promotes that the police are there to help and can be trusted. These qualities also apply towards colleagues as much as the communities. 

As part of the probationary and tutorship period, I had to fill out and complete an operational competence portfolio (OCP). This portfolio ensures that student officers like me are attending a variety of incidents, ensuring that they are demonstrating competency to deal with those incidents. I personally think having an OCP is an innovative and useful tool not only to student officers but to supervisors and area training officers, this allows for a student officers’ progress to be reviewed, and targets are being met. As a student officer especially within the first six months, it can be quite stressful and incidents can test you physically, mentally and emotionally. No two days are the same when it comes to policing, and I began to realise that I need to prepare myself for anything at any time meaning that police work is a very fast paced environment, and unfortunately student officers might not have the opportunity to reflect on the previous incident, which in some circumstances leads to unnecessary stress should a student officer have concerns or questions. Having the OCP gave me the opportunity to take some well needed reflection time and to recognise my strengths and develop any weaknesses increasing professional growth. 

South Wales Police are widely focused on the development and growth of all officers, in order to optimise the trust from the public and achieve organisational goals. Every four to five years, the Chief Constable of South Wales Police, Jeremy Vaughan develops a delivery plan in collaboration with the Police and Crime Commissioner, indicating to staff and the communities of South Wales what to expect of the organisation. One of the many promises from the Chief Constable and the PCC covered in the 2023-2027 delivery plan is the continuous promotion of diversity, equality and inclusion within the force (Police and Crime Commissioner, 2024). 

With those factors in mind, having officers go through a tutorship and probationary period assists with developing those values. By aligning mentoring and coaching of offices within South Wales Police, it has provided a structure to ensure that my development as an officer is in line with the policing practices and values set out in plans like the Chief Constable’s Delivery Plan and the Police and Crime Plan. I have improved my ability to act in my duties as a developing police officer by focusing on community interaction, diversity and inclusion. Furthermore, mentoring and tutorship emphasised these qualities by fostering cross-cultural understanding, exposing unconscious prejudices and supporting fair behaviours. My tutor had over fifteen years of experience as a police officer, and was diverse in his methods of policing and as a person compared to me, and assisted with me recognising these qualities in myself and allowed me to gain mutual respect from my tutor, and widen viewpoints by other colleagues I work with from various diverse backgrounds, both of which are critical pieces of the puzzle leading to a more inclusive workplace. An article published by Sophia Lee (2021) discusses that mentoring and coaching is capable of developing an organisation, contributing to wider goals and said that mentoring programs are particularly crucial for women and persons from under-represented groups. 30% of women felt their mentoring period was highly significant, against 23% of males.

I will now discuss my own personal learning opportunities and development in my three year probation period thus far. Throughout my initial tutorship period and then after completing tutorship and working more independently, I have found that experiential learning has been the most effective way of learning the craft of being a police officer for me as an individual. Even prior to being a police officer, I knew I would always learn things regardless of what they would be quicker through experiential learning. Whilst in initial training, I sometimes struggled with the class room lessons as it is far more academia focussed, similarly with the degree apprenticeship I am doing. However, when it came to practical learning, I seemed to achieve a lot higher than in the classroom. In a book written by Beard and Wilson (2006) discussing experiential learning, it was said that experiential learning is one of the more fundamental ways of learning for most people and is simplistic in the fact than unless it is standardly required by whatever it is you are learning, there is no need to have lots of equipment and can be done alone. They also stated that “learning becomes deeper and more applicable” (p. 15-16) which to me is relevant as a police officer because almost all the skills I learn require to be applied throughout my day to day work. 

During my probation, it is encouraged and required to constantly reflect and learn from real-world scenarios and incidents I have dealt with and constantly conceptualize approaches and then practice those alternative approaches. For example, I attended a report of a domestic incident between a husband and wife where the wife had disclosed the husband was intoxicated and actively assaulting her. Upon attendance, it was evident the effects of alcohol had a severe impact on the husband’s behaviour, leading to him becoming volatile towards me and a colleague. Both me and my colleague were close to being injured as a result of this incident due to the husband lashing out and throwing furniture at us prior to us effecting his arrest. Unconsciously, during this incident and in the aftermath of this incident, I was learning. The ability to learn in a volatile situation and reflect on it afterwards is consistent with Kolb’s Learning Theory. 

Kolb’s Learning Theory is broken down into four concurrent stages of learning being concrete experience which in this domestic incident would be the fact I had to attend and immediately diffuse a volatile and dangerous scenario whilst protecting myself, my colleague and a vulnerable victim plus an aggressive suspect. The second stage of the theory is reflective observation my colleague and I, along with our line manager at the time were able to sit down and watch body worn video footage to look at our strengths of dealing with the incident and consider alternative approaches which also comes under the next section of the model being abstract conceptualization where with the alternative approaches in mind, we were able to better equip ourselves for similar incidents by asking for further units earlier. The final stage to this learning model is the active experimentation which is going to a similar domestic incident and using the previous experience to come with a more effective report and applying the alternative methods that were sought. The benefit of this learning theory is that there is no time limit, specifically to me as a police officer. I will always continue to deal with domestic incidents, and the abstract conceptualization stage and active experimentation stage can be repeated at similar incidents and even years apart from the incident. In addition, this is the most efficient way for me to give and receive feedback to and from other officers. The process is so iterative and can be applied in so many ways (Structural Learning, 2022). 

In conclusion, throughout my probation period so far, the mentoring and coaching I have had from my tutor and even the colleagues on my team have been invaluable and will continue to the case throughout my career, and I will continue to express the importance of coaching and mentoring to the junior officers that start their journey as police officers after me. These procedures not only helped me achieve my personal, professional, and organisational goals, but they also provided me with the skills necessary for continuous learning and development within South Wales Police. This is done through combining theory with practice, accepting feedback and having the ability to assist other colleagues with their reflection. I have grown into a more skilled and confident officer capable of actively contributing to the policing profession.
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