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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:


The college of policing was founded in December 2012 with the express purpose of overseeing the consistency and standardisation of police training and education on a national level. and has developed the Police Education Qualification Framework to assist with this (College of Policing, 2024). The college of policing is also responsible for writing the codes of practice that all forces in England and Wales must have regard to and when inspected by HM Inspectorate of Constabulary. These are the standards to which they compare (Home Affairs Committee, 2017). Whilst the influence of the college may not be observed by most police officers mainly due to the fact that all training, they undergo will largely be conducted by the force in which they reside. The goals, outcomes and some of the learning points are set by the college with the force having to incorporate them into the training package. Officers may also note that this applies to the online learning packages distributed to them over the course of their careers. 

Whilst the college maybe largely credited or responsible for the training set out for officers many are not aware of it’s purpose with it being noted in a report by the (Home Affairs Committee, 2017) that the police federation had not detected much change in officers knowledge of the college. Another key takes away from the report was the large variation in application of the guidance and standards it has set within the 43 forces present in England and Wales. With the considerable number of forces present each of which covering different areas throughout the UK, there are large amounts of variation, and this leads to issues in implementing the national standards set out by the college. This leads to the difficulty in how to address this issue as whilst the report clearly acknowledges that different areas require a different method of policing to effectively police the communities this should not lead to individuals having different experiences of the powers used upon them. Adopting a national standard as set out by the college would also assist in the consistency of judging officers’ performance, meaning that as well that officers could more easily understand the standards by which to adhere regardless of where they are based. 

It is evident  that the role of the college is to standardise the role of police officers across England and Wales thus making the role a more professional role with clearly defined roles. However, it is difficult to implement this as each force must deal with its demographics and the standards set by the college may cause issues with the locals.

The role of a modern police officer was firstly introduced in 1829 by Sir Robert Peel and the fundamentals of policing have not changed since this time and follow the nine policing principles set out by Sir Robert Peel (Police Federation, 2008). These nine principals have remained the fundamental core of policing since their inception and the code of ethics that the college of policing has set is based on the principles set by Sir Robert Peel. The Policing Vision 2025 as set out by (The National Police Chiefs' Council, 2016) consists of six points to achieve by 2025. The first pillar is to achieve a better link with local communities using evidence based policing and greater public protection. The second point is to have a better prepared specialist departments who can more rapidly respond to emerging crime types and protect vulnerable people. The third point is to attract and retain a more professional and confident workforce that can operate with a high degree of autonomy and accountability. The fourth point is to expand on digital policing both as a means for the public to contact the police and report crimes as well as better use of digital information and intelligence and its transfer. There is also the aim to better work with other agencies to provide a better support to local communities and work in a more consistent manner. And lastly there is the aim to make clear accountability for police forces both locally and nationally to provide a reform programme to better engage with communities (The National Police Chiefs' Council, 2016). 

In 2023 the policing vision was greatly expanded and the policing vision of 2030 contains 5 pillars, the first pillar expands on the first objective of the previous vision and the end outcome is to achieve a greater trust from the public by being able to better identify vulnerable people, reduce serious violence and violence against women and girls, by providing greater support to victims, increasing public engagement and increasing the inclusivity of the police force (National Police Chiefs Council, 2023). 
The second pillar is to prevent crime and criminality through increasing collaboration with partner agencies and other community and private groups, by driving forward the public health approach, make greater use of multi-agency data, increase visibility through a commitment to neighbourhood policing and adopt an evidence-based approach and a preventative culture as a function within policing (National Police Chiefs Council, 2023).
The third pillar is to improve the approach when it comes to demand placed upon police by being able to better anticipate crime and criminality, tackle hate crime and it’s impacts, improve the use of science and technology, create high-quality data and utilise it to improve decision-making and finally by trying to make improvements to the criminal justice system thorough reform (National Police Chiefs Council, 2023).
The fourth pillar is to create an inclusive and talented workforce, by attempting to attract the best individuals for the role from all communities, establishing a culture which values strong ethics and professionalism, encouraging more colleagues to take active part in improving the workforce, developing effective leadership at all levels and safeguarding the workforces mental and physical wellbeing (National Police Chiefs Council, 2023).
The fifth and final pillar of the vision is to create a culture that values improvement and innovation by encouraging people to challenge and learn from one another, create a culture that values learning and an evidenced based approach, developing leaders around data and digital literacy, deliver a sustainable police service and improving the efficiency and productivity of police forces (National Police Chiefs Council, 2023).

During my final year of probation, I have noticed several changes within the policies of the force, which I believe are likely related to the above points. Most notably during my time as a police officer I have noticed a large shift in how incidents of domestic violence are dealt with. Initially when I joined the police force the safeguarding element surrounding domestic incidents was considerably less with the only policy being in place was that positive action was required. This largely meant that as long as the victim was safeguarded within the immediate time frame there was no requirement to arrest the suspect and if a complaint was not forthcoming from the victim the suspect could simply be taken to a different address, however this was dependent on the severity of the incident. Within the past year however I have noticed a drastic shift in the positive action required by the force, when dealing with an incident where any offence has been disclosed and there is domestic element especially when violence is disclosed the majority of the time there is a requirement to arrest and interview the subject. This I believe is in relation to the (National Police Chiefs Council, 2023) in which emphasis was placed on safeguarding vulnerable victims. This is predominantly due to the fact that those individuals suffering domestic violence are vulnerable as they are not able to escape the perpetrator. This shift I believe is in response to the first pillar with a greater emphasis on protecting the vulnerable, and whilst this has guaranteed safeguarding of the victim in the immediate time frame, if they are unwilling to participate in the criminal justice system this safeguarding is only temporary and still opens up the issue of further issues arising. Whilst the safeguarding element cannot simply be disregarded it should be noted that this may in fact contradict with the fifth pillar as often is the case with these arrests. Without the support of the victim there is no evidence to obtain a conviction and dedicating time to this does not provide anything productive and as such the time could be better spent elsewhere. 

However, despite this new commitment to safeguarding a report by (Victim Support, 2022) outlines that victims reporting domestic abuse did not feel as though police were taking appropriate action until they had reported abuse at least three times. This report was published only a few months before the release of the policing vision 2030 and a few months after my induction into the force and whilst this report is somewhat scathing of police action in terms of safeguarding victims it maybe one of the catalysts for the revised objectives for 2030 and the change of force policy in my local force. I in response to this change in policy have dealt with many a situation involving domestic violence and often the issue I am encountering now is that victims of abuse are often unhappy in the action taken and more often than not take issue with their partner being arrested despite refusing to make any statement regarding the incident and often stating they merely wanted the other person removed. Whilst I note the requirement for better safeguarding of victims it appears that the aggressive positive action taken by forces is having a negative impact on victims long term, as at present most forces do not explore any options when it comes to dealing with suspects (Gibbs, 2018). This has led to many suspects being dealt with through a formal procedure in an attempt to get the case to court despite struggling with evidential difficulties and ignoring all other options when it comes to disposals (Gibbs, 2018). Whilst these two reports appear to contradict one another in fact I would argue that they compliment each other well and I believe that a much better use of police time and resources would be investing in different and more effective disposals for suspects, (Gibbs, 2018) outlines that the increasing punishment placed on domestic issues does not in fact reduce re-offending rates and that educational courses are rarely included in offender management. From the numerous domestic incidents, I have dealt with personally I believe that alternatives to formal procedures maybe a much greater investment as I have been to a number of incidents, in one particular, week to arrest an individual and then return the next week to do exactly the same as a further call has been made by the victim but again the victim does not support any sort of formal procedure.

In conclusion I believe I have fulfilled the role of a modern police officer despites it’s ever-changing nature, I try to keep up with the changes in policy as best as possible, though this is difficult as at present there are numerous changes made to policy that I may not be aware of.  However as stated in the objectives laid out by the policing vision, I have taken accountability when I make a mistake and make no attempts to conceal what I have done.
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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:


Social media has been growing rapidly since it’s inception and as of October 2023 the number of users has surpassed 4.95 billion which is approximately 61% of the world’s total population (Dean, 2024) and is defined as a “digital technology that allows the sharing of ideas and information, including text and visuals, through virtual networks and communities” (Dollarhide, 2024). During this essay I will be utilizing the Driscoll model to reflect on my experiences with social media regarding the use of social media (Driscoll, 2007).


As part of my role as response officer I do not utilize or manage any form of social media in relation to my duties and consequently my experience is very limited and often is confined to requesting permission from family members to make a media appeal which includes the use of social media. Whilst my personal experience with social media is limited clearly it’s use has been proven to be highly efficient and useful by police departments across the globe. One clear benefit regarding it’s implementation in policing processes is the wide audience that can be captured using the technology as previously stated. Over half the worlds population is currently using social media and so those parties interested in interacting with police forces can easily be notified by them using the platforms. Further on from this point is the speed at which information can be passed both to the police but more importantly from the police one prime example of this is the Boston Marathon bombings in which the police force utilized social media to keep the public informed, a method which would be far quicker than the local news which could take several hours to be broadcast and most likely the next day for when the local papers highlight the issue (The Police Foundation , 2014). It should be noted that this speed of information sharing also works both ways with the police able to use the platform to appeal for information from the public and another example of this would be it’s use to gather information for the case of Joanna Yates (The Police Foundation , 2014).

Whilst my own experience of social media is limited, I am aware that there are numerous policies in place  in regard to it’s use due it’s extended reach with the public, it has to be managed effectively. The use of social media does pose serious risk due to the rapidity in which information can spread thus any sensitive information or intelligence that is posted can be quickly consumed, in addition GDPR must be considered and any sensitive information released could be considered a breach, Such a breach could be regarded as an offence and could not only bring the force into disrepute it can also cost a significant amount of money and potential prison time for the individual responsible depending on the level of the breach. Police forces in England and Wales currently utilize multiple platforms when it comes to social media, including Twitter, Facebook, Instagram, Youtube and most recently Tiktok. Within South Wales Police I know they utilize each platform for different things, on Twitter and Facebook they largely use these platforms as a vehicle for quickly disseminating information to the public such as information regarding missing persons, road closures and request for information regarding suspects or persons of interest (Denef, et al., 2012).

Policing in recent years has come away from the traditional “Bobby on the Beat” style policing (Masters, 2013) however despite this decline in the number of officers on the streets and providing reassurance to the public, social media offers a new opportunity for forces to re-engage with the public in a similar manner. Traditionally officers would patrol the streets, and this would provide a visible presence that would assist in deterring crime and providing a person who the public could coverse with. As previously stated the advent of social media allows the public a framework which allows for easy communication between the relevant parties. Officers have taken advantage of these social media platforms and there has been reports of the success of utilising these platforms for the re-assurance of the public and has taken the place of the old high-visibility patrols (Masters, 2013). This study also highlighted the fact that interaction in this manner generated greater support for the police from members of the public and was a great way for the police to gather feedback.

South Wales Police have also recently started using Tiktok as a means of generating recruitment interest and frequently posts videos showcasing departments within the police, however the greatest strength of this platform is the ability of police forces to showcase the more human side of policing and have utilised the platforms to showcase some of the challenges officers face on a daily basis, this open dialogue has been shown to increase trust from the public in policing (Cartwright & Shaw, 2020). 

South Wales Police has also been adopting Youtube as a means to post instructional videos for officers as a form of education, this I have found useful as a means of educating myself on certain topics. However, these videos have largely been around force policies and etiquette for example a video has been created instructing officers on how to behave within a court room a topic which was not covered in basic training and so one I found of a value as there were certain procedures that I was unaware of when it came to Crown Court.


Despite my lack of direct experience with the social media I have had a small number of indirect experiences which I will discuss. One such example relates to a minor who went missing from her care home. This individual would regularly go missing from the care home and on many occasions’ multiple times within the same week and would often travel across the country in order to avoid being found by police and social services. During the incident in which I attended to assist in locating this missing person a social media post request for information was considered appropriate to make the public aware that they were missing and to make contact if they had any sightings or information to aid the search, however the idea was ultimately rejected. This was due to on a previous occasion where the use of social media was used to assist in locating the individual it was noted that the majority of comments were derogatory in regard to the missing person. Many comments saying things to the effect of “how has she gone missing again” and “what a waste of taxpayers’ money looking for the same person every week”. So whilst it can clearly be seen that social media can be a highly useful tool to be utilized by police, clearly in this incident there has been a use of this tool on too many of the occasions that this individual has gone missing and whilst it may have been a legitimate use of the tool the public only see the situation at face value. Whilst this individual had a number of flags and warnings attached in relation to her being groomed and being exploited needless to say this information is sensitive and is not passed to the public and so clearly they were not privy to this information, this left the public in a situation in which all they saw was what they perceived as young adult continually going missing and so simply saw it as someone wasting the time of officers and by extension their tax money. In this particular use or rather decision not to use social media due to past experiences shows that not all use is positive  and, in this instance, a more selective approach to use the appeal would have been smarter. That is to say that had we previously waited a greater length of time before making appeals to social media the individual would not have been so cognizant in the publics memory and potentially would not have been so quick to make derogatory comments. 


Whilst this was a negative interaction with the public this is not to say all public interactions with social media is a negative in my experience, I also have experience in dealing with another missing person where social media was utilised. On this occasion it generated a huge amount of public support and created a huge amount of information in regard to where the missing person was. Whilst ultimately the information did not assist in locating the missing person it demonstrated social media’s ability to generate information quickly it however, also shows that not all information is useful and can be misleading or distracting. The information generated in relation to this missing person was not useful and as the missing person was an elderly male and therefore deemed high risk all sightings had to be investigated and none of which proved to be fruitful. 

Whilst I cannot make changes and evaluate my own actions, I will instead make note of the key benefits to the use of social media and the learning that I can derive from its use and the things I would do if in future I would have to make personal use of it. Firstly, and most prominently is the issues surrounding GDPR and the sharing of individuals personal information and identifiable data. As we now live in  an ever expanding digital world individuals are becoming more and more aware of organisations use of such technologies with many high profile cases where this information has been collected and used without their knowledge or consent (Competition and Markets Authority, 2021). Whilst this incident does not directly relate to police collection and use of individuals data it showcases the importance of dealing with  individuals’ data in a professional manner. Secondly whilst the amount of data generated can be substantial this is clearly a strength and weakness of the platforms. The largest issue with such a large volume of information is that it is difficult to discern what information is valuable to the investigation and individuals who maybe passing on information may have the right intention, but they are mistaken are confused or worse still others may deliberately pass on information that is false in order to miss-lead or delay an investigation. Whilst it is easy to simply look at the negative of this issue it should be noted that too much information is better than too little information and as such it is worth gathering and evaluating. Once evaluated the information can be prioritised and whilst social media could be created with the express purpose of passing false information and then deleted, the majority of accounts will remain and as such the accounts which are believed to be passing false information can be logged for future evaluations. Moving forward it would be advisable to make selective and tactical use of social media rather than simply use it at every opportunity and a review should be conducted before each usage as was done in the above-mentioned experience. However, in regards to use of social media as a means of engaging with the public it is difficult to see the negatives though there are evidently some though largely this appears to be largely be human error itself. Despite the benefits of this approach for public engagement it should be noted that tactless or ill-timed posts created on social media could lead to negative feedback from the public though again this is could also be taken as a learning opportunity for forces on how to better interface with the public as well, as demonstrated during the Manchester riots in which a comment made by Greater Manchester Police led to a series of negative feedback (Denef, et al., 2012).
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Task 3

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


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

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




ANSWER:


Leadership as defined by (McKinsey & Company, 2022) “is a set of behaviours used to help people align their collective direction, to execute strategic plans, and to continually renew an organization”. These skills are critically important when dealing with many situations as often I am required to direct service users and gain their co-operation. During this essay I will be utilising the Experience, Reflection and Action cycle as developed by (Jasper, 2013).

I will not be referring to any single experience during my time as a police officer and instead I will be referring to a multitude of incidents as each one has required a different approach and I have learned different things from each experience. I have had to over the short course of my career adopted several different styles of leadership most notably Democratic, Autocratic, Transformational and Transactional Leadership styles. Prior to going into the details of my own leadership experiences I will give a short explanation of the above leadership styles as follows:

Democratic Leadership is a style of leadership in which the leader encourages participation in the decision-making process, it encourages people to share their opinions and give feedback (Mind Tools Content Team, 2024).
Autocratic Leadership is a style of leadership in which the leader does not take input from others and instead makes decision solely by himself (Mind Tools Content Team, 2024).
Transactional Leadership is a style in which the leader offers something in return for the participation of others, most commonly used in employment where an employer offers a person a salary to become an employee and follower (Mind Tools Content Team, 2024).
Transformational Leadership is a style in which leaders look to develop their followers, though this is not done in one specific way and can incorporate other styles into itself as each person is unique and requires different things to motivate them (University of Massachusetts, 2024).

During my time as a police officers I have found that out of the styles mentioned the three I utilize most are Democratic, Autocratic and Transactional, though often for different situations. In regards to Democratic style of leadership I most often find myself utilizing this style of leadership when it comes to assisting victims and witnesses, AS our force is victim lead often the decision when it comes to investigating a crime it is the decision of the victim, however this is dependent on the crime in question and the severity of it. As stated this is not specific to a single experience with a victim as in my experience often victims require guidance when engaging with the criminal justice system as often it is their first experience and they are not familiar with the process and require guidance and leadership. I find this style is highly beneficial for dealing with victims as it is rarely time sensitive and so all the options can be outlined to the victims and any questions they have can be answered. This I have found has assisted victims in making an informed choice regarding their participation or lack thereof in the criminal justice system and most importantly I have found has not left them second guessing their decisions and wanting to change them at a later date as I find is often the case when attempting to rush them. However in some situation I am not afforded time when it comes to dealing with victims and when this is the case I find I am often forced to force their hand and make a decision regarding what they wish to do, though this is rare and often only applies when a suspect is in custody and their statement or lack there of is required prior to interview and the suspects custody clock is running out. Also of note often victims and witness’ look to myself to make a decision for them and as I am not able to do so I have found that I have started losing my patience and often default to a more autocratic style.

When dealing with suspects I often try a democratic approach and explain their options however often in my experience they do not wish to engage with the process and attempt to evade the criminal justice system. Whilst I can understand why some would not wish to engage as often their options are severely limited and it can feel as though they are forced to make only a single decision their lack of participation make it near impossible to utilise.  this way and often I will try a transactional approach instead. In my experience especially when arresting suspects they are opposed to this and so sometimes it is far easier to offer them something in order to comply with me, whilst often this is only a small thing and can range from allowing them time for a cigarette to placing the handcuff to the front rather than to the rear. This approach has worked well for me in the past with many persons who are being arrested often appreciating the small kindness afforded to them which in turn brings them on side and creates a much smoother experience for all involved and is less likely to lead to any sort of injury for any party involved. However, at times this approach cannot be utilised for a variety of reasons most notably due to issues surrounding time, the severity of the crime or even the forensic opportunities that are required, for example when dealing with drink drivers they cannot consume anything for a period of time before administering a breathalyser. Whilst I do not believe that Autocratic approach is the best when dealing with any person either victim or suspect, it is as mentioned previously sometimes required and due to the nature of the incident is required and a person must comply with lawful orders then and there, though I find very few respond favourably to this approach but some do comply without complaint. Equally I have been in situations in which I have had to switch from an Autocratic style to a Transactional style. There have been a number of occasions where incidents have not been reported and when I have originally gone to deal with a suspect or perhaps a colleague has gone to deal with a suspect and for a variety of factors emotions have begun running high and myself or another officer has been making demands of a suspect who is not complying. When approaching these situations I have found that taking a step back and re-thinking things can be beneficial and often provide a better perspective. In doing so I have managed to de-escalate a situation and with simply offering the suspect a small concession has brought them into compliance and where once they were agitated and resistant they are now no longer resistant.

Transformational leadership is the style of leadership that I have the least experience with and the least use for at present, as this style is largely utilized in the development of others. However, I have on a few occasions been tasked with assisting in the development of other student police officers who are new or at least newer than myself. Due to this occasional requirement I have begun developing the skills required to utilize this style more effectively. 

I have found that the democratic style is an excellent tool for getting participation from a person and often leads to the person feeling appreciated and that they are heard. This in my experience creates a positive relationship between myself and the person and when gaining statements from persons it often encourages the person to be more open and therefore provide greater detail. This has been reinforced by a study conducted by (Bhatti, et al., 2012) in which employee who were under a democratic style found greater job satisfaction and were far more honest when it came to making mistakes and as such were more likely to disclose things to their superiors. However, it should be noted that despite all these benefits, this is a time consuming style and if decisions need to be made quickly gathering all the opinions and feedback of those involved may take longer than the allotted time for the decisions to be reached. Due to this I have found it difficult to utilize this strategy effectively with suspects but will continue to utilize it with victims and witness when I am able to do so. When dealing with suspects I believe that democratic leadership can be an efficient tool however often as it is hard to make a compromise when I am severely limited in conducting an arrest which requires certain procedures to be followed in order to qualify as a legal arrest and therefore not jeopardise the investigation and therefor more immediate styles are more efficient such as transactional. 
As previously stated in this essay I have found transactional leadership to be the most effective, and whilst autocratic is certainly the fastest as demonstrated in the previous study it leads to less job satisfaction (Bhatti, et al., 2012). When it comes to utilising transactional leadership especially when dealing with suspects it poses some risks, as often many of the individuals involved request having a cigarette before being placed into the van and perhaps to many this would appear to be a non-issue, however if the “cigarette” is not in fact I cigarette I would be allowing a person to consume what maybe a controlled substance. So, upon reflection great care must be taken in terms of what they are being allowed to do and what transaction can actually be completed, however this creates a problem when the democratic approach cannot be taken due to time constraints.

In conclusion, I believe that overall the democratic approach is by far the best option and moving forward I believe it would be a good idea to try and utilize the approach more when dealing with suspects when it is viable to do so to avoid the issues surrounding transactional and autocratic leadership. However it should be noted that the majority of negatives identified when it comes to transactional leadership is largely related to long term goals and the long term goal of an organisation therefore there is minimal downside when utilised only for short term goals (Nwanne, 2024). I also believe that developing greater patience when dealing with victims and witnesses to be of vital importance as often they are simply confused and lacking in knowledge when it comes to the criminal justice and more often than not are looking for guidance. I also need to develop my transformational leadership skills as looking forward I would like to become a police tutor and assist those who are starting their career within policing as best as I can and I will attempt to develop these skills when working with officers with less experience who look to me for assistance and guidance.
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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:


Coaching is defined as helping someone to learn and maximise their potential and performance without teaching them (Coachingstudies, 2024) and mentoring is defined as an individual with expertise who advises and teaches another in order to develop them (American Psychological Association, 2012). Whilst these two activities sound very similar the key difference between the two from reading the definitions is that a Mentor is passing on knowledge that the mentee does not already know and a coach is getting the best out of person but is not always passing on knowledge.

From my experience within the police force and as defined by the above it appears that coaching is the main form used to develop officers as often the encouragement is in teaching officers how best to utilize their skills and knowledge rather than teach them new skills. Coaching is not specific to police and there exist several models of coaching that many different organisations utilize and can be broken down into the following models. During this essay I will be utilising the (Driscoll, 2007) model oof reflection.

The GROW model is a model best utilised by new coaches and when looking to achieve short term goals and is based around 4 key phases (Siocon, 2024). Goals is the first phase and is for the coach and the coached to set out their target usually using a goal setting model such as SMART (specific, measurable, achievable, realistic and timely).
The OSKAR model focuses on solutions and begins by understanding the desired outcome of the coached. Next the Scalability of the goal and is reviewed to ensure it is achievable. The Know-how of the coached is then assessed and what tools or training is available to the coached in order to achieve the goal. Next the coach helps with Affirming their strengths and assists in Actioning a plan. Finally, a Review is conducted whenever required in order to evaluate what has been achieved and what new obstacles have arisen and how to overcome them (Siocon, 2024).
The STEPPA model is another model utilised by coaches and as the GROW model is an acronym outlining its phases. Subject is the first part and is simply to outline the purpose of the coaching. Target is the outcome that the person wishes to obtain. Emotions is a key consideration in this model as the model believes that emotions are the key driving force for achieving the target and so the individual should follow these feelings. Perception is advising the individual to take a step back and view their target from a broader perspective. Planning is the second to last stage and is as simple as laying out a plan to achieve the target. Finally, is Action, as any of the steps prior to this point are pointless without taking the action required to achieve the target (Forbes Coaches Council, 2022).
The final model I will be discussing in this essay is the CLEAR model. The CLEAR model is based around five steps, the Contract, which attempts to bring focus on the desired outcomes of the coaching both for the individual and the organisation. Active Listening is a key point in the model and requires the coached to share their thoughts and feelings and for the coach to ask catalytic questions to gain a greater understanding of the situation. Exploration is the next step and requires both parties to explore the options available to achieve on the goals. Following exploration is Action to be taken to achieving the goals. Finally is the Review stage to see what was achieved and what can be improved upon in future (Forbes Coaches Council, 2022).

Each model has different strengths and weaknesses attached to them and are most effective when utilised in specific scenarios. For example the GROW model is a simple model that is best utilised for short term goals and for new coaches (Siocon, 2024) but is very limited if the individual being coached does not have the willingness to grow (Upskillist, 2024). The OSKAR model is beneficial when trying to motivate the coached but can sometimes end up spending a significant amount of time on affirming and little time spent on action (Coach4growth, 2022). The STEPPA model benefits from utilising the emotions of the individual to motivate them to action but again can become time consuming due to the many steps involved in its use (Blackbyrn, 2024). The CLEAR coaching model was designed with the goal of being a clear and flexible model to allow a clear vision of where the model is going however due it’s nature of being a framework individuals can often become stringent in following the model to the letter where this is not it’s purpose (Janse, 2023).

Whilst my own experience of coaching has been very limited as once I had completed my three-month tutorship I had very little in terms of coaching, however this brief period was very beneficial to me. During this time I was coached I believe my coach most closely utilised the CLEAR model in order to assist me in developing myself as a new police officer. During the first few months as a ‘new’ police officer I struggled in terms of applying the knowledge I had gained in training school to real world scenarios. During each new scenario we encountered initially she would demonstrate how she would deal with the situation and then when a similar situation was encountered again, she would then challenge me with what was required and would never give me the answer but rather would guide me through questions when I become stuck in how to progress something. Then we would move on to what options were presented for each scenario and again would ask questions in regard to which option I believed was best and offer guidance to what the options offered in comparison. Once I had decided on a course of action she would assist in enacting the option chosen. After each scenario we attended to we would sit down and discuss how the scenario went, she would offer feedback on what I did well and where improvements could be made. I believe that this final stage was the most beneficial as ultimately complete guidance could not always be offered in a real-world scenario as time was often a limiting factor. Due to this limiting factor of time being able to review after the fact allowed for what I believe was greater and faster development when how to achieve that goal is unclear to the coached, a benefit that is reported in the following article (Paper Bell, 2024).

Since being made independent and no longer having a coach directly responsible for instructing me on how best to achieve the goals of the organization the amount of coaching I have received has greatly diminished. However despite this fact I feel that no longer having someone watching over my work with such scrutiny has allowed me to develop myself as well as no longer having that failsafe that someone will catch my mistakes and redirect me has forced me to grow and develop myself. Despite this I often rely on other more experienced members of my team including my sergeant to offer guidance and when I am unable to make a decision for whatever reason I will simply ask others for assistance who are often willing to assist and educate me on something. 

Despite being a fairly inexperienced officer in comparison to some as time continues to march on, I find more and more often that officers joining after myself who are less experienced than me are starting to come to me for guidance on how to deal with scenarios and as operational needs demand I find myself occasionally being thrust into the role of Tutor. Though this situation is uncommon it is becoming more frequent, and I find myself having to adapt quickly and adopt coaching methods in order to assist in the development of junior officers. Despite having no formal training in the matter of coaching I believe I have managed to utilise parts of the CLEAR model as, most likely as a result of my own tutor. During the brief episodes I have found myself as a coach to a less experienced officer I found that the benefit was not simply for the officer being coached. Often during these scenarios that I found myself in I would be required to find the solution without any assistance as another person was relying on me to ensure we achieved a good outcome, this I found greatly expanded my own understanding of how better to deal with scenarios as well as improve my own confidence. From my brief experience tutoring younger officers I have found that challenging them to come up with solutions and explore their own ideas is the greatest way to develop them as officers who have the skills and confidence expected of them by the organisation. As previously stated, this new challenge has improved my own self confidence a statement which has been reinforced by the following (Redmond, 2022) a benefit that I assume passes onto the individual being coached. I believe that the instances where I have been asked to assist younger officers has had the greatest impact on not only my own personal goals of growth as an officer but as I believe this has made me a better police officer this has also benefitted the organisation as the more competent, skilled and knowledgeable officers within the force the greater the service offered by the organisation and this is not to mention the benefit I hope I have imparted to younger officers.

In conclusion I believe the greatest benefit imparted to me from coaching was being a coach and so moving forward I would like to be considered for the role of Police Tutor. This as I have stated above, I believe has had the greatest impact on my own growth as an officer and as has been noted in studies teaching others does in fact teach ones-self (naureenghani, 2017) and has been dubbed “The Protege” effect. Furthermore this effect of teaching others has been noted in siblings often with the eldest sibling showing a greater IQ than their younger siblings, however this has been shown largely as a result of social standing within the family unit so the benefit is imparted onto the one doing the teaching which as stated is usually the eldest sibling but in the scenarios where a younger sibling has a higher hierarchical standing within the family the benefit is instead passed onto them as they will be the one conducting the teaching (naureenghani, 2017). However, whilst my desire to become a tutor is somewhat selfish in nature, as the main reason for doing so is to develop myself so that I might be better suited to specialist roles in the future I should first educate myself better on the coaching models that are available. The development of younger officers also needs to be a key consideration for myself if I am to take on this role purely for my own development, I may potentially end up doing a disservice to the officers who are coming to me for their tutorship who are looking to become confident and independent officers.
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