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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:

[bookmark: _Hlk149614278]The College of Policing, which is identified as the professional body for policing, is the first national body which focuses on the professionalism of the police service and means of which this can be strengthened. Launched on 4th February 2013, the organisation includes a variety of police officers, staff, volunteers, and specials, set with the aim of ensuring everyone in the police service is educated and equipped with all of the necessary knowledge, skills, and tools, to the highest standard to assist with the protection of the public alongside the reduction of crime (National Police Chief's Council,2013).

The protection of the public and the reduction of crime are some of the many aims which the College of Policing strive to continue to achieve on a daily basis. Through the use of evidenced based policing, this knowledge enables development in all aspects of policing to reduce the many groups of crime. Furthermore, the College of Policing set out the standards that police are expected to meet and uphold, varying from investigations, weapons, public safety, counterterrorism, public order and many more. This is to ensure that all police officers and police staff are developed in a professional manner, utilising the best training, skills and expertise available (College of Policing, 2013). 


To continue to support key learning within policing, the College of Policing developed online learning which meets the needs and suitability of each individual force. Namely College Learn, it is accessible 24 hours a day providing key support to everyone involved in policing, allowing knowledge and skills to be developed at all times, and is suitable to the individual. Demonstrating the continual work being done by the College of Policing, the introduction of College Learn replaces the previous ‘MLE’, with set improvement functions to provide easy access to the key, important areas of College Learn, such as mandatory learning and learning in progress. This has been set into place by the collaboration of officers, staff across policing to ensure easy use and enhance professionalism. (College of Policing, 2021).

Cambridge Dictionary (2023) noted a profession as “any type of work that needs special training or particular skills, often one that is respected because it involves a high level of education”. In collaboration with the Association of Police and Crime Commissioners, the National Police Chiefs Council, National Crime Agency and the College of Policing the Policing Vision 2025 was set out for policing over a ten-year period building on a period from between 2011-2016 (National Police Chief's Council. 2016). The purpose of the policing vision is to transform policing alongside the changing of society, the reforming of policing by consent, allowing a greater impact on the priorities for communities and the needs due to the diversity. Through continual identification of changes, managements of risk and vulnerability and crime prevention can be implemented alongside partnerships formed and better decisions of how police resources are utilised, resulting in crime reduction and allowing thorough investigations to be conducted. By 2025, the policing vision is for policing to be a profession, with a combination of the right skills, experience and powers to meet the challenging requirements of policing acted upon by a more representative work force (National Police Chief's Council,2023). 

It was identified within the Policing Vision 2025 that specific roles, required specific knowledge and skills, which were to be backed up by further education. There is also a need for consistency, roles to be defined and accreditation given to those in specific roles. Introduced in 2016, the Police Education Qualification Framework was initiated by the College of Policing to standardise the areas of learning, and support across all forces, and to provide professional training for all police officers. This will allow new officers to start well, although there is a great demand for police to do more than investigate and solve crime (Blue Light Academy,2023).

Alongside gaining higher education, new skills, training, and expertise to act in a professional manner, there are many responsibilities which are expected to be upheld by all police officers. In the role of a police officer, it is expected that officers keep the peace and uphold the law, prevent crime and antisocial behaviour, bring offenders to justice through investigation of crime and protect all communities (AGCAS, 2022). This is also noted by Law Enforcement Action Partnership (2023), as Sir Robert Peel created nine policing principles to set in place and these remain crucial to policing today. Sir Robert Peel listed the principles to prevent crime and disorder, to fulfil the functions of a police officer, to maintain the respect and approval of the public, to recognise the necessity for use of force, to remain impartial, to maintain a relationship with the public, to follow strict adherence to police functions, and to recognise police efficiency by the absence of crime and disorder. As well as the principles set out by Sir Robert Peel, policing also follows the framework namely ‘Code of Ethics’. Applying to more than 220,000 officers, staff, volunteers and contractors working in policing, the Code of Ethics sets out the standards of behaviour that is expected from the public. Created by the College of Policing, accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect and selfless are the nine principles set out to be followed to ensure professional behaviour (Home Office, 2014). These principles are the core behind the national decision-making model, which is a framework set into place to assist police when making all decisions, regardless of the complexity. Making decisions using this model encourages those to act in line with the principles and allows support from organisations where it can be evidenced the model was used to finalise a decision. Surrounding the code of ethics for the model, police need to gather information and intelligence, assess the threat and risk, and develop a working strategy, consider powers and policies, identify the options and contingencies available, then take action and to review what happened. The model questions the user if the action is in line with the code of ethics, what the police service would expect and what would the public and community would expect from the user. It is essential to have knowledge of both the principles set by Sir Robert Peel and the Code of Ethics and the framework of the national decision-making model whilst conducting duties on the behalf of the police service (Open University,2023).

There are numerous requirements expected of a police officer and these have been set by numerous persons with the authorisation to do so. As of 20th February 2023, Suella Braverman, formally known as The Secretary of State for the Home Department, published a statement in relation to the 2023 Strategic Policing Requirement (SPR). The strategic policing requirement is to be reviewed within two years since the publication in 2023, to allow for any changes in priorities or threats to be executed if there is a need to do so. Therefore, the police crime commissioners and chief constables are to have regard for the strategic police regulations when carrying out their duties as stated by The Policing Protocol Order 2011. Currently the statement indicates that there are current dangers of cyber security events, public disturbances, terrorism, civil emergencies, child sex abuse, and major and organised crime. It acknowledges the risk that violence against women and girls (VAWG) now poses to public safety and confidence and adds VAWG as a new national hazard for the first time (Braverman,2023).  

Violence against women and girls has also been identified as an urgent priority within the College of Policing’s five-year strategy. As a result of a fundamental review, a strategy has been shaped to set out new priorities, allowing a rest of how the College of Policing work to serve the public and delivery of key knowledge and skills to the police. Following the review, three strategic priorities for the college were set, namely to improve leadership, boost professionalism and drive consistency in policing, however the overall ambition and purpose remains the same to reduce crime and to keep the public safe. The organisational values also remain the same, the college continue to be inclusive, innovative, open and collaborative when working internally or with external partners. However, the five-year strategy identifies serious failings in policing over the last few years. Numerous cases of racism, misogyny, homophobia, and numerous criminalities by serving officers have had a negative impact on public confidence and has damaged the work to date completed by those involved within policing. Upon review, it was decided that within the strategy a key ambition is to re-build this trust and public confidence and continue to support the police in the goals of reducing crime and keeping the public safe (College of Policing, 2022). 

Now that I am entering into my final year of probation, I have been a serving police officer for just over two years. Within these inital two years I have acquired a number of skills, tools and experiences that are assisting me with carrying out my duty to the best of my ability. Varying from the knowledge of the code of ethics and powers available to me to implementing actions working alongside partner agencies, all that I have acquired have become valuable to my progression as a police officer. To ensure professionalism, I have been educated into the standards of behaviour and professionalism expected of me since day one of being recruited. The use of College Learn has been instrumental in maximising my capability of learning the requirements to be a police officer. As I take each new day in my stride, I ensure that I remain professional at all times, as it is essential I am professional when attending incidents. When in attendance at incidents, I am then able to conduct a thorough and fair investigation in a confident manner using the skills and knowledge I have acquired over the last two years.

 After two years of being a police officer, I have continued daily to ensure whilst I am carrying out my duties, regardless of the task I have been assigned to, I continue to follow and demonstrate the standards required of me and all others within the police. Although it has been a limited time frame, when reflecting from the beginning of my employment as a police officer, I can identify a number of changes which have affected not only policing, but also the community in which I work. I personally have acknowledged that there has been a significant increase in the number of crimes which have been committed via digital means. Varying from crimes such as domestic related harassment and sexual offences committed, to fraudulent uses of bank cards and identities. I have acknowledged that although I am still in my probation period, whilst on shift my role has changed significantly. I am no longer the least experienced member of my shift and I am expected to be confident in my daily duties and it is expected that I pass this knowledge onto those with less experience than me. I have quickly learnt on shift that there is always something new to learn, and even officers with less experience can provide me with further knowledge, however I will always continue to work to the best of my ability, following the guidance of the College of Policing. I ensure that I work to numerous documentations published such as the strategic policing requirement, Policing Vision 2025, the College of Policing’s 5 Year Strategy. It is evident that the College of Policing are doing extensive work into professionalising policing, however it is the responsibility of each individual to follow these standards and expectations set by the College of Policing.

To conclude, the College of Policing play an instrumental role in professionalising policing in the U.K, since its introduction in 2013 (National Police Chief's Council,2013), continuing to support and educate police officers and staff on all aspects of policing through the use of College Learn (College of Policing, 2021). I will continue to utilise College Learn to ensure I am up to date with the standards expected of me, skills and knowledge available to me and to assist me in fulfilling my role as a police officer in today’s area. I am aware that policing is continuously being reviewed as noted by Braverman,(2023), and it is key I continue to ensure I am up to date with current modifications, as and when they are made. 
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Task 1

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


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

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


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




ANSWER:

Websites and programmes that prioritise collaboration, content sharing, community input, communication and engagement are referred to as social media. Social media is used by a variety of people for various purposes however it is mainly used for people to interact and stay in touch with other users, family members or friends (Lutkevich, 2021). Following a growth in internet use in the 1980s and 1990s, in 1997 the first social media network was created, namely Six Degrees, shortly followed in 2001 by Friendster whereby the platform enticed in millions of users to sign up for basic online networking (Maryville University, 2023). 

Basic online networking varies in a number of different forms. Social networks such as Facebook and Twitter allow all people to have relationships online with family members, friends and even strangers. Through accepting friend requests or following one another, users are able to share with others their updates on life, photos and also random thoughts. Media-sharing networks such as Instagram, YouTube and Tiktok are used for the sharing of photographs and videos. Through partnerships with people such as influencers, specific target audiences can be reached through the use of the network (McKinsey & Company, 2023).

Using social media to share information to others is a mean of crowdsourcing whereby knowledge, goods and services can be gathered. Also, it is a mean of using social media analytics which is gathering and analysing data, social media marketing which increases exposure with users of social media. Social media also assists with recruitment and is a fast way of reaching potential candidates. Users of Facebook can reach out to over 2.3 billion users where there is an age demographic of all ages, Twitter, reaches out to over 330 million where there is an age demographic of 18-29 and Instagram has over 1 billion with an age demographic of 13-17 (Lutkevich, B, 2021). The mean of crowdsourcing differs from the initial role of social media, initially the target of social media was to assist with public connecting with friends through digital resources. As social media continued to grow due to the number of people using social media, the network became an important platform for organisations and prominent personalities to reach a wide audience without the use of traditional sources of media, demonstrating a pivotal role (Streets, 2023).

Social media is used daily by most people today, and it does play a pivotal role in the lives of some people. Daily benefits include the ability to interact with friends and family around the world, freedom to publish thoughts, free sources of information, the supporting of creativity and it can also help to disarm social stigma. There may also be drawbacks that should be taken into account. Social media can increase bullying online, private information could be leaked, and it can be used to spread misinformation. However, there are more positives to the use of social media than negative, providing that social media is used in the correct manner (Drew, 2023).

In the year of 2013, The Association of Chief Police Officers (ACPO) agreed and published guidelines to all of the police forces in England, Northern Ireland, and Wales, documenting safe use of the internet and social media for all police officers and police staff. The aim of the guidelines being an assistance tool for all to act in a responsible manner and to make the correct decisions, not only when they are carrying out their duty during working hours but also when using the networks in their private lives, ensuing safe use of the internet (Ministry of Defence, 2013).

It is noted by the Ministry of Defence (2013) “the safe use of the internet and social media requires an awareness of risks across five areas”. The five areas have been allocated into alphabetical categories, category A relates to a breach of trust or confidence. Police officers and staff have a duty to withhold information disclosed to them throughout their duty, and it therefore is prohibited to post this onto any means of social media or internet. Failure to comply would discourage the public from confiding in the police service. Category B, being the unauthorised disclosure of personal data, relates to the breach of Data Protection Act 1998. With the police service having access to not only identifiable data known as personal data, police services also have access to sensitive data consisting of data such as a person’s race, religious beliefs, mental or physical health condition and sexual life. For any such data to be disclosed without authority on the internet or social media having been obtained through their police duty, a person is likely to have committed a criminal offence. This can lead to discredit being brought onto the police service which is listed as category C. All police officers and staff need to be aware of the effects of social media and the internet should any information be disclosed on the networks. Public confidence can be affected and enhance a discredit on the police service, and police officers are reminded that they must behave in a manner which does not discredit the police force or undermine the confidence of the public, regardless of if they are on duty or off duty. Category D identifies the risk of police sharing their own personal information. With a view of corruption, harassing, blackmailing, and embarrassing police officers, criminals or any associates may seek to search social media and the network to identify police officers, therefore police officers should act upon safeguarding advice to enhance their privacy. Lastly category E relates to the revealing of operational material or tactics. Fulfilling the duty to prevent and detect crime, prevent public order, and to protect vulnerable communities, the police service create and develop plans in order to conduct their duty, and any person who discloses such plans is guilty of breaching The Official Secrets Act 1989. Although there has been a high concern of risks associated with the use of internet, the Police Service is urged by ACPO to take advantage of the numerous advantages that come with using social media and the Internet wisely. These advantages may include enhanced community engagement and communication, better-informed consultation and local participation and a chance to exhibit increased accountability and openness (Ministry of Defence, 2013).

It is noted by Ofcom (2014) quoted by Police Foundation (2014) “96% of adults who use social media have a profile on Facebook, while three in ten have a profile on Twitter”.  Across all police forces in England and Wales, including the British Transport Police, currently all have their own social media accounts on Twitter, and apart from two forces, have set up a Facebook account. Twitter and Facebook can be utilised to be of use to the police in three categorised areas. Through providing information, police can create posts to provide safety advice to the members of the public and also to promote awareness of criminal activity within the area. Social media has been proven to be a key resource when occurrences such as critical incidents, demonstrations and disorders take place, and it also assists with calming the public and disproving rumours that may have been created (Crump, 2011, quoted by Police Foundation 2014). Engagement, another advantage previously noted by the Ministry of Defence (2013), enables two-way engagement with the public, providing access to the organisation and an opportunity to discuss incidents (Webster, 2013 quoted by Police Foundation 2014). Posting of videos and polls onto social platforms promotes dialogue with the public and also continues to build on relationships with the community. Building relationships with the community has a major impact on engagement between the police service and the community, whereby engagement from the community assists with the gathering of information. When engaging and gathering information it can be advantageous in appealing for witnesses, missing persons and general information on investigations (Police Foundation 2014).

South Wales Police take advantage of the benefits of social media as an additional mean to engage with the many communities which it serves. The knowledge of the public can provide invaluable assistance when appealing for information and in turn South Wales Police can keep all of their followers up to date with information in relation to the areas which it serves and also with crime prevention for all. South Wales Police utilises the many forms of social media, and currently have accounts on several platforms namely Facebook, Twitter and Instagram (South Wales Police, 2023).

In an analysis of Twitter, the research conducted concluded that the use of social media differs from one police force to another. An example of this being as riots broke out in Manchester and London. The Metropolitan Police Service opted to keep a distance between themselves and the public, and decided to use a more formal approach when disclosing to the public, whereas Greater Manchester Police, used a less formal style (Denaf et al 2013, quoted by Police Foundation, 2014). However, regardless of the style used by police forces, it is key that information that is disclosed to the public, is useful and relevant, as a failure to do so can lead to a negative impression from the public, noting one of the many challenges and risks of social media use by police services (PSI,2012 quoted by Police Foundation, 2014).

There are a number of challenges and risks that have been identified from police services utilising social media.  Any engagement by social media means comes with risks, and there is potential for errors from police should inappropriate information or the wrong information be disclosed (Tran, M, 2014 quoted by Police Foundation, 2014). Following a report by the HMIC in 2012, a conclusion of 357 instances were identified where by police on social media had used inappropriate behaviour on social media over a period of nine months. These were categorised as offensive language and behaviour, comments in relation to police procedure and protocol, negativity towards work and extreme opinions on the government, whereby 71% were on Twitter (Police Federation, 2014).

During my time as an officer in South Wales Police, I have had very minimal use of social media whilst carrying out my duties, however from my use of social media it has been nothing but positive in assisting with carrying out enquiries. Lancashire Constabulary (2023) note “the national definition of a ‘missing person’ is ‘anyone whose whereabouts cannot be established and where the circumstances are out of character, or the context suggests the person may be subject of crime or risk of harm to themselves or another”. As a response officer there have been many times where we have had to use social media to assist with enquiries with missing persons. Most recently an elderly male suffering with early signs of dementia had been reported as a missing person, and through a social media appeal for information alongside an image of the male, he was found safe and well through information passed to the police via the means of social media. The time scale had the potential to be a lot higher and had it not been for social media is it almost certain the time that was taken to locate the male would not have been so low without the assistance of the public with sharing information with the police.

To conclude social media is used in many different forms and is used for different means by a variety of people (Lutkevich, 2021), and the continual growth of social media has become a key platform to reach audiences on a large scale (Streets, 2023).  It is evident that social media can play a huge role in engagement with the public, to benefit not only the public but also the police service and if it is utilised effectively social media can be depended upon as a key tool for the police service for a number of years. However, there are a number of ways in which social media can be misused by police officers and staff if they do not follow the guidelines set by the ACPO. Should these guidelines not be followed, it can have a negative effect on the relationship with the public, which the police service are working hard to build everyday.
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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 is defined by McKinsey & Company (2022) as “a set of behaviours used to help people align their collective direction, to execute strategic plans, and to continually renew an organisation.” However, there are a number of business thinkers who have a different definition of leadership such as Peter Drucker who stated, “the only definition of a leader is someone who has followers” (Kruse,2013).

It has been identified that leadership is one of the key elements of whether organisations can function in an effective manner, and further to this there is a greater need than ever at the present time for effective policing (Pearson-Goff and Herrington, 2013 quoted by Open University,2023). Leadership is one of the nine policing principles which were set to reflect the expectations of the public and encourages consistency of what police officers aspire to do and what they actually do (College of Policing,2014). 

Schafer (2009, quoted by Open University,2023) noted “much energy and effort has been spent on considering leadership in a range of other contexts, leadership in policing has not been studied to the same extent”. Following a study, seven key characteristics and five key activities were identified which define leadership which is effective in policing. The seven key characteristics identified were ethical behaviour, trustworthy, legitimacy, being a role model, communication, decision making, critical, creative and strategic thinking ability. In collaboration with creating a shared vision, engendering organisational commitment, caring for subordinates, driving and managing change and problem solving (Pearson-Goff and Herrington 2013 quoted by Open University,2023). In addition to this Flynn and Herrington, (2015) noted” leaders require a blend of management skills (e.g., planning, organising, budgeting, staffing, and directing”.

However, it is argued that leadership is not management, and that managers have a separate skill set, namely planning, measuring, monitoring, coordination, solving. With a combination of these skills a person is able to manage effectively, but it does not assist leaders, leaders lead people and do not manage (Kruse, 2013).

A person who has the ability to successfully influence and support a team or group of people is identified as an effective leader, a great leader is also a great negotiator and there is more to being an effective leader than delegating from a position above others (Harvard Law School, 2023).

There are numerous styles of leadership that have been identified in policing, namely Autocratic, Democratic, Delegative, Transactional and Transformational and Flexible and Situational. 

Developed in 1936, psychologist Kurt Lewin alongside a group of researchers introduced Lewin’s leadership theory. This early study was highly influential and developed three basic leadership styles that have served as a foundation for more specific leadership theories, even though additional research has uncovered more unique types of leadership (Leadership & Performance Partners, 2022). 

Autocratic leadership also known as Authoritarian leadership are leaders whom provide clear expectations of what needs to be done, when it should be done, and how it should be done. Focused strongly on control of the followers by command of the leader, there is a clear and identifiable divide between the leader and the members. The leader independently makes decisions mainly without consultation with the followers, however they may have a small amount of input. This can lead to hostile environments being created and potential for the followers to act against the leader as a result of a dictatory and controlling nature from the leader. However, this style of leadership is well suited to situations whereby decisions made to be decisively and rapidly (Leadership & Performance Partners, 2022). Whilst conducting my role as a police officer, there was a burglary incident whereby I needed to adopt the style of autocratic leadership, as I felt this style was best suited to ensure a smooth dealing of the incident. Following my arrival on scene, I quickly identified the golden hour principles. Through securing the safety of the victim, preservation of scene, location of suspect and identification witnesses, I engaged with colleagues who arrived later to scene than me explaining my process of dealing with the incident. I then informed my colleagues which actions were remaining and prioritised an order in which the actions needed to be completed. I felt this style worked extremely well in the case of this particular burglary, leading to safeguarding of the victim and a successful prosecution of those responsible.

Democratic leadership, another name for participatory leadership, is a distinct type of leadership. Engaging leaders mentor their staff members and encourage them to offer suggestions and take part in the decision-making process. Participatory leaders understand how important their team members are to the success of their company. They support inclusiveness, cooperative problem-solving and open communication. A large portion of a leader's duties are delegated to staff members, fostering a fair workplace environment where all staff members can participate in decision-making. When issues develop, participation leadership demands accountability and teamwork—no one person is placed at fault (IMD, 2022). It is noted by Blue Light Academy (2023) that the democratic style of leadership “may positively impact on job satisfaction and subordinates organisational commitment and there is more limited evidence that shared leadership initiatives have potential for similar impacts.” I was officer in case, in relation to a fraud of an elderly male which had taken place over a wide period of time. During my initial thought process, I sat down with the colleagues of my team and discussed the options of what steps would be effective in conducting a successful investigation. Although the investigation took a considerable amount of time, the steps taken were highly effective in identifying a suspect but unfortunately due to the time frame it did not secure a positive outcome. However, it was identified by further specialist teams that the steps taken were in the correct manner and this provided a confidence boost to myself and colleagues when dealing with an incident of the same nature in the future.

The third style is Laissez-Faire (delegative) leadership. Following research, it was concluded that this style of leadership was the least productive style of leadership in comparison with autocratic and democratic (Leadership & Performance Partners,2022). Blue Light Academy (2023) also noted that “evidence indicates that police leaders that practice inactive leadership are almost universally viewed as less effective.” Users of this style of leadership offer no guidance or a minimal amount, and put the responsibility of decision making on others. This often leads to poorly defined roles, as well as a lack of motivation. However, this style of leadership can be highly effective in a team whereby the members are knowledgeable, highly motivated and skilled and there is a high level of trust between the leader and their team. When I initially joined my team in South Wales Police, the team consisted of five officers all of whom had completed their probation. After completing a first set of shifts I quickly noted the Sergeant did not have any input into the calls attended, due to the high level of trust between the Sergeant and the team and also the high level of competency of the officers. However, in the two years I have been a police officer, the team dynamic has changed and there is now a lack of experience on shift where only two members of the team are out of probation. The Sergeant of the team now conducts regular transmissions via radio with the team in order to provide reassurance and advice to the officers dealing with the incident at hand.

Situational Leadership is another style of leadership and is also referred to as the Hersey- Blanchard situational leadership theory, named after both developers Dr. Paul Hersey and Kenneth Blanchard. The theory suggests that there is no single leadership style that is identified as the best, but there is a leadership style which is best suited to each individual task. This theory states that leaders that are the most effective are able to adapt. Through identification of type of task at hand, the nature of other groups, the leader will monitor factors that may contribute to getting the task at hand completed effectively. Kenneth Blanchard has since developed a second version of situational leadership, whereby the revised version indicates that effective leaders must base their own behaviour on the level of development of the members of the group when dealing with specific tasks. This is dependent on two behaviours namely supporting and directing, the leader will give specific instructions and directions alongside listening and encouraging and providing feedback to the group (Cherry,2023). As a result of reviewing the many leadership styles identified alongside incidents where I have demonstrated leadership styles, I have identified that the best leadership style which I utilise is situational leadership. I can identify how incidents can require a specific leadership style to produce the best result, and I feel I am able to adapt my style to ensure my upmost best is done to achieve a positive result.

A leadership style that depends on team encouragement to achieve success as a whole, boosting a group's spirits and self-assurance allows them to better align with a larger goal or vision is known as Transformational leadership (Ugochukwu, 2023). Police leaders who seek to use this leadership style may be identified as more effective leaders than those who adopt other leadership styles. Evidence suggests that this style can have a positive impact on the willingness and commitment to extra effort and complying of directives by team members (Blue Light Academy, 2023). Transformation leadership is a style which I have utilised during my time as a police officer. I have attended a number of incidents which are being dealt with by my colleagues. These colleagues have not been necessarily of less service than myself however there have been a cases, for example with a fraud investigation, where I have more experience of dealing with this type of investigation. I have then acknowledged the actions which had been taken by my colleague and praised them for the effective and positive actions which they have taken to conduct their investigation.

As a student police officer, I at present do not consider myself as a leader within the organisation. I agree with the statement of Kruse (2013) where it is noted “a leader is someone who has followers” and I would recognise a leader to be a person of rank such as Sergeant and above. However, upon review of incidents alongside obtaining information of leadership styles, I demonstrate skills of leadership on a daily basis when carrying out my duties as a police officer. It has been recognised that all police officers should set out to comply with the standards and behaviours of a police officer when carrying out their duty which identifies leadership as one of the nine policing principles. This expectation is reiterated by the College of Policing who have set up a National Centre for Police Leadership. The aim of the centre is to set national leadership standards to all involved in policing, and to provide opportunities for leadership development. The aim is to also promote good practice in policing, promotion and progression that builds on a positive leadership culture withing policing (Police Federation, 2023).


Word Count- 1863











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:

I have now entered the third year of my employment and final year of probation with South Wales Police, pending my successful completion and pass of the requirements set by South Wales Police and also by the University of Wales Trinity Saint David. My time so far has exceeded my expectations and I have found that time goes by very, very quickly. At first I found it difficult with the transition from working a Monday-Friday, 9-5 job to a set shift pattern, resulting in me being physically and mentally exhausted if my preparation was not correct. This had a negative impact upon the time I could spend with family and friends, and also on my lifetime hobby of playing football. Further to this I have been, and continue to be, up to date and successful in my completion of university work and OCP as well as ensuring my workload is conducted in an efficient and professional manner. 

After successful completion of 12 weeks of initial training, I was placed onto a team in Rhondda Cynon-Taff, which was an area completely unknown to me. This had a negative effect on my confidence initially, working a new job in an unfamiliar area, my self confidence was at a low. Bénabou and Tirole (2000) suggest that delegating a task and providing a person with encouragement, assists with enhancing confidence. My Sergeant quickly provided me with incidents and tasks to resolve, which I attended with my mentor. This was extremely beneficial and quickly got me settled in my new role. Due to my tutor’s partner expecting a baby, after only two weeks on shift, my mentor went off onto paternity leave. At first, I became stressed as I was unsure who I would be working with, however this actually became beneficial to my progress. Over 12 weeks of my tutorship phase, I was mentored by over 17 different police officers and although I felt I was being passed from pillar to post, I quickly experienced the many alternative ways in how police officers deal with incidents, which led to the same goal being reached. This massively increased my confidence, as I learnt how to adapt as incidents took place in their each individual, unique way. When it was practically possible, I took it upon myself to self-reflect following each incident I had attended

Davis (2023) noted “Self-reflection is defined as a mental process you can use to grow your understanding of who you are, what your values are, and why you think, feel, and act the way you do. When you self-reflect and become more conscious of what drives you, you can more easily make changes that help you more easily develop yourself. or improve your life”. In discussion with my tutor, following each incident I would ensure I identified the values I was expected to uphold, my feelings and thoughts through the incident and the actions I took and why. Following this I was able to identify what went well during the incidents and what improvements and developments could be made. 

During my time at South Wales Police, I have acknowledged how personal development is not easy but can have great benefits. By focusing on ways to better yourself and looking inward, personal development increases skills, awareness, esteem and fulfils aspirations. Identified through 5 areas, personal development is exercising the brain and staying mentally fit, socially connecting with others, gaining a deeper understanding of yourself spiritually, being emotionally intelligent and being physically healthy (Miles, 2022). By focusing on my personal development, it allowed me to continue to improve as a police officer as I gained independent status following my three month period alongside my mentor.

A mentor acts as a coach, advising and teaching, providing feedback and rehearses strategies with the student. A mentor provides the student with exposure, visibility, and sponsorship which in turn aids the opening of doors to promotions and seeing that you get assignments that will get you noticed by other. Any mistakes that are made, the mentor takes the blame, providing protection until the student is established enough to shoulder criticism on their own (Gehrke, N, 1998). CIPD, (2019 noted by Blue Light Academy, 2023). In the workplace (and in policing) mentoring describes a relationship in which a more experienced colleague acts as a trusted advisor and guide and uses their greater knowledge and understanding of the work to support the development of a member of staff. Four stages are involved in a successful mentoring relationship: planning, bargaining, facilitating growth, and closing. These successive stages have different durations and build upon one another. There are actions and approaches that lead to excellent mentoring in each level (Metros and Young, 2006). This slightly differs to the four stages identified by Blue Light Academy (2023) naming build the relationship, exchanging information and setting goals, working towards the goals and ending the formal relationship. A set of mentor guiding principles were set by co-mentors William Hogue and Ernest Pringle, based upon interviews with three senior administrators at the University of South Carolina. The principles set in place state that the mentor and mentee should strive for mutual benefits, agree on confidentiality, commit to honesty, listen and learn, build a working partnership, lead by example and be flexible (Metros and Young, 2006). 

During my mentorship period of twelve weeks following my twenty-four-week period in the learning and development unit, I was paired up with a delegated mentor. My mentor had been a response officer for seven years. My mentor who had gained an extensive amount of experience during his service so far, shared these experiences and also knowledge with me during my period alongside him. Through forming a good relationship with my mentor due to our similar personality traits I found engaging with my mentor extremely easy. From this I was able to absorb key information with ease and I was not afraid to question my mentor regarding any actions and thoughts processes which I had when dealing with incidents. My learning and understanding continued to improve as my time with my mentor increased, my performances also improved not only as an individual, but also as a team member. Without realising, I also inherited a number of mentor skills such as building working partnerships with others and leading by example (Metros and Young, 2006). Blue Light Academy (2023) noted the skills of a mentor to be “listen actively, build trust, determining goals and capacity, encouraging and inspiring”, all of which I can now identity as key qualities my mentor possesses following my period working alongside him.

Both mentoring and coaching are key tools that at the disposal of organisations to promote development. Coaching is task focused and is set for a specific duration and follows an agenda to reinforce or change behaviours and skills of the coachee (Garvey, R., Strokes, P. and Megginson, D., 2010).

Grant (1999 cited by Bresser, F. and Wilson, C., 2010) note “coaching as a collaborative, solution-focused, results orientated and systematic process in which the coach facilitates the enhancement of work performance, life experience, self- directed learning and personal growth of the coachee”.  Whitmore (2009, cited by Bresser, F. and Wilson, C., 2010) defined a coach as “unlocking a person’s potential to maximize their own performance. It is helping them to learn rather than teaching them”.

A coach's role is to encourage individuals in exploring challenges, breaking down obstacles, seeing things from multiple angles and expanding their conscious options, before assisting them in making a decision and coming up with a plan of action to reach their goal. Finding out what the client wants to achieve and helping them to clarify and align with it are the coach's duties. to hold the client accountable and to promote self-discovery in them. A crucial quality of a successful coach is self-awareness. Being conscious of one's own values, beliefs, and behaviours and understanding how these could influence one's work. A coach adjusts their emotional state to suit the client's requirements while remaining sympathetic without getting personally engaged. They practise of active listening, which includes showing interest, projecting a positive body image, and listening for the entire speech. By building rapport and keeping a productive connection while treating each client with respect and decency, they will foster trust and provide a secure environment in which the client can confide (Stanton, 2019). Within a workplace a coach would be identified as someone such as a manager and this forms part of a company’s learning and development programme (Factorial, 2023).

As my probation period as a student officer is a three year period, I have been delegated a number of coaches and a mentor to assist me during this initial period of my career. Firstly, the University of Wales Trinity Saint David. Providing me with access to all aspects of learning, in relation to not only policing but also skills as a person, which enable me to be a more informed person overall. To assist with my development, I have been tasked with completion of workbooks whereby I have been required to conduct research in order to gather information to complete questions and tasks. The university has provided me with a ‘moodle’ platform with presentations, videos and examples, which has proved essential in my personal development and in completion of the workbooks set for me. Following the completion of such workbooks, they are then marked by a tutor with a grading, which also contains feedback on how my work and knowledge can be improved.

My improvement is also monitored by an area training officer who is delegated to me from the beginning of my probation until the end. At the beginning of each educational year, I have an occupation competency portfolio (OCP) which has a number of tasks which I am expected to complete and evidence during that educational year. All of the tasks are of operational assessment which vary from attending a policing incident, to conducting investigative actions, to engaging with the community. The area training officers also conduct meetings with me, whether it be in person of via a teams meeting. This meeting will consist of a conversation covering numerous topics from my development as a police officer, future aspirations, performance and my welfare. To conclude the meeting, my area training officer provides me with as much feedback as possible which I ensure I take on board. This feedback is also emailed to my supervisor to inform them of my current status. From this information, appropriate steps and measures are put into place to continue my development as I continue toward the end of my probation. 

Finally, before the completion of my probation period, I am required to complete a dissertation project, and for this the university have provided me with a ‘supervisor’ to assist me with completion. Noted by Insala (2019) “the assistance of a coach, they can set these goals and then actively work towards them. This will increase the likelihood that the goals will be achieved”. Although I have many goals set for the year, my main goal is to get a high mark in my dissertation project and not to just get a pass. Following the release of the project only being a number of weeks, I have already been in regular contact with my supervisor, who has assisted me with my concerns regarding the dissertation project as well as valuable feedback to develop the sections I have already completed to a higher standard. In the short time I have been in contact with my tutor, I feel there is already a strong relationship which continues to build trust between us. 

Blue Light Academy (2023) has taken note that the three fundamentals of coaching are that the connection is built on honesty, transparency and trust, that coaching must treat the full person and that both sides are on an equal footing. The benefit of coaching- skills and knowledge, flexibility, self-awareness. 

To conclude I have seen numerous benefits as a result of coaching and mentoring during my time with South Wales Police to date. From my mentor, to my area training officer, sergeants and the university, all have played key parts so far in my development as a police officer. I feel since joining in 2021, there have been huge improvements not only in my performance as a police officer and as a person but also my knowledge has become a lot more advanced. As time progresses, I have acknowledged the continual improvement in my scores in my workbooks and this understanding and knowledge I feel will assist me further as I aim to gain promotion opportunities in the near future. I hope that I continue to learn and strive as a police officer and will be forever grateful to the persons who have mentored me and coached me throughout my time at South Wales Police.
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