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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:


For this task, the focus will be on critically evaluating the strategic role of the College of Police in professionalising policing in the UK and how the college play a significant part in terms of modern-day policing. I will also evidence how I am working to fulfil the role of a modern professional police officer now that I am in my final year of probation, and I will be critically reflecting on how my personal development has been impacted and how my final year on probation has seen my role as a police officer change in terms of both an operational and a personal perspective. 

The College of Policing came into being in 2012 as the professional body for everyone who works for the police service in England and Wales and replaced the National Policing Improvement Agency (NPIA) which had previously been responsible for improving police practice and developing a national curriculum for the police (Home Office, 2013). Today, the College of Policing sets the standards in professional development, which also includes codes of practice and regulations, which ensures consistency across the 43 forces in England and Wales. They also set the standards for the police service in terms of training, development, skills, and qualifications (Police Federation, ND). Their overall strategic aim is to ensure that all police officers and police staff have the correct knowledge and skills to be able to effectively do their jobs, and ultimately, creating a professional and efficient police service. In order to achieve this aim, the College of Policing works in collaboration with academics and Higher Education Institutions (HEI’s) for the purpose of developing evidence-based policy and practice within operational policing (Rogers and Smith, 2018). Sherman defines this approach as,
‘A method of making decisions about “what works” in policing: which practices and strategies accomplish police missions most cost-effectively. In contrast to basing decisions on theory, assumptions, tradition, or convention, an evidence-based approach continuously tests hypotheses with empirical research findings.’ (Sherman, 2013:1).
The aim of such an approach is to support the professionalisation and development of police officers as well as promoting the use of evidence-based practice into police professional culture (College of Policing, 2022).

As the national professional body of policing, the College of Policing, in its role of creating a more professional police force, has developed the Policing Education Qualifications Framework (PEQF) which sets the educational standards of police officers and staff throughout England and Wales (College of Policing, 2020). The overall purpose of the framework is to provide consistent national education and accreditation levels for policing roles, alongside a reassurance for the public about the level of training police officers have (Strong, 2019). The PEQF programme aims to professionalise policing within England and Wales regardless of which entry route is chosen by individuals and standardise the learning provision across all forces. (College of Policing, 2020). There are currently 3 entry routes into the police force. The first route is a Degree Holder Entry Programme (DHEP) which is a pre-join degree-holder entry route for those who have a degree in any subject other than the accredited degree in professional policing. These recruits will need to achieve a graduate diploma in professional policing practice as well as work-based competence requirements while they are on probation which will last for two years. The second route is a pre-join degree in professional policing, where the recruit will have completed a self-funded pre-join undergraduate degree in professional policing, which has been accredited by the College of Policing. This entry route does not require any further additional academic accreditation, but the probationary period is two years, and a there is a shorter on-the-job training programme in comparison to the DHEP route to satisfy the work-based competence requirements. The third route is a Police Constable Degree Apprenticeship (PCDA) which enables those who join without a degree to study for a policing degree while on probation. Recruits joining the police via this route will be required to achieve this, along with satisfying work-based competence requirements, within their probation period, which will last three years (Strong, 2019). 

Policing vision 2025 sets out a range of aims, with one clear aim being that ‘policing will be a profession with a more representative workforce that will align the right skills, powers, and experience to meet challenging requirements’ (NPCC, 2022:8). In order to achieve this, the College of Policing’s PEQF programme has set clear and consistent requirements for entry into policing and supports policing training and development through academic accreditation which recognises the skills and knowledge of the workforce (NPCC, 2022). The PEQF supports the Policing Vision 2025 aim of transforming policing to become a graduate profession, with evidence suggesting that officers engaging with higher education can develop as stronger critical thinkers and have analytical skills to have a better understanding of complex problems, which will be a clear benefit to the role (Watkinson-Miley et al, 2022). 

The strategic role of the college of policing in ensuring that policing become professionalised is beneficial in a number of ways. The Gwent Police website highlights the advantages of the PEQF programme, in that, depending on the route chosen, you can both learn ‘on the job’ but also achieve funded qualifications. For example, taking the PCDA route with Gwent police will lead to a BSc Hons Degree in Professional Policing Practice with the force covering all course fees relating to this entry route (Gwent Police, ND). Therefore, it can be said that the introduction of the PCDA as a fully funded degree level qualification supports the expansion of the police force and makes this an attractive proposition for potential recruits alongside the aligning of the profession of policing with other professional occupations (Pepper et al., 2020). There are also individual benefits for recruits, as Fergusson (2019) posits, as studying such programmes of work-based learning can lead to increased confidence, motivation, and competence.  Overall, this graduate programme allows the public, the criminal justice system and wider society to recognise, compare and understand the expertise and the level of professional competence of police constables (Pepper et al, 2022).

However, there are also limitations to the PEQF programme that have been highlighted by several academics. Watkinson-Miley et al’s (2022) study of student officers at one police force highlighted that all participants felt that the PCDA programme was disjointed and that there seemed to be a poor relationship between policing and academia. Others felt that they would not be able to use their academic learning in operational practice, and for student officers who had returned from their operational tutoring phase, it appeared that they placed more value on the operational learning, disregarding the academic teaching. Another limitation identified is that despite the Policing Vision 2025 expectations that by 2025 the police force will be a profession that has a diverse workforce mirroring the population, there are still ongoing issues in respect to the recruitment of BAME staff and Black staff in particular. For example, Black people make up 15.6% of London’s population but only 3.3% of Met police staff are Black. NPCC considered the PEQF programme to be an excellent opportunity for Black Londoners and they made up 17% of recruits. However, this has not been replicated elsewhere in England and Wales, and cohorts elsewhere do not reflect the NPCC’s aspiration for diversity (Shohel et al, 2020). 

Policing Vision 2025 has a heavy focus on the needs of the police service to change and adapt to meet the needs of an evolving society, to understand and respond to new and complex threats and to ensure that we, as a service, are communicating effectively with the communities we serve. Working as a police officer and studying on the PEQF programme myself, I feel that this has allowed me to work towards fulfilling the Policing Vision 2025 aims and fulfil the role of a modern, professional police officer who is in the final year of probation. I understand that whilst the PEQF is an invaluable tool that will support me in meeting these aims, I also recognise the clear need to ensure that I undertake continuous professional development (CPD), both now and once I complete the programme. To that end, I complete the E-Learning packages that are available via the College of Policing’s College Learn online environment. These packages allow officers to refresh their knowledge but also to keep abreast with new initiatives, practices, and evidence-based approaches. Not only does this benefit me in my role but it also offers a high level of consistency and standardisation for all police officers in England and Wales, which Policing Vision 2025 highlights as a key area for development (NPCC, 2022).


Policing Vision 2025 also highlights the importance of effective leadership and management, arguing that the police service must create a culture that highly values diversity and difference alongside the empowerment of individuals to allow them to maximise their contribution to the force. The NPCC (2022) aim to achieve this through placing a high emphasis on CPD, reflective practice and space to support innovation. Working as an officer in the final year of my probation, I feel that I am working towards meeting these aims, I support less experienced colleagues, both by sharing best practice with them but also by showing them the importance of having a voice, guiding them to give input in day-to-day operations. I also take part in reflection and reflective practice and believe that it supports my decision-making abilities and enhances my working relationships (College of Policing, 2020). 

I do this by using the Gibbs reflective cycle, which is six stage model focusing on describing the new experience, thinking about how you felt about the experience, evaluating the experience, reflecting on what has been learnt as a result and then planning on how to improve on your performance going forward (College of Policing, 2020). Using this reflection model during my time as a police officer, I have been able to effectively deal with many incidents and continuously improve on my practice. I fully believe that the PEQF programme has benefited me immensely in terms of my role of a police officer and I can fully appreciate the role the College of Policing has had, and continues to have, in relation to professionalising the police force in England and Wales.

My role as a police officer has changed significantly since I began the PEQF programme, and policing requirements change as society evolves. For example, the Strategic Policing Requirement (2023) has demonstrated how there is a clear focus on VAWG and Child Sexual Abuse, and how, as a police officer I must ensure that I understand and follow the relevant Authorised Professional Practice (APP) set out by the College of Policing. This demonstrates the importance of CPD, as policing priorities change, based on the issues facing society at any given time, yet alongside this I must also ensure that I am continuing to cover the police work not covered by the parameters of SPR. It is vitally important that I continue to focus on crime within local communities such as neighbourhood crime and anti-social behaviour, to ensure a visible presence and maintain public confidence in the police (Home Office, 2023).

In conclusion, having evaluated the strategic role of the College of Policing it can be seen that the College of Policing is making great strides in professionalising policing in England and Wales. It is transforming the police service into a profession, using degree level qualifications to do so. Undoubtably, there are concerns, a perceived lack of diversity and disjointed links between academia and operational learning, however, overall, the College of Policing is working towards meeting the Policing Vision 2025 aims. Alongside this, the College of Policing has also been instrumental in supporting my progress and achievements during my time on probation and has seen me develop into a competent and effective police officer.
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35

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:


The College of Policing (2020) defines ‘social media’ as being ‘any online technology that allows people to publish, converse and share content online is referred to as social media’. Gwent police use social media extensively, and it is essentially a tool to engage with the local community. They use this modern technology (Facebook and Twitter platforms) to support their policing duties, for example, Gwent Police does not send out press releases to the media in the traditional way, but instead uses social media to do so (Walker, 2018), they now have a 24/7 Social Media Desk for the reporting non-urgent crimes and generally social media is used to ensure the public is kept informed of incidents that they may be affected by. A personal example is when I attended a RTC (Road Traffic Collision), and social media was used to inform the public about road closures so they could alter their journeys. Another way that Gwent Police uses social media is to use the platforms to introduce local officers to members of the public, and in some of these posts’ officers explain their roles and answer commonly asked questions. It is also used to appeal for information about an incident, the post reaches more people than officers just walking around knocking on doors. Within this task I will aim to reflect upon on my experiences around the use of social media to inform and engage with the community and promote police initiatives. I will examine Gwent Police’s policy around the use of social media and consider the benefits and risks of using social media, whilst providing a justification for the intervention that I implemented and highlight the potential consequences of this.
One such incident where I was involved, and social media was used effectively to support a positive outcome was an incident where social media was utilised to engage with the community and locate a misper (missing person). The incident involved a 19-year-old male who did not have a history of going missing but did have a history of substance misuse. The male disclosed to his family that he was in debt to a local drug dealer and the drug dealer had threatened him; he then left the family home and did not return. He did not respond to phone calls, messages and had been inactive on social media platforms. The family became increasingly concerned and informed the police 36 hours after he had been last seen. He was registered as a missing person by police, and I was tasked with checking with friends, family, hospitals etc however he could not be located. Gwent police issued a social media post on Facebook which prompted the missing male to make contact with the police. A welfare check was undertaken, and the male had simply wanted to stay with friends. 

In terms of the incident, it was considered that the use of social media to make an appeal was considered as this type of appeal has a broad reach, reaching the wider community and even the missing person themselves, as happened in this case (Solymosi, 2021). Such usage of social media can be highly effective, as shown in Tsoi et al’s (2018) study, which suggests that the use of Twitter to launch a missing person campaign can increase the chances of a person being found. Gwent Police’s Social Media policy (2022) highlights the 3 main purposes of using social media, to change or influence the behaviour of the community for better, to build capacity and trust with the community and finally, to achieve a tactical or operational objective. This incident can be linked to the 3rd purpose; to achieve a tactical or operational objective, however, alongside this, the impact of such a post had to be considered, in relation to the missing person themselves, their family and friends and the wider community. In this case, it was considered that a social media post was crucial as all traditional means of reaching the misper had failed and any negative impact was considered to be negligible in comparison to ensuring the misper was found. 

In today’s modern world, the traditional ways of engaging with the public are having less impact and therefore police forces recognise that there is a fundamental need to use social media to engage and communicate with members of the public. However, this does not mean that police forces will post anything and everything in relation to their day-to-day workings. Police forces should be abiding by the principles of engagement, ensuring that any information that is shared via social media channels is credible, consistent, inclusive, and ethical. ACPO (2013) encourages the use of social media as it can bring many benefits such as greater transparency and accountability, better engagement and widening access to communities through their preferred method of communication. Social media monitoring can also support policing, helping officers to understand and respond to the needs of their evolving communities. Such monitoring tools have been designed to track online conversations, which allow us to identify emerging issues and monitor the online communities most influential to the police. They can also help us to understand the policing issues that people are talking about online and how we can best engage with these communities to impact upon confidence in the police (NPIA, ND).

However, whilst the use of social media in the course of policing can be incredibly useful, there are inherent risks that must be considered. For example, would the disclosure of information lead to a breach of trust or confidence? Could the information disclosed online breach the data protection act? Could the information cause increased vulnerability, in terms of harassment, corruption, blackmail etc? and finally, could the information reveal sensitive operational material or tactics, thus being prejudicial to investigations? What is clear is that as a police officer, I should be aware that any information posted on social media can potentially end up in the public domain and be seen by those it was not intended for, meaning that any information disclosed online has to be considered a public disclosure (ACPO, 2013). Therefore, in relation to the misper incident, the only information included was a photo of the male, description of clothes last seen wearing and description of when and where he was last seen. No information was given out regarding perceived vulnerability in relation to threats from a local drug dealer. This information was not given out for two reasons; first being that it may increase the risk of harm to the misper and secondly, as a police officer, I have a legal duty not to disclose information that has been obtained from a third party through the conduct of my official duties. In this case a third party, the mispers family, disclosed the threat from a local drug dealer, this was not disclosed from the misper as a complaint (ACPO, 2013). 

Social media is often said to be an ideal setting for the police to present their organizational selves and allows the police to have control over their appearance (Walsh and O’Connor, 2018). It enables them to highlight their accomplishments, their ties to the community, and to demonstrate their effectiveness, which can overall  help to maintain credibility and lessen their distance from citizens, which in turn, can bolster trust and support (O’Malley, 2010). Social media platforms can also provide a channel for those in the community to offer feedback and participate in virtual conversations. The College of Policing (2020) states that the police should always aim to be responsive to such posts, responding to content posted by others, be that positive or negative. Such engagement will demonstrate that the force is reflecting the real situation and that they take feedback on board. There is arguably a difficulty here, with scholars highlighting that force social media policies can often be rigid in determining how communication should occur, which means that posts and responses can come across as inauthentic and sterile (Walsh and O’Connor, 2018). Using social media effectively can be said to be a difficult balance, as you are trying to ensure that information is factual and in line with force guidelines, whilst also being engaging. If those following the page/posts enjoy the updates issued, then they are more likely to trust the information and therefore be more inclined to engage and come forward with information themselves. Studies have shown that an online presence which is interactive can create a personal connection with users and promote positive attitudes (The Police Foundation, 2014).

There are, however, other risks that can occur when engaging on social media can be potential harm to the reputation of the force, posts being misinterpreted, and how easily a post can gather traction and become the subject of worldwide negative and/or positive attention (Kelly, 2014). Another risk is that large amounts of information can be generated as a result of a social media post that has been shared, and this presents a challenge in terms of processing this, in that there may be a risk to reputation if something is missed and the information missed could have helped to prevent a crime or apprehend a suspect more quickly. (The Police Foundation, 2014). There are also risks when considering personal social media usage for police officers and staff. Gwent police (2022), in their social media policy, recognise that it is likely that officers and other staff will have personal social media accounts, and the College of Policing (2014) highlights guidance in their code of ethics. This states that officers should use social media responsibly and safely, they should not post online anything that could be perceived to be discriminatory, offensive, abusive and anything else that would be incompatible with policing principles and finally, they should not post anything online that might damage the reputation of the officer themselves or the police profession. This highlights one of the biggest risks of social media, which is the risk of damaging public confidence in the police service.

In conclusion, I recognise the clear benefits of the use of social media, in that it can allow us to gather intelligence, engage with the community, ensure greater transparency and accountability and overall, it can help us to understand and respond to the needs of evolving communities. In the incident discussed, it allowed for the misper to engage with the post and allowed to ensure that they were safe. However, the risks of using social media are also high, and as an officer this is something that I must remember both when employing the use of social media during the course of my duties and when I use social media as a private citizen. Failure to adhere to the College of Policing (2014) Code of Ethics and Gwent Police’s (2022) Social Media Policy could damage my own reputation, the force’s reputation and could potentially lead to a loss of faith in the police as a service. Such a loss of faith would be detrimental to the force and could result in barriers to receiving important intelligence. 
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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:

The Police today, as an organisation, must understand and operate effectively in a complex social, political, and organizational environment. There is now an increased demand for accountability, an emergence of new crimes, technological advancements, austerity measures, police reforms, an increasing need for community engagement, and other numerous challenges (Pearson-Goff and Herrington, 2013). Effective leadership is one of the most important predictors of whether organizations are able to function in such a dynamic environment and as such, the need for effective police leadership is paramount (Meaklim and Sims, 2011). Within this task, I will reflect on an incident where I demonstrated my flexibility in leadership style when aiming to ensure an offender gained the medical treatment needed during the time of arrest. Throughout this reflection, I will identify leadership styles commonly used in policing and options that I considered when faced with this situation, and an evaluation of the preferred option. I will also provide a justification for the intervention that I implemented and highlight the potential consequences of this for the offender involved.

The incident that I have used for the purpose of this reflection relates to a call received around a female who had been violent in a public house and who had fallen down a flight of steps from a height of around 10 feet. I, along with around 5 other officers, attended the scene and the women appeared to be under the influence and was irate when spoken to. She would calm down and then become irate again, demonstrating very quick changes in mood. The woman then got up and punched a family member (uncle) and was arrested. At this point I suspected she may be experiencing an ABD incident (acute behavioural disorder). At this point, I took charge of the situation by informing control of the ABD and ensuring that an ambulance was called. However, the ambulance call handler stated that there was a 4 hour wait, which was concerning because ABD should be treated as an emergency, whereby medical technicians should arrive and sedate the offender. This concern led me to decide to call the clinician myself via a mobile to explain the situation and ensure that the call would be upgraded to an emergency. The clinician did not agree, and I became concerned for the offender as they were in the rear of the van sweating profusely and possibly overheating. Due to the health concerns I had about the offender, I made the decision to drive her to the hospital to get the treatment she needed. Upon arrival at the hospital, it was confirmed that she was indeed suffering from ABD and was sedated.
The College of Policing (2022) highlights that all police officers are leaders, with stage 1 of the leadership expectations showing that everyone is a leader. In this stage, all policing staff should ensure that they demonstrate a clear commitment to public service and always uphold police values. They should also be adaptable in their style and approach according to the situation, I believe that this incident demonstrates my ability to be adaptable to any situation as I considered the need to adopt practices and strategies that would accomplish the overall aim which was to ensure that the offender was safe and well. This would not only promote the safety of the offender, but it also safeguards the force, and ensures that the public are aware that we do show kindness and empathy, with wellbeing being at the forefront of our role. 
In order to identify options that could be utilised in this incident, I needed to quickly assess the situation and relay my concerns to my fellow officers, those in control and the clinician. I considered the options and had to risk assess the offender quickly. I was acutely aware that police officers have a duty to ensure that any offender facing a mental health crisis is seen by a medical professional as soon as possible (NPCC, 2017) and due to my suspicions of the offender experiencing an ABD, I knew that the best approach would be to take charge of the incident and ensure that this was the only acceptable outcome. Research relating to policing and mental health of offenders supports this approach, as Reiner (2010) posits, police officers are expected to use their intuition, communal values, pragmatism, and common sense to resolve the encounters and conflicts they face. Therefore, recognising early on in an encounter that there is a possible mental health issue is crucial to ensuring an appropriate and effective response (McDaniel, 2019). 

In addition, the College of Policing (2022a) states that officers should look beyond policing for best practice and what works and to actively seek and value different views and ideas. I realised that I would not be able to solve this problem as a single agency and contacted the clinician in order to expediate contact for the offender with a medical professional. I also discussed various options with my fellow officers which included: taking the offender to the custody suite and taking the offender to a hospital setting ourselves.  As dictated by the National Decision-Making Model, I had assessed the risk level of the situation and considered the contingencies to each option considered and utilised the expertise of fellow officers to help me evaluate each option, this allowed me to voice my opinion but also to listen to others and consider the options fully (College of Policing, 2014). 

The considerations that I made in relation to the first option referred to the likelihood of further harm being caused to the offender if taken straight into custody, I felt that the offender was not fit to be detained and could not await the attendance of an HCP with one having been requested but was not available within a reasonable timescale. I considered that the consequences of this option would be detrimental both to the offender and to the force, if the offender had deteriorated whilst in custody would highlight a failing within my policing and leadership style as I would have failed to recognise the mental health issues the offender was presenting. The second option was discussed with fellow officers where I highlighted my current risk assessment of the offender, feeling that it would be safe to take the offender to a hospital setting, despite the insecure nature of the setting, with long waits for assessment and treatment currently in the Aneurin Bevan Health Board. My fellow officers agreed that this was the best option considering the options available and this option was agreed, whereby I took control of the situation and drove the offender to the local A&E department. In reference to the logic model the offender needed a medical assessment and medication to support the mental health condition. In ‘response’ to the problem, I chose to implement the action agreed between myself and my fellow officers and I expected the ‘output’ to be that the offender would receive the treatment needed. The expected ‘short-term outcome’ of the response I had taken was that the offender was treated for their mental health condition and the incident did not escalate, however, ‘long term changes’ would likely be because of mental health services intervention (COP, 2022b). Overall, I felt that my leadership style here was in line with the College of Policing’s (2022c) Leadership Expectations, I adapted my communication style for different audiences, ensuring that the clinician understood the message I was portraying, I sought and debated other opinions to achieve a common goal and I worked to deliver a quality service that reflects the force’s purpose and values, being that I ensured the safety and wellbeing of the offender before pursuing arrest and detainment. 

Historically, policing leadership styles meant that policing staff across the spectrum were highly divided. This can be seen in Reiner’s (1992) study, which was the first empirical study of police leadership in Britain. Reiner’s study highlighted the power and authority of chief constables in shaping policing practices, which is in direct contrast to the leadership styles promoted by the College of Policing today. Reiner also makes an argument for the presence of a ‘dominant culture’ amongst chief constables, who decided on uniform operational responses for uniformed staff, who were expected to follow these responses and not deviate (Davis, 2017). Again, this contrasts with the College of Policing aspirations for leadership today, where all policing staff are encouraged to efficiently assess a situation and take prompt action as appropriate (College of Policing, 2022d). ‘As appropriate’ suggests that police officers should take stock of the situation they find themselves in and use their skills and knowledge to ensure of the correct outcome, rather than simply following a directed pathway. The College of Policing (2020) highlights 2 broad styles of leadership, with the first being supportive leadership, where leaders are seen to be open, honest and fair, alongside being focused on the wellbeing, development and empowerment of those they work with. The second style is transformational leadership which is similar to supportive leadership, but also includes acting as a mentor and coach, being a role model in terms of modelling high standards, fostering a sense of collective values and going above and beyond. 
If I had not used my leadership skills in this situation and chosen to follow this more traditional leadership style, whereby as a training officer I simply followed the guidance of others, the outcome may not have been as successful, with harm coming to the offender and the force being brought into disrepute. By following the College of Policing’s (2022c) Leadership Expectations during this incident, I was able to show an active commitment to collaborative team working, by working collaboratively with fellow officers, highlighting my own risk assessment of the incident, and ensuring the safety and wellbeing of the offender and my fellow officers. I also took the lead when speaking to control and the clinician and was able to articulate my concerns in a clear, concise way. When faced with opposition from partners (health service) I took action to address this and overrode this opposition as I anticipated detrimental consequences if I did not (College of Policing, 2022e).

In conclusion, as a police officer I understand that ‘command and control’ is not the only leadership style I need to employ in my role. Policing is now a complex role, and as a police officer I must share problem solving with other agencies and the community.  If I only have a leader-centric (authority dependent) understanding of leadership then I will struggle to deal with complexity because complexity is multidimensional and ambiguous and therefore there will not be one singular person who has all the answers. I understand that responding to complex situation requires innovation, experimentation, and collaborative solutions, meaning that a goal of shared leadership should be sought. This is a group process where there is a shared responsibility and mutual influence in which team members lead each other towards their goals. Whilst there will always be a need for authority in policing, where command and control remain an important tool for officers as it provides direction, protection, and a sense of safety and security for those inside and outside the organization, it must be said that the concept of shared leadership is also needed, to ensure that we can deal with complex situations and challenges as they arise (Herrington et al, 2016). 
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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:

Within this task, I will aim to critically reflect upon my three-year probation. I will consider mentoring and coaching within the police service and discuss how my experiences of these has benefitted me both personally and professionally. I will also explore how mentoring and coaching has aided me in terms of learning, development and performance, using a particular incident to highlight how mentoring has met these aims. I will also consider the principles of feedback, highlighting both good and bad practice and how I use feedback to reflect and improve my performance.

The aim of coaching is to support the achievement of optimal performance and improvement in the workplace. The focus of coaching is to work on specific goals and skills and although not specifically targeted, it may also impact on personal attributes such as confidence (CIPD, 2021). The use of coaching in organisations has increased considerably and evidence shows that, when done effectively, it can support learning and development. The coaching process usually lasts for a specific time period but can form the basis of an on-going management style. There are many definitions of coaching but one of the most popular is the idea that coaching is the process of working towards unlocking a person’s potential which allows them to maximise their performance. Some of the key characteristics of coaching include using a person-centred approach, attempting to elicit knowledge from the learner using open, provocative questioning, using active listening in order to be able to effectively question learners to develop knowledge and encourage reflection, encouraging critical thinking using challenges and using positive and affirming statements throughout (Passmore and Townsend, 2012). 

Coaching within the police is used to develop officers’ careers and can support them in their leadership and management skills. It is also used to promote effective team working and adaptability to change. Being coached can support officers with reflection, allowing them to recognise their strengths and weaknesses and work to improve upon these. It is used as a tool to empower and improve confidence. One example of coaching within the police is the ‘Aspire Leadership Development Programme’, which aims to coach senior leaders into the next steps of their career (College of Policing, 2020).

Mentoring, however, does differ from coaching in some subtle ways. Mentoring is the term often used to describe the relationship between a more experienced colleague and an inexperienced colleague. The more experienced colleague shares their greater knowledge to support the development of the inexperienced member of staff. Mentoring calls for the utilisation of some of the same skills as coaching, such as open questioning, active listening, clarifying, and reframing, however the key difference between coaching and mentoring is that the mentoring relationship tends to be more open-ended and longer term than coaching (CIPD, 2021). Mentoring in the police is encouraged, with the aim being to ensure that the mentoring and supervision of new recruits is provided by officers who themselves have demonstrated excellence in their practice (Neyroud, 2010). Mentoring theory suggests that mentors can provide their mentees with two types of support: career-related and psychosocial. Career-related support can help mentees to ‘learn the ropes’, which can lead to better job performance ratings and increased satisfaction. Psychosocial support usually takes the form of friendship, providing personal and emotional guidance. There is clear evidence that police officers can experience anxiety and stress due to the high-pressure nature of their role yet despite this, police officers are unlikely to seek the support of other officers, including more senior colleagues. They are more likely to avoid disclosing such experiences of anxiety as they wish to avoid the negative stigma associated with mental health issues. Gill et al’s (2018) study of police mentoring found that engaging in mentoring that offered both career-related and psychosocial support was beneficial to both the mentor and mentee in terms of mental health. 

There are many further key benefits to the use of mentoring in the police service, for the mentee, mentoring can support the learning new knowledge and skills, the improvement of performance and productivity, the improvement of career opportunity and advancement, and greater confidence and well-being. For those who undertake the role of mentor, the benefits are similar in that the mentor themselves gains new knowledge and skills and improves their performance. Other benefits for the mentor include greater job satisfaction, greater organisational loyalty and increased self-awareness and leadership development. Finally, for the police service itself, mentoring can lead to improved morale, increased motivation, more effective working relationships, less conflict, improved staff retention and overall improved learning (Jones, 2018).

In terms of my own experiences of mentoring and coaching, I have found it to be hugely helpful and beneficial, particularly when I began in this role as it helped me to get up to speed when I was new to response. One example of mentoring was an incident where a 15-year-old girl reported that she had sex with a 15-year-old male and the 15-year-old males’ sister who is 11 recorded it not knowing what was happening. This video was then sent by the 11-year-old to a friend with the friend then sending it on to the girl that was having sex. Parents became involved and the video was then deleted. Due to what was filmed the 11-year-old had produced child pornography and then distributed it, the friend she sent it to also deleted the video meaning that the video was no longer in existence. I was unsure how to deal with this incident and therefore sought the advice of my sergeant, who had experience working in Child Sexual Exploitation (CSE). The sergeant advised me to investigate whether the 11-year-old and friend still had the video. I was also advised that due to the children not understanding the severity of the incident, advice and education was more appropriate than instigating criminal proceedings. I was also advised to assess the home situations for all involved and to update my sergeant and social services with my findings. Once it was clear that the images had been deleted and the swift actions of the parents, my sergeant and social services felt that words of advice were enough and family support was put in place for the children to access. As a new recruit this type of nuanced incident meant that I needed the guidance and support of a mentor, without which I may have made the wrong decisions and cause a negative impact to the children and their families. My mentors support here was invaluable and I now have a good understanding of how I should proceed when these types of incidents occur. 

In terms of mentoring at this point in my career, I do not have a formal mentor or coach, as this element stopped after the completion of the Personal Development Unit (PDU) which lasted for approximately 12 weeks. However, as one of my goals was to become an independent officer who is able to deal with incidents effectively as they arise, I feel my mentoring and coaching support has helped me to achieve this goal. I was able to set goals during mentoring sessions, using the GROW model (Goal, Reality, Options, Way ahead) which provided a clear and logical focus for our discussions. I feel that despite not currently having a formal mentor or coach, I have developed excellent working relationships with those that I work with, and I feel that there is a culture of support where I feel confident in being able to ask for help and guidance should any issues arise. As an officer in my final year of probation I have been able mentor and guide new recruit colleagues who have less service than myself, which has involved supporting them in their decision making and sharing best practice. 

In terms of feedback, I take part in Professional Development Reviews (PDR) with my sergeant. This review takes place once a month and is a tool that is used as a form of support for officers, which always them to discuss career development and plan their career progression. I value this form of feedback because it allows me to understand how I have performed over the previous month and what I may need to work on to improve my practice. It also allows me to build a good relationship with my sergeant because we are able to have open and honest discussions around my performance and wellbeing alongside expectations and opportunities. These reviews also involve the setting of PDR objectives which usually take the form of SMART targets that aim to support the achievement of specific goals that can be based on my own aspirations, departmental priorities, or force-wide objectives. I use these reviews to monitor my progress against these objectives and find them helpful in doing so as I can discuss any difficulties I encounter and gain advice and support to achieve them (College of Policing, 2020). I see these reviews as being a dialogic process, where a feedback loop is formed and lessons are learned, not just simply identified.  

As I am now in my final year of probation and recognise the importance of honing my leadership and management skills, I understand that I give feedback to those with whom I work, be this within my force or other outside agencies. I also understand that to be a supportive leader, be that to newer recruits or others, I must be honest and fair and provide information, feedback and clear reasoning for any decisions that I make. This is clearly linked with diversity and inclusion, and I feel that during my three years at Gwent Police I have developed clear knowledge and understanding of how to supportively engage with officers and police staff regardless of characteristics and ensure that each person I work with feels able to contribute to decisions. I do this by actively seeking out the views of others, using active listening skills and using an open approach when responding to the views and ideas given (College of Policing, 2020). My own experiences of giving and receiving feedback have shown me what is useful and what is not. For example, I feel it is often not useful to simply give negative feedback with no further discussion. I find that being offered or offering constructive criticism is much more effective. Constructive criticism is a tool whereby a problem is identified and then a plan is worked out to fix the issue. I feel that this allows someone to both identify an issue but also helps them to find ways that ensure that they do not repeat mistakes and learn better approaches, meaning that this can be a powerful development tool. Another positive of feedback for me is the use of regular follow-up, which is a key element of PDR’s as these allow me to receive guidance, confirm the steps that have been implemented and whether the outcome has improved. 

Overall, I feel that coaching and mentoring has been integral to my learning, development and performance during my three-year probation period, and am able to see the benefits in terms of my decision-making abilities. I also recognise that coaching and mentoring will play a clear role throughout my career in the police force, as I will be guided by those who are more experienced than I and I will guide those who are less experienced. I understand the power of feedback, reflection and goal setting, and will continue to use these effectively to improve my practice and performance as I move forward in my career.
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