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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.



2500 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

During this essay, I will reflect on my personal experiences, as I move through the final year of my three-year probation as a Police Constable within South Wales Police. I will discuss my personal development and the growth I have made, in meeting the expected level that the role of a Police Officer demands. 

I will also look at the strategic role undertaken by the College of Police in professionalising policing in the U.K. and the plans and strategies that are in place, to take policing forward to continuously improve process and professionalise the Police service.

What’s gone well:

I feel I have significantly developed in my role over this last 12 months, into a far more complete police officer. Not only do I now more fully understand the role and expectations of an officer more clearly, I feel I am also more confident and a more valuable asset to the team and the organisation as a whole. Alongside my studies, I have undertaken the “Blue Light” advanced driving course, the taser carrier course as well as several other online courses to advance my skills and capabilities, going forward, I also intend on completing driving courses for the operation of 4x4 offroad vehicles and larger (Heavier) personnel/operational deployment vehicles, these will further add to my deployment capabilities and again enhances the value I can add and the service that I can provide to the force as a front-line officer. Over the past year I have undertaken a number of specialist deployments at large events such as rugby matches and festivals and these experiences of managing public order have also grown my skillset significantly.

Stepping things up:

There are further areas of personal development which I recognise and which I intend to improve upon. These include Crown Prosecution Service file building and interview technique. Both are areas, in which I am competent but which I try to avoid as I do not enjoy the administrative elements of policing. This also makes it critically important, that I continue to take myself out of my comfort zone more often rather than trying to avoid my areas of weakness.  

During my time on the response policing team, there has been a constant flow of new probationers coming through onto our team as two of our officers are tutors. As my experience has developed, I have undertaken an increasingly hands on role in their development, often spending a number of shifts acting as a tutor, while covering leave and absences etc. Feedback from the sergeant in this regard has been excellent and the students have always stated that they are impressed by my knowledge and complimentary of my teaching style. This gives me belief that I have improved greatly since joining the team and I am pleased to be able to pass this knowledge on to others and support their development. I also regularly work with a Special Constable, who volunteers on our shift and whom, I have also helped develop through to his recently successful application as a regular full time Police Constable. 

Challenges:

My experience so far has very much informed and reinforced my desire to want to stay as a Response Policing officer in the short to medium term. I am aware of the options within other departments and have experienced some of these as part of my assigned deployments, but my passion is with the front-line role, and it is this which I am still very much enjoying. That is not to say that I do not recognise and have personally experienced a number of challenges of being a Response Officer, which are many and seem to be increasing. The biggest and most significant challenge over the past 2 years has been Covid. The impacts on staffing levels, have at times been extreme and this has at times left us operating not just below optimum but also below safe staffing levels. Although demand dropped during the first and second lockdowns, the types of calls we were attending were more complex, due to the increased prevalence of domestic type incidents, which require a robust policing response, involving significantly more work to address and resolve. Compounding the staffing issues are the changes brought in last January by the Crown Prosecution Service, which result in significantly more information being provided to them when the Police request a charging decision. This conservatively adds 50% more processing time and paperwork for us to complete and it is recognised as having a significantly detrimental effect on officers’ availability and resulting workload. I am aware that this is being fed back to the CPS by the Senior Management Team but supporting data is not available at the time of writing this essay, as such this can only be seen as anecdotal at this time. As a result of these and other changes brought in over the past few years, there is a perceivable negative attitude towards policing at precent from longer tenured officers. Workload demand and process changes including the aforementioned CPS changes and officer numbers are all cited as reasons why they feel their roles have become more difficult, again this is anecdotal but is certainly something I have observed from my own personal experience in speaking with other officers. 

I have personally found that one of the most significant challenges of being a Police Officers (specifically on response Policing) is the workload being carried by officers. Naturally the demand on a Response officer is dynamic and constantly changing, the difficulty with this being, at times of low staffing and high demand, there can be periods where there is no availability to complete so called “slow time” tasks, such as lower priority calls which are assigned to officer’s workloads by Sergeants and Local inspectors. This naturally leads to a backlog of incomplete work, which in turn leads to a poor service being delivered to victims and naturally leads to complaints and reprimands and a negative experience and further added pressure on officers, which is frustrating to take, given that the fault does not necessarily lie with them. This is a very reactive way of working and is an area which I believe most officers would like to see addressed by Response officers not being expected to carry workloads, which is the case with many police forces in the England and Wales. 

Finally, the last concern I have experienced and wish to reflect upon, would be the (at times) extreme demands placed upon probationary officers in completing the 3 year PCDA degree course. I consider myself to be a well organised, dedicated and committed person and I have found the struggles in getting essays and (this year), the dissertation, to be almost unmanageable. During Covid, there has been a constantly high demand on officers, countless cancelled rest days and a workload which demands further time again just to stay afloat. Combine this with trying to juggle a home and family life and I have come close to breaking point at so many points in the last couple of years. Having had 20 years experience working for large corporate companies, I have never felt the level of demand that this experience has brought. What compounds the issue is the fact that the degree is being completed at a time when officers are still learning the role and upskilling across various disciplines concurrently. There is also a clear divide and almost conflict between the demands imposed by the Police and the demands imposed by the University with neither having ANY regard for the other. I feel that this needs addressing urgently and a more harmonious balance found. Of the 100+ Students I have spoken to during my tenure so far, this would be the feedback from the vast majority undertaking this process. 

Professionalising the Police:

With all of the above being said, it can be observed that the need to professionalise the Police is clear. Digital technology has changed policing dramatically and it is obvious that there are deficits evident in some long tenured officers who have not kept up with these technological demands and can struggle with some of these elements. Again, as noted, CPS changes have also heralded significant additional demand which often requires a more academic approach to the tasks needing completion in a case file and moving to a degree educated workforce, could certainly be seen to support these changes.  

The College of Policing is the foundation of this professionalisation, and it is described as the professional body for those working across policing, with it acting as an operationally independent arm's-length body of the Home Office.

Their stated goals are to connect everyone working in the police and law enforcement to understand challenges, using evidence-based knowledge to develop operational process. They support police officers, researchers, staff, academics and learning and development, as well as the wider international policing community, alongside the public, supporting professional Policing with skills, standards, and capabilities. The college also supports professional development by providing accreditation and assuring the quality of learning and development of officers and police staff. The college aims to delivers learning and professional development, while ensuring that they promote diversity and wellbeing. 

By setting standards for key areas of policing, this helps forces and individuals to provide consistency and ultimately, a better service for the public. By implementing standardised practice, the college provides a consistent set of standards and processes, via Authorised Professional Practice (APP) and these practices are followed by all forces across England and Wales. 

Finally, the college also provides a portal for the sharing of information and best practice. They create and maintain easy access to knowledge, disseminating good practice and facilitate the sharing of what works. This is done the Crime Reduction Toolkit, which provides a suite of proven tools, which can be used or adapted for use in all force areas. The College’s guidance and processes are now integral to the training of new recruits and as such, forms the backbone of learning and development throughout an officer’s service. Having recently completed the taser course, I observed the ongoing developments delivered by the College, with the trainers returning from recent upskill training courses delivered to them by the College and these changes made to the delivery of the training course and to Standard Operating Practice (SOP), being passed on and reflecting changes in national best practice. This is evidence in itself of this continuous improvement approach, taking what’s gone well and disseminating to all forces nationally. (College of Policing, 2022)

Strategic Policing Requirement

The Strategic Policing Requirement was launched by the home office in 2012 in accordance with Section 77 of the Police Reform and Social Responsibility Act 2011 and was updated through 2015.The document sets out a list of defined threats that require a national policing capability, to ensure they are being tackled effectively. The defined threats are; terrorism, civil emergencies, organised crime, threats to public order and large-scale cyber incidents. These threats were seen to require national coordination with local input and all forces and police and crime commissioners, must have regard to the SPP when setting their local policing plans. (Gov.uk, 2015)

Policing Vision 2025

The Policing Vision 2025 was developed by the National Police Chiefs’ Council (NPCC), the Association of Police and Crime Commissioners (APCC) and the National Crime Agency in 2015 and It’s aim was to define the future path for policing over the following ten years.

There were 5 core areas of the plan as follows:

• Local policing

Neighbourhood policing teams (NPT) would continue under the plan, with more focus on community integration at a local level. Examples of this would include more joint working and interaction with social care providers and closer ties with education workers with a proactive and preventative joined-up plan. This holistic approach was seen to be more cost effective and would aim to reduce demand.

• Specialist capabilities

Specialist capability includes major crime investigations and departments such as firearms. The goal was to be collaborative across forces to pool and share resource, creating synergies and again delivering efficiency savings. South Wales integration with Dyfed Powys for Firearms response and specialist Road Traffic Collisions crash investigators from Gwent Police working with South Wales, would be examples of this type of effective collaboration.

• Digital Policing

A closer emphasis on digital policing, means that Police and Police staff would receive more training, tools and equipment to help work with digital crime, and the criminal justice processes will become more and more digital itself to effectively streamline and improve communication between departments and across forces. 

• Modern workforce

A modern workforce ensures that the Police are representative of the communities in which they serve. Cultural diversity is critically important to the Police given the recent history of bad press, especially against the Metropolitan Police and more widely the racial troubles resulting from the death of George Floyd in the states, brings this even closer into view. Policing by consent can only be achieved with a representative workforce. 

• Support function efficiency

This again looks toward pooling resource with the aim of optimising synergies across teams and departments thus improving efficiency, resulting in reduced costs. Examples of this would include sharing human resources and IT across forces or with other services such as the Fire service. Examples of this include shared control rooms within South Wales Police, reducing the estate cost of providing buildings and sharing infrastructure. 

The Policing Vision’s changes were designed to help improve policing in a cost-effective way, ensuring professional policing through better use of technology and working with other agencies (NPCC, 2022)


Workforce Transformation 2018

Whereas the 2025 vision provides a technological and interagency approach to professionalising Policing, the Workforce Transformation 2018, supports the plan by focussing on the people withing the organisation. The National Police Chiefs Council (NPCC) observed that policing needs to be delivered by a professional workforce that is equipped with the skills and capabilities needed to tackle new and emerging crime types and maintain our relationship with the communities in which they serve. (NPCC, 2022).
By 2025, the aim is for policing to become a profession with a more representative workforce that aligns the right skills, powers and experience to meet challenging and ever-changing demands. Achievement of this aim underpins all of the initiatives outlined in the plan which are organised under six headings, reflecting the different aspects of workforce transformation.
These are:
· Attraction and Recruitment into the Police Service 
Recruitment campaigns needed to be targeted to encourage a diverse range of applicants to be recruited into the training programme. 
· Professional Development of the Workforce 
Introducing a 2-year Degree holder entry route alongside a 3 year Police apprentice route, was seen to be the best option to enable the application to be open to the widest possible demographic, whist mandating that all recruits would be educated to a degree standard by the end of their probationary period. 
· Well-being and Engagement 
Ensure support is available at all levels and staff engagement is front and centre. Initiatives include the Blue Light Wellbeing Framework developed by the College of Policing and the Workplace Wellbeing Charter, agreed by the NPCC in 2015. 
· Leadership in Policing 
The Leadership Review highlighted a need to provide leaders with the skills to manage command, with less supervision, and was seen to need to include business capabilities, given the multi-agency environment in which policing operates.
· Pay and Grading 
Whereas police pay is set at a national level by the government, this part of the transformation review, aims to look at how roles were filled by best utilising individual’s skillsets, outside of rank or grade, providing more flexibility to have the right person in the right role. It also looked at the role of civilian police workers and examines which roles need to be filled to make the service operate as effectively as possible. 
· Organisational Development.
The Competency and Values Framework (CVF) now in use and developed by the College of Policing defines the relevant competencies and values which strongly uphold the principles of the Code of Ethics within Policing. This includes the Professional Development Programme (PDP), the Police Education and Qualifications Framework (PEQF) which I am currently a part of and the Assessing and Recognising Competence (ARC) projects. The CVF helps to embed the Code of Ethics into all people processes and ensures that the service considers this in new appointments, promotions, and professional development decisions
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Task 2

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?


 
2500 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:

This essay examines the growth of social media as a communication tool, its advantage and disadvantages, how I have personally utilised its power and reach and how South Wales Police uses these different digital platforms to reach out to inform and engage with the public. 

The essay will also be discussing the policies and processes in place within South Wales Police, which governs the use of social media and the reasons for this governance. 

Background and Introduction:

Social media is the wider term for a powerful set of tools that have helped to revolutionise the digital world, bringing a new type of interconnectivity to millions of people around the world in a way which was simply not possible, before their inception 

Social media has grown exponentially to become the most influential and important virtual space, with platforms being used not only for people to socially interact and engage with one another but also as a great way to advertise and disseminate information and news digitally with a global reach. 

The vast reach and scale of these platforms is highlighted below from recently collated global registered user figures for the top social media platforms in 2022 (Oberlo.com, 2022)

[image: Chart of the Most Popular Social Media Platforms in 2022]

The Top 5 social networking sites and applications, as assessed by Oberlo, are Facebook, YouTube, WhatsApp, Instagram, and WeChat. 

Facebook, the most popular social network, was the first of the Social media platforms to grow past a billion registered users and now has over 2.91 billion monthly active members globally

Facebook has grown to incorporate WhatsApp and Instagram, under the “Metaverse” corporate umbrella which has made it by far the most valuable and powerful and widest ranging company withing this space. 

Social media has become an integral part of many people’s lives, facilitating the ability for users to seamlessly communicate with people 24/7 around the world. This instant connectivity can be seen as being especially important throughout the last 2 years, keeping people connected to the world, when the world was effectively shut down due to the pandemic. The power, reach and positive benefits in this regard have been significant. Many of the billions of registered users now use social media as their main source of news and with this comes benefits as well as well publicised pitfalls through fake news and disinformation resulting from the lack of sanitisation and deregulation. In this regard people, and organisations, including South Wales police must bear these limitations and inherent dangers in mind, when using them as an engagement and communication channel. 

Advantages:

Interconnectivity and communication:

Social media enables the world to stay in touch and engage at will and as such, its growth, has made the world a perceivably smaller place. At any time of day, people can now instantly connect with others, sharing information and knowledge instantly 

Knowledge and education:

People are now using social media able as a key source of knowledge and education at the touch of a button. Throughout the pandemic, the shift to online learning heralded an explosion in live sessions and virtual classrooms conducted by education providers, celebrities and industry experts via Instagram, Facebook and other digital platforms. They are also a great place for debate and self-growth via the option to interact with others via what is often an open forum, generating new ideas, giving every user a voice and opinion. 

Positive Social Impact:

Charities, Non-Governmental Organizations and other good causes, can utilise the power of social media for fundraising and to raise awareness, allowing people to grow their understanding of good causes and engage in supporting others, often enriching their own lives at the same time.

Marketing and brand promotion:

Businesses and organisations can use social media to promote their brand effectively and efficiently using social media, receiving instant engagement with their customers and target audience. The advertising reach of these platforms is now widely recognised as being immensely powerful and this has led to an increase in the need for social media marketers and influencers, which is a fast-growing area.


Content sharing:

Content creators have now adopted social media to share their creations with the world, allowing creative people to share their skills and art to a huge audience.

Revenue generation:

Brands, organisations, Content Creators and individuals can now use the platforms to share, sell and purchase items and content. This has created a new digital marketplace reaching a worldwide customer base. 

Disadvantages: 

Misinformation and fake news:

There is a widely publicized issue with dis-information and fake news shared across social media platforms. Allegations of government manipulations, hackers and trolls sharing false or misleading information or propaganda are ever apparent problems and are inherently difficult to eradicate. Platforms are being forced to self-regulate to prevent hate speech and mis information, naturally brings its own challenges, potentially giving the platform itself, too much power in being able to self-sanitise and the manipulation that could result. 

Security concerns:

As social media has grown, becoming more and more accessible to anyone connected to the internet, people have become increasingly vulnerable to being hacked and having their data or identities stolen. Educating people to secure their data and to not share personal data is critically important. 

Overuse and addiction:

The ability to interact 24/7 from anywhere in the world, along with the almost unlimited access to ever changing content great volume of content, can lead to platforms being overused and, in some cases can result in social media addiction, especially among young people. As people spend more time online, there is a danger that an individual suffering from addiction or who has developed an unhealthy relationship with social media, could become disconnected from the real world. There is also a risk of radicalisation for those accessing unhealthy content. Children are particularly vulnerable and can spend hours per day watching videos, photos, and other content. Schoolwork, sports, and other healthy pastimes can be at risk where the platforms are overused by children and this could have adverse negative outcomes. 

Negative engagement:

One of the most significant risks for South Wales Police in using social media platforms is that they are open platforms and are easy targets for individuals who may harbour anti police sentiment. The result of which is a high degree of trolling and negative commenting which can have a detrimental impact on those members of the public who are using the service constructively. It can also cause argument and could in turn worsen relations if not managed correctly. Officers and Police social media controllers, need to be aware of this and to not allow their personal grievances or frustrations to be aired back towards those people who may try and get a negative reaction. If employees were to react angrily or inappropriately to these types of trolls, this would obviously reflect the Police in a bad light and have the opposite effect of failing to improve public relations and perception of the service. This essay will go on top examine the social media policies in place, designed to help prevent this and ensure proper and professional use of the Forces social media accounts. 

My own personal use of social media for the purposes of work activity in my role as a police officer has been limited as the response role does not often have much call for its use. 

As part of my neighbourhood policing team (NPT) attachment, I utilised the forces Twitter account to post information about local operations I was involved with around Neath town centre. Activity which involved a regular physical police presence, aimed at targeting Antisocial behaviour (ASB) caused by youths drinking and congregating in the town centre during the day. 

By posting images of visible officer patrols, the goal was to reassure the public that the police were taking the publics concerns seriously and that we were actively working to reduce this activity. It was also advantageous to publicise a visible physical deterrent to individual who may consider taking part in this ASB.

I have also facilitated the sharing of missing person information via police social media channels, sharing information and images via social media appeals for high risk missing persons. These public appeals are hugely successful in generating leads to locate missing people, especially when the posts get traction and are shared across community groups, which have a significant local scope and reach. This again demonstrates the power and advantages that social media can bring.

This essay has already discussed the pitfalls and risks, but again from my limited experience the use was both effective and without issues. I remain aware of the issues that can occur and will continue to do so with any future use, ensuring that the Police are always presented in the best and most positive manner as is possible. 

In modern policing, social media clearly has a key role to play with communication strategy in getting core messaging out to the public. It is a tremendously powerful tool, and it is one which needs to be wielded effectively and responsibly. 

Social Media channels used by South Wales Police:

Twitter, Facebook and Instagram are the primary social media channels used by South Wales Police. They also have a YouTube and LinkedIn presence 

South Wales defined reasons for social media use are the following: 

· Reach a large number of people quickly
· Foster relationships with communities online and improve confidence in the services we provide
· Be cost effective, allowing campaign messages to be conveyed with little or no budget
· Assist in the prevention and detection of crime
· Promote services and policing operations
· Respond to public concerns and provide reassurance
· Provide alternative means for the public to contact us

(SWP Intranet, 2022)

Instagram has been the core focus for sharing positive inclusivity messages, showing police support for different groups, supporting causes close to the police and encouraging inclusivity and diversity. Photos are regularly shared of officers engaging in community outreach, attending, and supporting local events, fairs and sporting events, sharing a positive image, and spreading the message that the police are supporting the people. This positive drive can help improve the image of South Wales Police and demonstrates the more human side of what we do, vs the negative connotations that some people can sometimes traditionally associate with policing. By presenting the police as human beings and by promoting a positive message, this can only bring the police and the community closer together and can be seen as an incredibly powerful tool. 
Twitter is used primarily for missing person appeals and short advice messages, such as “Stay Safe” type messages in relation to ongoing or upcoming local events, including rugby/football matches, festivals and local nightlife events etc. With nearly 150k active followers and 30k tweets since the @swpolice launched in 2009, this clearly highlights the significance and usefulness of this as an information sharing tool.

Facebook is used by South Wales Police to share similar messaging to twitter. With 177k followers, it has a similar reach to Twitter but can allow for more detailed posts and can allow for a more interactive engagement with users and followers through the comments sections. This can have advantages as an intelligence tool and can help the police understand public perception and feeling, but as discussed earlier, it can also be more challenging with negative messaging and critical feedback being an element that needs to be carefully managed. 

Social Media - Force Policy:

The policy which governs the use of social media, explicitly sets out the dos and don’ts that need to be followed when using these services. All use must at its heart, be in line with the code of ethics and must be professional and relevant, always upholding the expected standards.

It precludes the use of the following of any kind:

· Inappropriate language
· Violence
· Bullying
· Hate speech
· Misuse of equipment
· Sexual content or other innuendo
· Abuse or harassment of any kind.

To avoid the risk of bringing the force into disrepute in any way, it is critical that the accounts are monitored closely and administered in such a way, that this risk is reduced as far as possible. This activity is undertaken by the Communications and Media team, in conjunction with the Public Service Centre, more specifically the newly established Digital Desk.

In conclusion, social media platforms, are vital communication tools for South Wales Police. In the modern digital world, they are likely to become a more and more attractive and popular way for people to get in touch with the service as is happening across many sectors and industries. The opportunities presented by platforms cannot be underestimated and it is likely they will be harnessed further as time goes on. The public demand convenience and 24/7 access to public services and in this regard, social media provides them with access to the police in this “Always on” world. The challenge for the police going forward is managing this extra demand along with the expectation from the public.

(2255 Words)














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?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

This essay will look at my leadership style from incidents in which I have been involved, and how I have adapted to different scenarios. I will also examine policing leadership models, used by the College of Policing and how these have been used and adapted to dynamically changing circumstances.

Although my core response Policing role, does not involve leading a team, there are elements of leadership which are being demonstrated regularly through situational management at calls, through supporting other members of the team and through managing subjects, victims and suspects.

Leadership is defined as “a process of social influence, which maximizes the efforts of others, towards the achievement of a goal” and Bill Gates has been quoted as saying "As we look ahead into the next century, leaders will be those who empower others." Both descriptions include the term “others” and empowerment of others is core to my own personal understanding of the term “leader”.

During the last two years on a response team, there has been a steady intake, every three months of new probationers coming onto the team, being tutored by experienced and tutor trained officers. As my experience has grown, I have tried to add value to their tutorship by assisting them with their learning and development, as well over the last year, spending a number of days with them, covering their tutors’ absences and taking students out on calls and helping to complete competencies from their sign off pre-requisites. 

Lewin (1939) initially identified 3 distinct leadership styles which were the basis for later, more advanced theories. In Lewin's study, a group of school aged children were assigned to one of three groups led by an authoritarian, a democratic and a delegative (or laissez-faire) leader. The children were given an arts and craft task while researchers looked at how the children responded to the different leader styles. From this study, the researchers found that “democratic leadership” was the most effective at inspiring followers to perform well within the task and it is this leadership style, which I predominantly gravitate towards and try to adopt. 

From the original 3 leadership styles identified by Lewin and his team, there are now 5 commonly recognised Leadership styles, which are as follows:

· Authoritarian (or autocratic) Leadership

An autocratic leader makes decisions without input from their team. It is a highly authoritarian leadership style which can easily be demoralizing for employees, in some situations. An advantage of this style of leadership is that decisions tend to be made decisively, which makes these leaders suited to handling crisis situations where immediate action is critical. Autocratic leaders tend to need to focus on finding a balance between making executive decisions and trusting your team to give insights and feedback.

· Participative (or democratic) Leadership

A democratic leader tends to value their colleagues’ opinions. They encourage debate around decisions which helps their subordinates to feel valued and included. Democratic leaders can appear indecisive, as though they don’t trust their own ability to reach conclusions, and these leaders can improve their effectiveness by learning to make quick decisions in critical situations.

· Delegative (or laissez-faire) Leadership
Laissez-faire leaders tend to allow for autonomy and creative freedom, letting team members make many of their own decisions and manage their own time and workload. This leadership style only tends to work with confident teams or individuals who are motivated and capable of working with limited guidance. 
· Transactional (or managerial) Leadership
Transactional leaders are focussed on process. They tend to be target driven and have a rigid leadership style. This can supress free thinking and can demotivate team members. The process driven approach leads to reliable and consistent results. 
· Transformational (or visionary) Leadership

Transformational leaders energize teams using empathy, encouragement, and praise, they help individuals to achieve objectives and explore ideas, leading to successful outcomes. 

(wework.com, 2022)

When working with students I have tried to adopt a participative (or democratic) Leadership style. This encourages students to think for themselves and trust their own judgement. It also generates discussion and helps drill down on their thought process to see if their decision making is effective. Feedback from individuals, I have worked with has been excellent, suggesting they believe that I would make an excellent tutor, and as such, I believe my leadership and coaching style has been effective and impactful. Students have also gone on to exhibit competencies in dealing with similar incidents, which indicates that they have successfully taken the learning on board and have been able to put that into practice. 

When managing officers at scenes, where I have been the lead officer or first to arrive at a call, at which other officers have attended, I have at times found myself comfortable adopting a more autocratic style if the situation demands it. I have become more comfortable in taking the lead as my experience has grown while still being happy to switch between the autocratic and demographic style dynamically.  

An example of this flexibility in leadership style can be evidenced at a recent domestic related incident which I attended involving an ex-partner attending at an address in a drunken state. During this incident, the suspect has taken a claw hammer from the garden and has proceeded to smash a double-glazed window before making off, prior to police attendance. Having carried out an area search, we have then received information that the suspect had returned to his home address nearby. The same source had informed us that the suspect had also sent video footage of him self harming with a small blade, making cuts to his neck. Given the information received and further intelligence on the individual relating to warning markers for weapons, violence towards officers, possession of a potentially dangerous and other warning markers, I have utilised the National Decision Model (College of Policing, 2022) and requested extra units and a dog handler to attend at the address. Having arrived at the address a short time later, I have been joined by a further 2 units, with the dog handler arriving a short time later. The suspect has been present at the address which was an upstairs flat. He has made himself known by coming to the upstairs window and has shouted to us in the street that he would kill himself should police try to enter. At that time, he was still in possession of the blade and was making small cuts to his neck, threatening to go deeper. I have proceeded to instruct other units to cover the rear and side entrance of the communal building to ensure the suspect was unable to make off. I have also liaised with the Force Incident Manager (FIM) to appraise them of the situation. FIM has then agreed with my request to arrange for a negotiator to attend at the address to try and talk the suspect down. This initial organisation of resources was done by me in what I would consider to be a Transactional leadership style. Police Standard Operating Procedure dictated what was required for this scenario and as such a process driven approach was required. I have continued trying to engage with the suspect, while the negotiator travelled to our location from outside of the force area and a short while later, an armed response vehicle (ARV) has arrived with three firearms officers. I have appraised them of the situation and then switched to a Participative or democratic leadership approach by asking for suggestions on how best to proceed in the absence of the negotiator and with the suspect becoming increasingly irate and continuing to self-harm periodically with the blade. One of the firearms officers suggested we make entry into the building, using armed officers Method of Entry procedures and training to prevent further injury. I agreed with this suggestion and liaised with FIM, getting permission to go ahead with the entry plan. Switching to this democratic leadership style, was fitting as the NDM now presented a dynamically changed set of circumstances given the additional skillset and training brought by the specialist officers. Prior to their attendance and with myself only being taser trained, there was increased risk of harm to officers from the subject in relations to weapons he was believed to be carrying and this threat/risk/harm judgement had obviously now changed. The specialist officers were given the go ahead to proceed while I tactically covered the rear of the building, to prevent escape through a rear fire escape. I had eyes on the suspect in the address through a window at the rear and having seen him retreat into a back room with the blade in hand, I have given the go ahead to officers to enter safely and detain the suspect. The door was rammed utilising the appropriate equipment. The suspect has then taken the blade to his neck and having refused officers instruction to drop it, has then been tasered, incapacitated and successfully detained into police custody for the earlier offence. 

[image: ]
(NDM - College of Policing, 2022)

Throughout this incident, I feel that I demonstrated strong leadership skills, recognising the need to flexibly and dynamically adapt my leadership style to fit the circumstances. The NDM specifies that an officer takes action and review’s the outcome at each stage where a situation changes and I feel on reflection, this was done throughout effectively ensuring safety at all times for all officers, while keeping the publics (and suspects) wellbeing at the front and centre of all decisions I made. 

I have experienced different leadership styles delivered by own line managers and operational command since joining the police and feel that personally, I respond best to a democratic leadership style, while fully accepting the need for other side in different situations. 

The command-and-control structure within policing can at times dictate an overly authoritarian approach but I believe that leaders lead and managers manage and I am very much of the opinion that great leaders are far more important than great managers in an organisation, with both being very different skillsets. A flexible and dynamic leader should be able to adjust their style of leadership and the more of these people we have within our command structure, the more effective we will be as an organisation. 

The College of Policing (2022) informs us that police deal with a wide range of incidents and operations which are typically resolved by deploying any available resource. Some incidents need a coordinated approach, and it is there where a dedicated command structure is needed to direct the incident through to a resolution. Command and control is defined as “the authority and capability of an organisation to direct the actions of its personnel and the use of its equipment.” The principles of which are scalable. Command and control can be used to resolve issues ranging from policing a small local community event, through to a major criminal investigation such as a terrorist attack, which would require mobilisation and coordination across several police forces and a multi-agency approach using defined Joint Emergency Service Interoperability Principles (JESIP)

With regards to my own leadership style, going forward as I build further experience and potentially move towards career progression, I am aware that I will need to continuously improve my knowledge of Leadership and continue to test what works in different leadership scenarios. Although I have significant management and leadership experience from other previous job roles, as noted I recognise that within policing there are not always direct parallels to draw, and I am aware that the demands of the role are unique in this regard. 

Conclusion:

Having completed 2 years on response, I have found that I have come to enjoy, taking step back from a leadership role. Although I am confident and comfortable in my decision making, I am not overly keen on returning to managing or leading teams of people and predominantly prefer to be a team member in the police rather than a team leader. This is personal preference but is very much something I have reflected upon for some time, having reached that conclusion. 

I enjoy my role as a Police Constable and as such, do not necessarily see myself moving away from the front-line. Nevertheless, I absolutely plan to maintain and build my leadership capability for operational purposes as I have discussed earlier, given the benefits this can bring in dealing with managing resources at policing incidents. I believe that having been a team manager/leader in previous roles, this has not only set me in good stead for the role of a police officer, but it has also given me a set of communication skills and tools which I am able to bring to the fore in my day-to-day role. 

Both my sergeant and inspector believe me to be ideally suited to leadership roles within South Wales Police in the future, as well as being an ideal fit for specialist departments such as CID or the hub, given my investigative and analytical mindset but as noted I have no desire to move up in rank, nor take myself away from a response role. I am however thankful for their belief in me as an officer and am proud that they are demonstrating strong confidence in my abilities at this early stage of my career. I feel that this belief is indicative of me being a valued officer and of doing a good job in my professional progression and development up to this stage and that is what is important to me as I head towards the end of my probation. 
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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?

2500 words (+/- 10%: include your actual word count at the end of each section) 
 



ANSWER:

During this essay, I will be reflecting on my three-year probation, with a focus on my personal development and how different members of my team, alongside mentors and coaches in various departments, have supported me with my learning and development.

I will be discussing how I have benefited from mentoring and coaching, how it has helped me to achieve personal, professional, and organisational goals and how it has aided my learning, development and helped me to and perform in my role. Finally, I will look at how I deliver feedback and what I do with feedback when I receive it from others. 

Whitmore (2010) observes that Coaching is unlocking a person’s potential to maximise their own performance. It helps people them to learn rather than having to teach them a new skill. Coaching aims to improve performance by primarily focussing on the ‘here and now’ rather than looking to the past or further ahead into the future. There are many different models of coaching, but in most models, the coach is not a subject matter expert but rather, they facilitate and support learning. As such, the difference between coaching and teaching is significant in that a coach is helping the person to improve their own performance, using the skillset they already have and so is an unlocking of the persons own potential. 

Below are examples of coaching models as adopted and used by the College of Policing (2022):

GROW: 
GROW is widely recognised as one of the most popular coaching models used worldwide. It acts as a structure for coaches and team leaders, to drive an individuals or a team’s performance. It is also a model I have used personally in several previous leadership roles, to effectively coach performance into a team. 
This model has four stages:
· Goal: identify the long-term aims of the individual 
· Reality: assess the current situation, how does the individual feel? what do they believe is holding them back and what is the potential?
· Opportunity: What are the options for development and achievement 
· Way forward or Will: Document a clear plan and establish the desire for the individual to attain their goals. 
ACHIEVE:
ACHIEVE has 7 stages and is an adaptation of the GROW model:
· Assess situation: encourage individuals to be truly aware of their current circumstance
· Creative brainstorming: Gain a wider perspective of the individual’s situation and develop solutions not previously considered
· Hone goals: Have a clear and measurable SMART target (see below for SMART Goals) 
· Initiate option generation: Consider different options for the next steps towards the SMART goals identified in the previous stage
· Evaluate options: Examine the options individually based on their feasibility and prioritize those most important.
· Valid action programme design: Break down the next into small manageable chunks with clear deadlines
· Encourage momentum: Help the individual to achieve their short-term goals of their targets to maintain motivation
CLEAR: 
CLEAR is a coaching framework, developed by Peter Hawkins (2007) and is again similar to the GROW model. It was developed by Hawkins in the early 80’s, and is an acronym for Contracting, Listening, Exploring, Action, Review.
· Contracting: Establish the outcomes the individual wants to achieve as a result of coaching being delivered.
· Listening: Actively listen to the individual with empathy to help them to gain an understand their situation and gain personal insight.
· Exploring: This stage has two elements: 1) Help the individual to understand the personal impact the situation is having on themselves. 2) Challenge the individual to think through possibilities for future action in resolving the situation.
· Action: Support the individual to choose a way forward and and deciding upon the  next steps
· Review: Closing the coaching session by recapping the ground covered, decisions made, and value added. Encouraging feedback from the individual on what was helpful, what was difficult and what they would like to be different in any future sessions.
All of the models shown above need a willing and capable participant, in order for the targets and goals to be met. If the individual does not have a core skillset, then training rather than coaching is needed in order for coaching to be possible. The coach in those scenarios’ may not be the right person to deliver that training and again, that would depend on their capability to teach the subject matter. 
SMART Goals:
SMART is a framework for setting appropriate individual or team goals. It can also be used by coaches to help individuals and teams to develop themselves.
· Specific - The goal should be precise and a specific individual target has been set.
· Measurable - The goal or goals must be accurately measured, so the individual knows when it is met.
· Achievable – All goals set should be realistic and possible to reach. Consider all resources and support available.
· Relevant - Goals should be related to the job at hand and add value
· Timely - Deadlines to reach goals should be specific, ensuring they are close enough that motivation is maintained
SMART goals are a critical foundation of any coaching. If they are not Specific, it will not be clear what it is the individual is aiming towards, causing ambiguity. If it is not measurable, it will be unclear when the target has been met. If it is unachievable, the individual cannot maintain motivated and the individual is doomed to failure, if it is not relevant then there is limited value to the role or the individual and if it is not done in a timely fashion, deadlines can be missed, or motivation is again lost.
I have regularly set myself SMART goals over the past 3 years, to breakdown my workload demand into manageable chunks, whether that is from general workload demand, or in managing my academic workload, it has ensured that I have submitted all work and completed all tasks in an effective and timely manner. 
Mentoring:
Connor and Pokora (2007) observe that mentoring is a learning relationship between mentor and Mentee, which helps people to take charge of their own development, to release their potential and to achieve results which they value. Successful mentoring is based upon trust and confidentiality and mentoring usually takes a longer-term, holistic approach to personal and professional development than coaching, which tends to be more focussed on shorter term goals and targets.
Mentors tend to enter a long-term mentoring relationship but can be called upon to act as a one-step mentoring advice point for a specific topic. In all roles, the mentor will act as an independent source of advice and support. (Southampton.ac.uk, 2022)
How have you benefited from mentoring and coaching? 

Since joining the police, I have had what I would consider to be several coaches, rather than one or two mentors. Being a mature student and coming into the job later in life, I have not felt the need for a mentor as such and have therefore actively focussed on shorter term goals and targets, which again as noted earlier, lend themselves more to a coaching approach. I have received what I would consider to be effective coaching from my Sergeant, my inspector and from some of my peers, including my probation tutor, who continues to support my development whenever we work together. 

Throughout my learning and development, I have received excellent training but I have on occasion lacked the confidence to put that knowledge into action. Where I have benefitted most from coaching, is from encouragement from others, that I am capable of a task when at times I have demonstrated elements of self-doubt. I have been highlighted many times over many years to have a highly “Reflective” learning style and this can mean I am extremely self-critical and at times self-deprecating and means I react well to positive reinforcement and tend to seek validation that I have done a good job. This can sometimes frustrate those coaching me, when I can sometimes be overly negative about my abilities. This has been commented on by my Sergeant on more than one occasion and it is something I need to take on board and work to improve.

Learning styles:
[image: Text equivalent below for Diagram: Preferred styles of learning]

· Reflectors tend to stand back to ponder experiences, observing them from many different perspectives. They collect data, both first-hand and from others, and prefer to analyse them thoroughly and think about them from every possible angle before coming to any definite conclusions. 
· Activists tend to involve throw themselves into a task without bias or fear. They enjoy new experiences and the unknown
· Theorists tend to analyse and digest information in a logical and rational way, most comfortably working to a defined process or set of instructions. 
· Pragmatists enjoy trying new ideas, theories and ways of working to see if it works for them in practice. They are comfortable trying new ideas and take opportunities to experiment.
(health.gov.au, 2022)

Giving and receiving feedback:
Recruitment guidance from indeed.com highlights that giving and receiving feedback is an important skill within a workplace, suggesting the following:
Ask for feedback often: By asking for feedback, you eliminate the surprise when it comes, so you can be more receptive to using the advice, to learn and improve. 
Be receptive to constructive feedback: Use all feedback positively. Thinking of ways to change your behaviour as this can lead to better results. 
Take time to process: Take time to reflect on the feedback before you make any changes, ensuring you listen.
Be willing to grow: Look at feedback as an opportunity to grow rather than criticism about your performance, as growth helps you to improve, and achieve your goals.
Own your mistakes and move forward: Learn from setbacks, acknowledge mistakes and be prepared to forgive yourself and try things differently next time.
Appreciate the feedback: Thank those who have taken time to give feedback and try to take on board what they've said. Share best practice for improvement where possible to demonstrate that you have considered their advice. (Indeed.com 2022)

Being a naturally reflective learner, I tend to gravitate towards requesting feedback from my peers and from line managers, both for positive reinforcement and affirmation, but also to grow and avoid making mistakes a second time. I feel that I am open to receiving feedback, but it has been noted that sometimes I can appear to be lacking in confidence where I should sometimes trust my judgement and the fact I have down a good job. When it comes to providing feedback to others, I try to ensure that it is clearly delivered, heard, understood, and accepted, recognising that I have little control over whether the recipient chooses to act upon the feedback I provide. I try to be diplomatic, fair and measured when delivering feedback, giving suggestions for changes that would give a more positive result, again being as constructive as possible. I feel it is important not to come across as critical as this can be counterproductive. As a learning tool, I often try to give feedback using the “Tell, Show, Do” principle. This simple tool dictates that you first give instructions for a task, followed by a visual or hands on demonstration of how its done, before giving the person the opportunity to try for themselves. Where the learner is receptive, I have found this to be a powerful learning and can also be applied as a feedback tool. 

The majority of feedback I have received over the past three years has been positive,  constructive and fair. I have felt supported and motivated to perform for the most part and have tried to put into practice any changes or improvements that have been suggested. I personally hate making mistakes and can get frustrated with myself when I make them, but I have had to take great strides in this area over the past few years, having been on such a steep and constant learning curve and accepting that I will not always get things right first time. 

Within the command-and-control organisational structure, there have been a few occasions where collective feedback has come down from the Senior Management Team (SMT) and as an organisation, I have felt that SWP are not the best at delivering messages, with the tone and delivery at times being overly critical and sometimes unintentionally threatening in nature. This is perhaps a legacy of a pre-professionalised workforce but it still jarring when experienced. For the most part however, I have found feedback and professional messaging to be fair and the SMT approachable and themselves to be open to feedback and inclusive with the workforce.

The degree programme alongside my core role has been extremely hard but also extremely rewarding. I have grown tremendously as a student and as a person. Having never attended university or stuck with further education, I have enjoyed the opportunity to reflect upon my learning and development and can clearly see the improvements which I have made and continue to make and as I approach the final few months of the degree programme, I will continue to reach out to my peers and leaders for feedback and support going forward, comfortable in the knowledge that I will receive the coaching, support and guidance that I need to have continued success. I also intend to continue to work with my dissertation tutor, to ensure that I stay on course for my final project. I am confident that I have met all my professional and personal goals over the past three years using the support offered and available to me and I have enjoyed passing on my knowledge to the new students coming through and will continue to support them with my experiences, to make their experiences more comfortable by helping them learn from my experiences in being in the same position, encouraging what works and helping to avoid what doesn’t. 
(2287 Words)
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