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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:

In this essay I will critically evaluate the strategic role of the College of Policing, and evidence how I am working to become a modern professional police officer as I come to the end of my probationary period. I will also critically reflect how during this time I have seen my role as a police officer change. 

A Police Officer is viewed by the public as someone who protects lives and property and investigates crime. However, as I enter my third year as a police officer, I have discovered it is so much more than that. On the Metropolitan Police recruitment website, they describe the role of a police officer as “You'll build relationships with local communities, reduce crime, support victims and keep people safe.” (Metropolitan Police, 2022)  Becoming a member of the police service requires a commitment to ethical standards, whilst upholding the law. Established in 2012, the College of Policing has been the professional body in policing for the last 10 years providing those working in policing at all levels with the skills and knowledge necessary to prevent crime, protect the public, and secure public trust. 
The College of policing themselves describe the role of a constable as “Playing a critical front-line role in the prevention and detection of crime and the criminal justice system.” (The College Of Policing, 2022).

Having completed almost three years of frontline policing, I now know the role is much more than just responding to emergencies, investigating crimes and making arrests. I also play a key role in community policing, work with residents to address crime and safety concerns, and work to build trust between the police and community. In addition to this, I work to protect vulnerable groups such as children and domestic abuse victims. The role has required me to develop a combination of physical and mental skills and commit to serving and protecting the public. 

One of the College of Policing’s key roles is set out standards for policing education and training. This includes developing and delivering a range of course and qualifications as well as setting standards for the recruitment and selection of police officers. They work closely with other organisations such as the National Police Chief’s council and the Association of Chief Police officers, who work in partnership to ensure that standards are consistent across the country. Officers employed in the police service receive regular training from the College of Policing throughout their careers, in the form of both online and in-person learning, allowing for continuous professional development. 

As modern-day police officers, we need to be able to tackle the challenges of the 21st century. As a young in-service police officer, I am dealing with different types of incidents that those dealt with by officers in previous years. A substantial amount of our time is dealing with missing people, mental health, and general safeguarding. I often do not have time to go out and “catch criminals” when I have a workload that requires extensive file building, in order to adhere to new Crown Prosecution Service guidelines. Charman (2018) states “Recruits have moved away from thinking that crime fighting and upholding the law were the main roles of the police. Instead, their focus turned towards public protection and safeguarding. One officer told me: “I can’t tell you the last time I went to a crime,” while another said it’s 30% crime, 70% social work. (Charman, 2018)

With regards to myself, in order to fulfil the role of a modern professional police officer I ensure I always abide by the Code of Ethics, both in and out of work. Produced by The College of Policing in 2014, “The Code of Ethics is a supportive, positive, everyday decision-making framework that sets and defines the exemplary standards of behaviour for everyone who works in policing”. (The College of Policing, 2022) As Police Officers we need these ethics to keep public trust and maintain a positive image of the police service to the public. 

When the Code of Ethics are breached, this can make for some of the most popular yet infamous news stories. An example of this is the extremely shocking story in recent news of the two 
Metropolitan police officers who were jailed after taking and sharing photos of two deceased females whilst at a crime scene. The Guardian reported in 2021 “A police officer made degrading and sexist insults about two murdered women as he shared pictures from the scene where they were found with a colleague photographing their bodies and also sharing the images via WhatsApp.” (Dodd, 2021) The second officer then used “degrading and sexist language to describe the victims”. (Dodd, 2021) Both officers were handed jail sentences and The Independent Office for Police Conduct said that three officers who received the images but did not report them had a case to answer for misconduct. This is because as Police Officers, we are expected to challenge unethical behaviour within our own force and teams, as set out by The College of Policing in the Standards of Professional Behaviour. 

They explain, “These standards reflect the expectations that the professional body and the public have of the behaviour of those working in policing.” (The College of Policing, 2014) The 10th Standard of Professional behaviour set out by the policing body is challenging improper conduct. The College of Policing states “I will report, challenge or take action against the conduct of colleagues which has fallen below the standards of professional behaviour” (The College of Policing, 2014) As a police officer, I need to be able to navigate the complex legal and ethical issues that come with my job. Throughout my 3 years a police officer, I have been required to make quick and difficult decisions in high stress situations and have had to navigate the legal and ethical implications of my actions.

Another way I am working to fulfil my role as a modern-day police officer is increasing my confidence in my own decision making. I When I began in my role, I would’ve looked on for what more experienced colleagues were doing first, through the fear of making mistakes. Spooner explains this and states “When someone new joins an organisation, they are often socialised into that culture and accepted way of thinking and behaving within that environment. This can lead to conformity and uniformity about the way to think and approach problems and ideas”. (Spooner, 2022) As a police officer, I learnt directly from my colleagues, however I have now developed the confidence to make my own decisions and stick by them. This has led to newer in-service colleagues looking to me for advice and support. I felt that I came into my own as a police officer when attending calls with colleagues who are new in the job. 

An example of this is attending a report of domestic related online harassment. In this incident, the female in question had reported that her ex-partner had been harassing her via various forms of social media. I ensured to listen and not interrupt, I asked open questions, and avoided leading ones. When attending initial reports, I always ensure my statements are of high quality. This is because I am now hyper vigilant of the process between the initial police attendance at a call, right the way through to a positive court result. It is vital those initial actions are performed well by the attending officer if you want to support a positive outcome at court for a victim. In this incident, I followed the College of policing guidance that states “People are more likely to give accurate information if they trust the professionalism of the interviewer”. (The College of Policing, 2023) Due to this guidance I always attempt to build rapport with a victim. I ensure to make a written record of what was said, who was present, and the victim’s demeanour, and do this as soon as possible. 

In order to develop professionally in my final year of probation, I have begun utilising evidence-based policing in my everyday work. I question and reflect on my own practices, which helps me learn from my successes and my failures. Using evidence-based policing ensures that policing strategies are based on sound research and actual evidence rather than my own intuition or force tradition. This is supported by the public and the policy makers within my force as it ensures that policing resources are being used effectively and efficiently. Implementing evidence-based policing ahs not always been easy to me and it requires skills that I am still developing such as research expertise and the ability to analyse and interpret data.

As society changes and new crime types emerge such as cyber-crime, it is vital policing adopts an effective approach based on evidence rather than best guess. (Spooner, 2022) The internet has provided the opportunity to commit new types of crime, such as this example of online harassment between ex partners. The National Police Chiefs council explains in its 2025 report “A part of the digital world is the increasing abundance of digital evidence; from CCTV footage to emails to phone records, evidence has now gone digital and there is a requirement to ensure it is accessible, readable and has long term integrity”. (National Police Chiefs Council (NPCC), 2022) Additionally, the growing threat of terrorism has put pressure on police officer’s to be vigilant and proactive in identifying and preventing potential terrorist attacks. South Wales Police will regularly update officers through briefings and bulletins about what to do in these extreme situations. 

Finally, I am working to fulfil my role as a modern professional police officer by adhering to the demands of a diverse and rapidly changing society. Police officers must be able to effectively serve and protect communities that are becoming increasingly diverse in terms of race, ethnicity and culture. I need to be able to adapt to the changing needs of these communities and ensure I’m aware of the different cultural and societal norms. 

In conclusion, the College of Policing plays a critical role in professionalising policing in the UK, through it’s role in setting and maintaining standards for policing education and training they help to ensure that the police force is able to deliver a high-quality service to the public. However, it is important to note that the College of policing is not solely responsible for the professionalising of policing, but it is a big part of the process. The college of policing’s work needs to be continuously evaluated and improve to make sure it remains effective in achieving its objectives. With regards to being a professional police officer in modern times, I have found it to be challenging and demanding. With the increased public scrutiny, rapidly changing society and changing nature of crime I feel I am working daily to keep up and constantly learning. Coming to the end of my probationary period I can conclude that being a police officer is a demanding role that requires dedication, training and a commitment to providing the best service to community you serve. 


Word count - 1839
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Relevant areas of the National Policing Curriculum:  
Communication Skills, Social Media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

In today’s fast paced and interconnected world, social media has become a critical tool for police forces to communicate with the public and promote their policy initiatives. Police in the United Kingdom started appearing on social media in 2008 and since then not only do all UK forces have an account on a social media platform, but many also have smaller sub-accounts for local stations. These accounts have tailored, specific posts relative to a small geographic location. 
With London’s Metropolitan Police’s twitter account boasting 1.3 million followers, it’s clear the public are interested to see what the police are posting online and want to interact with these accounts. Social media platforms like Facebook, twitter and Instagram allow the police to reach a broad and diverse audience in real-time, providing a platform for timely and effective communication, engagement and information dissemination. 

Forces have a presence on several digital platforms, which aim to inform/ educate and change the behaviour the persons in their communities and inform those who are interested or affected by local policing. The primary use of these digital platforms is to inform the public about ongoing incidents, investigations and arrests which keeps citizens informed of what is happening within their communities.  These accounts benefit police forces, and they humanise policing and remove the “us and them” mentality.  Keane (2014) states “An online presence in a modern world is as important as traditional policing methods such as walking the beat”. (The Police Foundation, 2014).
Polices use their social media accounts to inform and update the public with information from update of murder investigations to the closures of roads in the area. These real-time updates 
can often be posted before they hit the online news sites and TV broadcasts. 

Moreover, social media enables to the police to promote their policy initiatives and programs to wider audience. The use of social media is also extremely cost effective and allows campaign messages to be conveyed with little or no budget and can promote programmes and provide information about force objectives to encourage public involvement. For example, in September 2022 South Wales Police ran a campaign around night-time economy violence called “One Punch” In which they were highlighting the impact one punch can have. Over the span of a few weeks, the force utilised their social media accounts, posting externally to raise awareness of fatal one punch incidents, leading with the hashtag #OnePunch.

I will now review three of the most popular social media platforms used by police forces in detail, starting with Facebook. Facebook tends to be the default app of choice for photos of wanted or missing people. Many members of the public will “share” the post that will include basic yet important information if known, such as the last known whereabouts, and what the person was wearing. A high-profile example of this for example in the case of Joanna Yeates, who went missing in December 2010, Avon and Somerset Police used Facebook to call for anyone with information to come forward. (The Police Foundation, 2014)

These posts are extremely beneficial as they are shared rapidly, getting someone’s face and information out to the community quickly. These posts have led to many missing persons being located within the South Wales Police area, to members of the public posting last sightings.  Evaluating my own experience of using social media as a police officer, I will discuss an incident I dealt with. I was allocated to respond to an incident of a missing person in the area who had made worrying disclosures to family members before leaving the house on foot. After almost my whole shift had passed with no leads or information about the persons whereabouts, I requested the missing person be shared on Facebook, and a person posted “I believe I saw this person on Swansea beach at 2pm today”. The control room then liaised with this person and gathered vital information which led to us being able to track the missing persons movements more accurately and eventually locate them, preventing any harm. When dealing with this situation, I considered that using social media can compromise sensitive information and investigations. However, in this scenario I decided the safety of the missing person was the priority.  There have even been instances when a person did not know they had been reported missing, and they have become aware of this information via Facebook. Facebook is also used for identifying potential witnesses by distributing CCTV footage of persons unknown, which can help an investigation come to a positive outcome. It can also help greatly in the apprehension of offenders, whose “wanted” photos are frequently shared on social media for the attention of the public. One of which was a male I had on my workload who had breached his bail, and after several attempt to try and locate him, I had failed to do so. I liaised with my inspector and arranged a social media appeal, and the male saw this and handed himself in and was able to be dealt with accordingly. 

Twitter is also used for regular frequent updates from local officers. Often multiple police officers and PCSO’S will have access to one account, providing a variety of posts throughout the day about what they are doing such as routine patrols, attending events, multi-agency meetings etc. South Wales Police currently has more than 25 Twitter accounts which are used very successfully for engagement and public informing purposes. Twitter has also been used by law enforcement to dispel rumours. In June 2021, the Assistant Chief Constable of West Midlands Police Matt Ward used twitter to release a statement in response to a rumour circulating on social media suggesting there was going to be a large-scale disorder in Birmingham. Ward reassured the public via the internet and said, “There is nothing to corroborate the social media posts, but our intelligence team are monitoring the situation”. (Ward, 2021)

Tiktok is probably the most light-hearted of the social media platforms that some Police forces use. Tiktok has grown substantially in the past few years, and reportedly has 1.29 billion monthly active users worldwide. (Dean, 2022) 
Tiktok is a much younger audience, roughly 43% of TikTok’s global audience is between 18 and 24 years old, whereas only 3% are 55 and over (Aslam, 2022)  Police force’s reasoning behind Tiktok is likely to tap into the younger generation and seem more genuine. This platform is used as more of an insight into policing, with “fun” clips recorded to music showing different departments within the police. On Tiktok I have seen a rise in recruitment videos posted by police forces in the country. In these videos police forces have urged for an increase in Black and Ethnic Minority (BAME) recruitment. This is positive for the police as those who fall under this umbrella may not have a relative or friend who works in the police who they can discuss this with, nor may they feel comfortable enough to attend a police station to ask questions, as they may not believe their local force represents them. 

As stated in an article by Bullock (2017) “There has been systemic pressure on constabularies to facilitate openness, transparency and citizen participation in police decision-making.” (Bullock, 2017) The College of policing lists openness and transparency as two of the police services’ Code of Ethics. “We are transparent in our actions, decisions and communications with both the people we work with and those we serve.” (The College of Policing, 2022)
That social media may be slowly achieving what both police officer’s and police community support officers aimed to achieve in police and community meetings. Bullock expands on my belief and writes “Police–community meetings have suffered from low participation, those citizens who did participate were typically white, middle-class and already embedded in the political establishment”. (Bullock, 2017) These are likely not the people who will be viewing Police Force’s videos on Tiktok. 

The outreach is clearly much greater, and social media alights debates between members of the public online. 
For example, when police forces post photos of neighbourhood policing teams attending events within the community, amongst the positive comments there will often be comments from individuals such as seen in photo 3, which is a comment that was left on South Wales Police’s Facebook page;

[image: ]Photo 3 (Anon., 2022)


Though dialogue and disagreements can form on Police force’s social media posts, it’s unlikely that the force itself will ever get involved. Argumentative and abusive comments are rarely responded to and are usually left for other members of the public to respond with their own opinions. 
Though social media is seen as openness, and forces believe it to provide an easy way to engage with the public, this only tends to be on positive notes and forces will unlikely respond to any criticisms on their posts. 

This leads me to the risks of social media accounts and what can go wrong for Police Forces online. In my opinion the most likely danger is inappropriate posts. These are posts that, in the most serious cases, can cause breaches of not only the Police Code of Ethics but copyright or data protection laws. This could be posts that contain sensitive information, or protectively marked data – which is information with a security label assigned to it signalling its confidentiality. Posts that discriminate against any person are also a risk. These could be posts containing any racial, homophobic, sexist or ablest content. 

Surrey police had to apologise for a tweet made by an officer from their Guildford account that referred to a warrant at a car wash, which ended with “Officers 1 Immigrants 0!! #WeWillCatchUpWithYou" (BBC, 2013) the tweet was quickly removed followed by an apology from Surrey police, in which the stated they “will not tolerate language which is derogatory or discriminatory and the officer who sent the tweet has been given words of advice.” They included that "It is important to stress that whilst the intention was to update the public about a successful intelligence-led operation the wording used does not reflect the views and values of Surrey Police."
It is important that officers are aware that even comments that are not deliberately hurtful or grossly offensive, and are simply just tone-deaf, can embarrass the force.  The police service’s national lead for digital engagement, Deputy Chief Constable Ian Hopkins, has stated that police forces must exercise ‘proper control’ over what officers publish on their social media accounts (Sommers, 2014) 

This leads me on to discussing the risks around crime being reported via social media. Police social media is broadcast only, and all Police social media accounts tell the public that the accounts are not monitored 24/7 and warn them not to report crimes this way However, there are risks that crime may still be reported by sending a message to an account or commenting on a post. 
As previously stated, social media is used for the prevention and detection of crime and is used to apprehend offenders. Though these posts are done in the hope someone comes forward with information of an offender’s whereabouts, they often become breeding grounds for comedic comments. Facebook users will often comment on the person’s appearance and make “jokes”, meaning the true reasoning and seriousness behind the post can be lost. I am aware that my force has now “limited” who can comment on these types of posts, preventing members of the public from commenting. 
Finally, a risk that is posed to the police the same as anyone else with a smartphone or a social media account is that the account could be accessed by persons unknown. The account could be hacked by a hacker comprising the accounts security and gaining access. Or alternatively through a much less calculated route, such as a password being shared with someone who is not in the police service.  South Wales Police social media Policy is clear with regards to official use of corporate media accounts, and something that all officers who use force social media accounts must abide by. 
Overall, social media assists police in the prevention and detection of crime and criminal activity. It allows the police to respond to public concerns and provide overall reassurance and provides an alternative means for the public to contact police. Reflecting on my use of social media within my role in the incidents I’ve discussed, if I was to use it again, I would assure I am adhering to the Force’s social media policies, posting with caution, and be sure to proofread before posting to avoid any reputational harm. If these policies are adhered to then I believe the positives of the police on social media outweigh the negatives. 
Word Count - 2110




Task 3

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


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

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




ANSWER:

In this essay I will be discussing leadership in policing. Leadership is a critical component of any organisation, and the police service is no exception. As a hierarchal organisation, the police force teaches recruits from day one about the important of both leadership and management. Though two closely related concepts, there are key difference between them. Clarke (2022) states “A leader influences his subordinate to achieve a specified goal, whereas a manager is a person who manages the entire organisation”. (Clarke, 2022) They are a person who sets direction, provides guidance when necessary and is inspirational to others. Within the police, there are several leaders who hold authoritative positions within our rank structure, that have been gained through a formal promotion process. However, it is possible to be a leader as a police officer without holding a title. This can be done by obtaining the characteristics of a good leader, which include integrity, empathy and the ability to gain and keep the trust of those around you. 
On a basic level, management is about organising and coordinating resources in order to achieve specific goals, whereas leadership is about inspiring and guiding both individuals and teams towards a shared vision. In the police, the aspiring for all those who achieve a promotion is to be a leader rather than a manager. Figure 1 displays the leadership and management continuum 

[image: An external file that holds a picture, illustration, etc.
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Management is about your ability to organise and delegate resources, alternatively, leadership is about who you are as a person. Policemag state their research found that “an empowering leadership style has, in general, a clear and positive effect upon employees, work unit, and manager performance.” (PoliceMag, 2018) Various leadership models have been developed over the years to help police officers and police staff lead their teams in a variety of operational situations. I will now consider some of the most common leadership models within the police service and will evaluate their effectiveness in the context of modern policing. 

One of the most widely used leadership model within policing is the transformational leadership model. This model “emphasizes the importance of inspiring and motivating team members to reach their full potential.” (Herrity, 2019) Those who are transformational leaders focus on creating a shared vision and values, and work to develop both the skills and confidence of their team members. An example within the police service of where this model is particularly effective is within community policing, where leaders need to build trust and relationships within the community, in order to help identify and address local issues. For example, A this leadership style has been demonstrated within my station, where the local neighbourhood policing Sargent has attended Police and Community Together meeting (PACT) to discuss ongoing issues with off road bikes. The Sargent has listened to the concerns of the community, and then set up an operation in the area targeting those using the bikes, resulting in numerous bikes being seized and persons reported for offences. The feedback from resident’s was positive which builds trust within police and community. 

Another commonly used model in policing is the situational leadership model. This model suggests that the most effective style will vary, depending on their situation. People who are situational leaders assess the situation, then choose the most appropriate leadership style based on both the demands of the situation and the maturity of the team.  (Indeed, 2020)
This model is useful for those who lead response teams, as it is useful in those emergency situations where leaders need to take charge and make quick decisions. I see this model play out often as I am a uniformed response officer working on shift. 

Authoritative leadership is based around rules. Commonly seen in the military, this style of leadership is about obedience and is the opposite of democratic. Within the police, the leader must be able to clearly communicate their expectations to their team, and ensure their officers know what’s expected of them. An authoritative leader must be able to delegate and do so effectively. This model relies on the leader – for example the Police Sargent – being able to trust their team to carry out their duties efficiently. Though this approach may seem negative as the leader exerts a high level of control, this style of leadership is known to lower the possibility of mistakes,  (London Premier Centre, 2022) which is pivotal to the police service, as they deal with emergencies and life-threatening situations. 

The different models are effective in their own ways and contexts and can be used to assist and guide police officers in leading their teams in a variety of operational situations. There is no one size fits all model, and leaders need to be able to assess and adapt their style in order to achieve successful outcomes at work. Additionally, it is important for leaders to continuous evaluate both their skills and knowledge to stay current with the changing needs of South Wales Police and the communities they serve. 

As a police officer, I have had to develop a range of leadership strategies in order to effectively manage a variety of complex organisational situations. I now will critically analyse the leadership strategies I have developed during my three years as a police constable in South Wales Police. Leadership strategies that are well-suited to one situation may not be effective in another, and I have had to become flexible to adapting to the uniqueness of every call I go to as a police officer on response. I will discuss an incident I attended and how I was flexible in my leadership styles. 

The first is strong communication. This involves having clear and effective communication when dealing with the public in any capacity, be them a victim, witness or suspect. 
Effective communication is needed for a successful outcome. This is also relevant within a workplace team. It is important to be able to clearly convey instructions and expectations to the officers on your shift and be able to listen actively to their feedback and concerns. This is done within the police through regular meetings with Sergeants and inspectors, as well as shift de-briefs. It is also important to communicate with other agencies such as the ambulance service and social services.

An example of this is where I have attended an incident with an officer who was fresh out of initial training. Their tutor was unavailable to work with them on this shift, so I was asked to work in a pair with them. When attending a report of a robbery, I had to consider the officer I was in company with had not been to this type of incident. This was a stranger robbery that had just occurred, and the suspect had made off on foot after threatening the victim with a knife and stealing money. This was a high-pressured situation, where a suspect was outstanding and in possession of a weapon. I needed clear information from both the victim and witnesses at scene. As explained by Paul Bourne, former detective superintendent of the metropolitan police “The first hour after any crime is critical because this is the golden hour of any investigation”. (Bourne, 2022) This is because vital information and evidence can be lost after this time has passed, and memories become less reliable. 
I obtained all the information I could using a more directive and controlling style of communicating in this situation, and I communicated quickly and effectively with other officers in the area, passing the suspects description to other departments including the dog handler and firearms officers. This led to the suspect being located, detained and arrested in the town centre. 


The second leadership strategy I have developed is the ability to lead by example. During my time as a police constable, I have learned that leading by example is one of the most effective ways to inspire and motivate a team. I work to achieve this in my day-to-day role with my team members by setting positive examples through my actions and behaviour, whilst almost maintaining the high standards expected of me through the Code of Ethics – including professionalism and integrity. (Police Professional, 2006`)  I utilised this strategy when attending the robbery call with the new in-service officer. I was aware he would be looking to me for guidance and support on how to handle the situation. I ensured I maintained the standards of professional behaviour when dealing with the public and was honest when writing my attending officer statement. This leadership strategy is an authoritative approach, and meant I showed courage when demonstrating how I work to a newer officer. 

The final strategy I will discuss is being a decisive leader. As a response police officer, in many situations time is of the essence, and I am required to make quick decisions that are in the best interest of both my team and the public. In order to do this well, I need to have an excellent understanding of the situation, as well as the ability to weigh up pros and cons of the different options available to me, and plan based on this information. This is done by utilising the National Decision Model (NDM), a vital tool in policing. (The College of Policing , 2014) This model is in place to give officers a systematic approach to decision making, as opposed to relying on “gut feelings”.  The NDM helps minimise any officer biases, and maximises the use of available information and resources, meaning that the decisions made by police officers are the best possible ones in that situation. 

In the police, you are responsible for your decisions, and as a leader any decisions you make need to be communicated clearly to your team. When attending the robbery, I decided to call for an ambulance as the victim appeared to be experiencing shock. When speaking to me about the incident, the male was displaying shallow breathing, and appeared lightheaded. St John’s ambulance explain that shock “can result in the casualty becoming unresponsive”.  (St John's Ambulance, 2023) Though he said he was fine, I noticed that he was displaying signs and symptoms of being in shock, and I made the decision to call for medical assistance. The male was checked over and was luckily ok, and though he did not require any further medical intervention, I was confident in my decision. When dealing with this incident, I have found that utilising the national decision model reduced my confusion and uncertainty, which contributed to me being a decisive leader. 

To conclude, as police officer it is essential to be able to lead effectively in a variety of operational situations. Reflecting over the past 3 years, I have developed the ability to be a strong communicator, a decisive leader, and to lead by example. 
These strategies have proven to be effective for me in managing the complex and unique operational situations I have been in and enabled me to effectively lead my team to achieve successful outcomes. In the robbery incident explained, my flexibility in leadership style led to the team working successfully, a positive outcome for the victim and meant a dangerous offender was dealt with accordingly. No two days are the same as a police officer, and whilst these strategies are effective, it’s also important for me to continuously evaluate and improve these skills are new challenges arrive. 
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

In this essay I will be reflecting on my 3 years as a police officer and how mentoring and coaching has benefited and aided me within the workplace. As a student officer, everything can seem very overwhelming. Though you are new and inexperienced, the public are not aware of this and will expect you to have all the answers. It is important to feel you have someone you can turn to for clear and correct guidance, who is going to be non-judgemental and supportive whilst you learn on the job. This is where coaching can come into play and be extremely beneficial in those first few years in your new career. Coaching has been defined in many ways, defined by the International Coaching Community (2022) “The essence of coaching is to help a person change in the way they wish and helping them go in the direction they want to go, supporting a person at every level in becoming who they want to be. “ (International Coaching Community, 2022)

It is assisting someone to achieve their goals and objectives within the workplace. A coach will share an unbiased perspective and may teach insights and skills. A coach will never lead but will assist a participant towards their goal. Instead, they work together with the participant to evolve and modify a plan to best suit the individual’s needs. Mentoring is different in that it is longer term and more relationship driven. It does not have a universal definition, however the Oxford Dictionary definition is “an experienced person who advises and helps somebody with less experience over a period of time, especially as part of a formal programme in a company.” (Oxford Dictionary, 2022)

Coaching and mentoring are powerful tools that can help police officers meet personal, professional and organisational goals. These strategies can help officers like myself develop the necessary skills and knowledge to excel in the role as a police constable, and provide support and guidance to navigate the unique challenges you face when you take on a career in law enforcement. Personal development is an important aspect of a police officer’s career and coaching and mentoring can help officers identify and achieve goals. A coach or mentor within the workplace can help the officer identify areas for improvement and develop a working strategy to address those areas. 

Within South Wales Police, mentoring schemes have been created as a result of the force’s desire to encourage continuous professional development of staff, as well as sustained organisational growth. The force states on it’s internal website “The purpose of the South Wales Police Coaching and Mentoring Scheme is to accelerate professional development and enhance performance; the adoption of a Force wide policy and scheme around coaching and mentoring will encourage consistency of practice and promote a culture where staff are supported in their career at South Wales Police”. (South Wales Police, 2022) In order to be a successful coach or mentor, the person needs to possess the experience or qualifications in the area that the coaching/mentoring is being offered. For example, within the police service an officer who has passed the Sargent’s written exams and promotional board interviews may be suitable and beneficial to coach / mentor an officer who is looking enter such process. They could advise the officer on the unique challenges of the role and provide advice on how to network. This would help an officer looking to become a Sargent explore their potential and gain a valuable contact.  

However, within South Wales Police my experience of mentoring started from my first day as a uniformed response officer. I will now reflect on my tutorship using Gibbs Model of Reflection. 
When starting the role, I was allocated a tutor for my first 12 weeks as a student officer. This is the standard practice in the force, and your tutor helps support you through these first few months as a police officer, offering you their skills, knowledge and abilities to learn from. From my first day on shift, my tutor set out the expectations of me as an officer and was not hesitant to share feedback with me. For example, I attended a call during my time with my tutor, and during our attendance we needed to detain the male who was trying to get away. This situation was new to me, and I had not restrained someone before. I panicked and hesitated to react to the male trying to run off and I did not assist my tutor in restraining the male until it was at the point that the male needed to be taken to the floor. My tutor spoke to me afterwards and provided me with some constructive criticism, in which he said that due to me not obtaining a hold of the male quickly enough, it resulted in a struggle that ended with the male being taken to the floor. He spoke to me about public perception, and how it may have looked to the passers-by that we were being aggressive. He explained this could’ve been prevented if I had assisted him in detaining the male quickly. Considering how my tutor felt in this situation, I ensured to listen to what he was saying and take it on board as learning. Initially I felt disheartened, and as though I had let my tutor down. However, this advice has stuck with me, and as per Gibb’s reflection model, I have evaluated the situation and drawn a conclusion that though what happened was negative I have noted the importance of acting quickly and I am now aware of the risks of not reacting quickly enough, and I have utilised this knowledge at calls since, preventing any issues. 

In addition to helping employees develop new skills and knowledge, mentoring and coaching can help to improve employee engagement and satisfaction. Both approaches involve regular communication and feedback, which has helped myself as an officer feel more connected to my role and overall, more invested in the success of my team within South Wales Police. Providing and receiving feedback at work can be challenging, I appreciate when colleagues and mentors deliver feedback in a clear, concise and constructive manner, as opposed to making vague statements or general comments about my work. When receiving feedback, I avoid becoming defensive and always thank the person, explaining I am aware the feedback is for my own improvement and development within my position in the police. Though I am not a tutor constable, I have found myself in situations where I am working with less experienced colleagues. During these instances, I have been asked by these officers for feedback on how they dealt with an incident. When providing feedback, I always consider the staff member’s perspective and how the feedback may be perceived. 

A popular theory within coaching and mentoring that can be used in policing is the GROW model, which is an acronym for “Goal, Reality, Options and Will.” (MindTools, 2023) Step one of this model is setting a clear and specific goal. The goal should fall under the SMART criteria (Specific, measurable, achievable, relevant and time-bound). The next step is for the coach / mentor to examine the officer’s current situation. This includes identifying any obstacles preventing them from achieving their goal. The third step is to generate options for how to bridge the gap between the officer’s current reality and the desired goal. This could be for example, obtaining a post in a specialist department. The coach/mentor can encourage creativity and help the officer face any potential challenges to obtaining a role in that department. Finally, the fourth step is to identify the will forward. Focusing on action and accountability, specific steps will be identified, and a timeline put in place for achieving the goal. A MakingBusinessMatter article explains; “You could puzzle out the necessary stuff yourself, with the right mindset, but the results will come quicker with someone facilitating. In the GROW model, this person is the coach”. (Smith, 2021) This model is a simple yet effective method for coaching and mentoring. It can be adapted to suit a wide range of goals and contexts within the police organisation. 

Another coaching and mentoring theory I have seen used within policing is the Transformational leadership theory. Commonly used in policing, those transformational leaders inspire and motivate people, and this theory highlights the importance of these leaders being able to create and positive and inspiring work environment. 
These coaches/mentors are extremely trustworthy and overall supportive. Bass and Riggio explain “Transformational leaders are those who stimulate and inspire followers to both achieve extraordinary outcomes and, in the process, develop their own leadership capacity. Transformational leaders help followers grow and develop into leaders by responding to individual followers”. (Riggio, 2006) I feel that during my time as a probationer, I have encountered various officers within the police of different ranks who have adopted a transformational leadership style, and they use this to support and uplift others within the workplace.  As I feel my tutor was a transformational leader, I believe this model has helped me within the organisation.

When joining my shift, I was mentored by officers who had longer durations of service than me, who helped me settle in a feel comfortable and welcome. Colleagues helped me to understand the team’s missions, values and priorities in the area we worked, which is a combination of both an urban and rural patch. This helped me to feel more invested in the shift’s successes and more committed to achieving its goals. During my probationary period I completed attachments into various specialist police departments, including the Hub and Public Protection Unit. Whilst in these departments I was allocated a tutor, who was an experienced officer within the team. These tutors provided insight from a different angle than response, and they also assisted in providing guidance on how I can effectively communicate with colleagues and supervisors in other departments. They had different knowledge and experiences than my initial tutor, so that new perspective was beneficial for me, and I was keen to learn all I could. Completing these attachments and having good tutors during my time on them meant that when I returned to my normal position, I knew what was expected of me when liaising with these other departments. For example, I received guidance on how to properly complete a Public Protection Notification (PPN) to a high standard. I was mentored through what happens when the Public Protection Unit receive these forms, and what the desired outcome is for the police and other agencies for that PPN which is that a vulnerable person will be safeguarded. 

In conclusion, each of these theories help officers develop their skills and abilities in different ways. Coaching and mentoring are two powerful strategies that can aid learning and development within the workplace, and both involve a more experienced and knowledgeable police officer supporting a less experienced one to gain skills necessary to excel. 
Providing feedback at work is an important aspect of professional development and allows me to understand my strengths and areas for improvement, such as in the example where my tutor detailed where I had gone wrong, and why it was better to do things differently to achieve a desired outcome. Overall, during my probationary period coaching and mentoring from various officers within the force has helped my performance as a response police officer and improved my engagement with my team and line manager, providing me with overall job satisfaction. I hope that I can continue receiving good quality coaching and mentoring throughout my career, and I will be willing and able to assist others with my knowledge and experiences if they believe it will benefit them. 
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