
[image: ]


BSc (Hons) Professional Police Practice 

LEVEL 6 - 40 Credits

Workbook title: Competency Based Workbook 3 (PCDA) 
8000 Words 

(SOUTH WALES POLICE, GWENT POLICE AND UWTSD)


	Learner name: Matthew Curtis

Learner’s University Registration Number: 2124930






FACULTY OF BUSINESS AND MANAGEMENT
PUBLIC SERVICE PROGRAMME

Module title: Professional Police Practice 3 (PCDA) BMPP6000D




Workbook Guidance

Please read these notes carefully; they provide essential information.

What is the workbook for?

The purpose of this workbook is to enable learners to demonstrate and provide evidence of how they meet the learning outcomes set by the College of Policing, for the BSc programme. Essentially, you are being asked to outline your experiential learning based upon your theoretical understanding in a range of operational situations.

· Understanding the Police Officer role
· Modern Professional Police Officer
· Strategic Role of the College of Policing
· Communication Skills
· Social Media
· Leadership and Team Working
· Leadership style
· Flexibility and Leadership Strategy
· Coaching
· Mentoring
· Professional and Organisational goals
· Assessment

You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 
 
How should the workbook be presented?
 
Blank electronic copies can be found on Moodle of this workbook. You must submit this document electronically therefore it is important that you save your work regularly and upload the final typed version through Turnitin on Moodle. 
 
Word count policy can be found in chapter 7 of the Academic Quality under section 7.7 (this applies to presenting work above and under the specified word count). 
 
(https://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/documents/academic-office/aqh-chapters/chapters---en/Chapter_07_Assessment_Taught_Programmes_Pages_72-79-UPDATED-05-11-2019.pdf) 
 
Reflective practice is a core aspect for your workbooks and although there is a variety of useful resources on Moodle, there is one particular book, that is specifically based on reflective practice in policing, here is a link to one chapter from Selina Copley’s Reflective Practice for Policing Students: 

https://moodle.uwtsd.ac.uk/pluginfile.php/298870/mod_resource/content/1/Reflective%20Practice%20for%20Policing%20Students%20-%20Selina%20Copley%20Chapter5.pdf

 
How is the workbook assessed?
 
Advice and support about the completion of this workbook was provided by university staff as part of your initial training day and further help and advice is available on Moodle.  

Your tutor constable and in-force training staff will not be involved in assessing or marking your workbook after it has been submitted. 
 
Dates of workbook submission will be made available and posted on Moodle.
 
Once submitted your workbook will be assessed and marked independently.






Confidentiality

It is important that no individual can be identified either directly or indirectly from the information in the workbook. Therefore, you must:

· adhere to guidance in the Student Handbook about unfair practice and plagiarism.
· not identify individuals including witnesses, victims or offenders by name.
· not write information that enables any individual to be identified indirectly through the description you provide. This includes references to names, colleagues, places (including hospitals, schools, town, villages, streets) specific incidents which were high profile and could be identified due to past publicity, other professionals or any other personal information including medical or other conditions;
· take personal responsibility for adhering to confidentiality rules. 
· not include any dates of any incidents or anything that specifically identifies an actual incident.


Please be aware that any content that is deemed to be inappropriate, disrespectful, or abusive will not be tolerated. Following review of any content of this nature the information will be shared with the employer of the student responsible.  

Should any health and wellbeing concerns be raised because of disclosures made by the student within this workbook, the employer of the student will be informed.  



NOTE

Your workbook will be submitted electronically via Turnitin on Moodle. Guidance on this is in the Student Handbook. 

Remember that the workbook is YOUR responsibility you must not rely on the assessor or anyone else to pick up any confidentiality breaches as this is your work and you must accept full responsibility for confidentiality. Meeting all the confidentiality requirements is very important. 


Dyslexia and other special circumstances

If you have any condition that you feel may affect your ability to deal with any part of the programme, please see the Student Handbook for further guidance. The University has a Student Services Unit that may be able to help but it is the learner’s individual responsibility to contact them. 




Guidance: 

· Your workbook must contain the items specified in the table below (clearly identified and in the order given).
· You should use this document (electronically on Moodle) - insert your text / answer within each section of this workbook.
· You should upload your completed document as a saved pdf file of this workbook; if this is not possible then a Word Doc file is acceptable. Do not send a scanned file from a photocopier, an apple.dot file, or a Microsoft publisher file as Turnitin will not be able to assess them despite you being able to upload them.


Contents 

	Workbook 
	Area of Professional Practice 

	Word count

	Task 1 
	Understanding the Police Officer Role
	2000

	Task 2
	Communication Skills – social media
	2000

	Task 3 
	Leadership and Team Working
	2000

	Task 4
	Coaching, Mentoring, Assessment
	2000

	
	
	

	 
	Bibliography
	

	
	Total
	8000





Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



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



ANSWER:

The College of Police was established in 2012 as the professional body for policing in England and Wales, marking a significant step in the journey towards a more professionalised police service. The College of Policing strategic role encompasses setting standards for training, development skills, and qualifications, ensuring that police officers are equipped to meet the complex challenges of modern policing. In this essay I will critically evaluate the College of Policing’s contribution to this professionalisation effort and reflect on my experience as a police officer in the final year of my probation, linking this to strategic frameworks such as the Strategic Policing Requirement, Policing Vision 2025, Workforce Transformation 2018, and the College of Policing’s 5 Year Strategy.

The College of Policing plays a pivotal role in shaping the future of the policing profession through its educational and standards-setting functions. By developing a framework for professional development, the College of Policing aims to ensure that police officers possess the necessary knowledge, skills and ethical grounding to perform their duties effectively (College of Policing, 2023). This involves the creation of a body of professional knowledge, akin to those found in fields such as medicine and law, which serves to underpin practice and decision-making.

Critically, while the College of Policing’s initiatives, such as the Policing Education Qualifications Framework (PEQF), have been instrumental in aligning policing with other professions through the introduction of degree-level qualifications, there has been debate over the practicality and necessity of such measures (Heslop, 2011). Critics argue that while academic learning is valuable, it must be complemented by experiential learning to ensure that police officers are prepared for the realities of frontline policing (Lumsden and Goode, 2018)

As I approach the end of my probationary period, I have experienced first-hand the College of Policing’s influence on my professional development. The integration of initial training with academic study has not only enhanced my understanding of the theoretical underpinnings of policing but has also fostered critical thinking skills that are essential for modern day policing. The emphases on evidence-based practice has enabled me to approach situations analytically, considering research and best practices in my decision-making process. 

However, it is the application of this knowledge in real-world scenarios that has truly shaped my professional growth. The complex nature of modern policing requires adaptability and emotional intelligence, qualities that are honed through practical experience rather than classroom learning alone (Silvestri, 2017).

Now that I am in my final year of probation, I will be able to evidence how I am working to fulfil my role as a modern professional police officer by using Borton’s model of reflection model (Borton, 1970). I will use this model to reflect upon an incident in which I led an investigation and provided support to a vulnerable victim of sextortion. Sextortion can refer to a large variety of offences that are committed online. However, it is most often used to describe online blackmail, whereby offenders will blackmail victims by threatening to release sexual or indecent images of the victim, unless they money or do something else to benefit the offenders (NCA, 2023). The Strategic Policing Requirement (Home Office, 2023) outlines the national threats that police forces must address, one of these threats being cybercrime.

By using the first stage of Borton’s model of reflection, “What?”, I attended an incident in which a young male was reporting that he was being blackmailed through social media as he had sent a person who he believed to be a female of a similar age sexual photographs of himself. The person who the victim believed to be speaking with online had then turned out to be an unknown offender who was threatening to publish to sexual photographs of the victim and to also send the photographs to the victim’s family and friends unless he receives money from the young male. I firstly completed a statement with the victim and also seized a number of screenshot images of the social media messages between the unknown offender and the victim to use as evidence. I then gathered information about the offender’s social media account such as any email addresses or usernames linked to the account. All of these actions I completed upon my first attendance are all known as, “Golden Hour Enquiries”, this is a period of time following the initial report from of an offence from the victim when positive actions should be completed by police officers. These positive actions during the golden hour will increase the opportunity to identify any offenders and to also protect the victim (College of Policing, 2023).

The second stage of Borton’s model reflection refers to, “So What?”. By speaking to the victim in some length, I believed that due to the nature of the offence itself and also the young age of the victim, I believe that the victim was a vulnerable person and would benefit from a Public Protection Notice (PPN) which the victim gave their consent for after I explained what a PPN was and how it can help them receive additional support from partner agencies (HMICFRS, 2023). When I first mentioned a PPN to the victim they were hesitant to complete one with me. However, by using effective communication which is a skill I have continually developed in my 3 years of probation, the victim agreed to go through with the process as they advised me how they were struggling with their mental health as a result of this incident and believed that their mental health would benefit from the support of partner agencies.

The third part to Borton’s model of reflection refers to, “What Now?”. Policing Vision 2025 sets out the ambition for policing over the next decade, with a focus on public engagement, prevention, and the use of technology and data (National Police Chiefs’ Council, 2016). In my role during this incident, I have used a reliance on digital tools for analysis. By using the evidence, I gathered through my golden hour enquiries I was able to identify the offender’s IP Address by using digital tools. The IP Address allowed me to see the offender’s exact location in a different area to where I work but by working with other police forces, we were able to arrest the offender where they were then charged for Blackmail (Legislation.gov.uk, 1991) and they are currently going through the court process. Throughout this process I have also supported the victim by offering them safeguarding advice and provided advice surrounding online safety to help prevent them being a victim to any further online offences. I believe that I have achieved this outcome as I am now a more knowledgeable and more of a modern-day professional police officer. The Strategic Policing Requirement (Home Office, 2023) outlines national threats such as cybercrime are threats that police forces must address, emphasising the importance of a coordinated approach across forces. My role in this incident involved a collaboration with regional units, reflecting the shift toward a more integrated approach to tackling issues such as cybercrime.

The Workforce Transformation 2018 initiative was another critical component of the broader strategic framework, aimed at reshaping the police workforce to be more diverse, skilled, and adaptive (College of Policing, 2022) The College of Policing has been at the forefront of this transformation, advocating for a workforce that reflects the diversity of the communities it serves. During my probation, recruitment efforts have become more inclusive, and there is an effort to provide equal opportunities for career progression. I have personally been given multiple opportunities to have attachments where I can spend a period of time with different police departments that I don’t get to usually work with. This allows me to gather experience which will help me when I decide to go for promotion or go to a more specialist department such as the high-tech crime department who investigate complex cybercrime offences.

This transformation aligns with the College of Policing’s five-year strategy (2021-2026), which includes the welfare and support for police officers, promoting diversity, and ensuring police officers are equipped to handle the changing nature of crime and society (College of Policing, 2023). My experience has shown that there is a growing emphasis on wellbeing within the force, recognising that a supported and healthy workforce is better able to meet the demands of policing. The College of Policing’s five-year strategy further seeks to embed professional standards while addressing the dynamic challenges faced by the policing community. One aspect of this is the focus on digital skill and cyber capabilities, recognising that the nature of crime is increasingly moving into the digital realm. This strategic vision has implications for my role as I have seen an increased use of digital investigation techniques and a need for digital literacy among officers. These are skills are I massively improved on since being in my probation period. I have developed these skills to the point where I now have a keen interest in working towards a new job role within the police where I can use my new digital investigation techniques every day.

Throughout my final year of probation, the role of a police officer has evolved significantly. The traditional image of the “bobby on the beat” has been augmented by the complexities of modern policing, which now involves cyber specialists, analysts, and partnership roles that extend beyond the confines of the police station and into the community.

My role has similarly changed, with a greater focus on partnership working, community engagement, and problem solving. This shift has been partly driven by the Police Vision 2025, which emphasises these aspects as crucial for future policing (NPCC, 2016). The college of policing emphasis on continues professional development has also meant that my learning did not stop after initial training. It is an ongoing process that requires me to stay abreast of new methods, technologies, and legal updates to be effective in my role as a police officer. 

Reflecting critically on the role of the College of Policing, it is evident that the institution plays a vital strategic role in steering the professionalisation of policing. However, this journey is not without its challenges. The balance between academic rigor and practical skill development continues to be a point of contention. Moreover, the rapid pace of change in society and technology means that the College of Policing must remain agile and responsive to ensure that its strategies remain relevant.

In my own journey, the College of Policing’s influence has been a constant, from the initial training to the ongoing professional development opportunities. The emphasis on ethics and integrity has been particularly formative, instilling in me the values that underpin my daily interactions and decision-making as an officer.

In conclusion, the College of Policing has played a strategic role in professionalising policing in the UK. As I reflect on my final year of probation, the impact of the College of Policing’s standards and frameworks is evident in the enhanced professionalisation of my role and the evolving nature of policing. While there are challenges to overcome, such as striking the right balance between academic and practical learning, the direction set out by the College of Policing along with the Strategic Policing Requirement, Policing Vision 2025, and Workforce Transformation, provides a roadmap for a modern and effective police service that I am proud to be part of.
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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 the age of digital connectivity, social media has emerged as a vital tool for the police and offers police a way to inform, engage with the community, and promote policy initiatives. With social media’s growing impact and reach, it presents a large number of opportunities, but it can also pose a number of different challenges and is increasingly seen as a “game changer” for the police (The Police Foundation, 2014). Social media can be described as a variety of technologies that facilitate the sharing of different users information and ideas. There are a number of different social media platforms such as, Facebook, Instagram, X (formerly Twitter) and YouTube. There are more than 4.7 billion people that use social media, equal to roughly 60% of the world’s population (Kemp, S. 2023). In 2023, 94.8% of users accessed chat and messaging apps and websites, followed closely by social platforms, with 94.6% of users (GWI, 2023). Gwent Police, like many other forces, has adopted social media as part of its communication strategy. This text critically evaluates my experience of the use of social media in policing, considering Gwent Police’s policy on using these platforms for professional purposes, the range of social media platforms utilised by the police, and the benefits and risks associated with their use. I will do this by using the Gibb’s Reflective Cycle (The University of Edinburgh, 2020) where I will reflect on a specific time that I used social media and reflected on what went well or did not go well, allowing me to learn and plan for future incidents.

The policy adopted by Gwent Police for social media use aims to maintain professional standards while leveraging the power of these platforms for community engagement and information dissemination. According to Gwent Police, social media engagement must reflect the values of the force, maintain confidentiality, and comply with legal standards (Gwent Police, 2021). The policy underlines the importance of accuracy, accountability, and respect for the rights of individuals, which aligns with the Code of Ethics (College of Policing, 2021).

An incident that I have attended whilst being in my probation involved me attending an emergency call which came from care staff of a child who was being reported as missing. The care staff of the child stated that they had disappeared from their home address after making threats to harm themselves. After having a discussion with the care staff, I discovered that the child was known to mental health services and has had a long history of struggling with their mental health and a history of causing self-harm and had been diagnosed with anxiety and depression. In the UK, somebody is reported as missing every 90 seconds. There are over 320,000 reported missing incidents every year, more than 130,000 incidents are adults and almost 190,000 incidents are children. Looked after children like in this incident are at high risk of being reported as missing. 1 in 10 looked after children are reported missing compared to 1 in 200 children. Looked after children who are reported missing will reported as missing on an average of 6 times (Missing People, 2023). Following the force’s policy when dealing with missing people, I conducted a thorough search of the home address of the child and took further details from care staff which included the child’s personal details, contact numbers, details of friend’s and family, information on frequently and favourite places to visit, general lifestyle information and a recent photograph of them. These enquiries are essential for the first attending officer (College of Policing, 2024). Whilst conducting the search of the home address, I found a letter that was left by the child which involved them saying goodbye to their care staff. With all this information that I gathered, I then completed a missing person report and conducted a risk assessment in which I deemed the child as high risk. A high-risk person is defined as, “the risk of serious harm to the subject or the public is assessed as very likely” (College of Policing, 2022).

When are person is assessed as being high-risk, all available response units are required to take immediate action. There were multiple police officers who helped conduct area searches for the missing child in areas where they frequently visit and to their associate’s addresses. However, it was not the efforts of all available units that was able to locate the missing child, it was due to social media that they were able to be located by myself. This was able to be done as I had asked for consent of the care staff to circulate a social media post of the child to members of the public by using Gwent Police’s social media accounts in which the care staff provided their consent. It is vital that consent for publicity is discusses and what exactly it entails. It is also important that it is used correctly by the police as it could pose a risk for the missing person (NPCC, 2022). The social media post that was used only included minimal information as I considered the potential impact of publicity and as the social media post could increase the risk of the missing person. The post only included basic information about the missing person such as their name and the general area where they lived and a recent photograph of the person which was provided by their care staff. Through the use of this social media, it was able to reach a parent of one of the missing person’s friends. The parent was then able to contact the police to inform us that the missing person had been staying at their address due to them being close friends with their own child. I was then able to go to the address and complete a welfare check with the missing person, return them back home and complete referrals to try and help with their mental health and to try and prevent them from going missing in future.
After I dealt with the situation and I was confident that the child was safe, I started to process my thoughts and feeling about the entire situation by using the second cycle of Gibb’s Reflective Cycle (Gibbs, 1988). To start with, I had high concerns for the child’s safety and wellbeing due to them being a vulnerable person due to their age and extensive history of mental health. However, even though I had high concerns, I was also confident in my own ability to be able to carry out the correct procedures when dealing with missing people and I was confident that I carried out all the initial actions that is required from a first attending officer that attends a missing persons incident (College of Policing, 2023). I also believed that the use of social media was massive beneficial in being able to locate a missing person and also being able to spread information very quickly and effectively.

From my time being a police officer, it is easy to recognise that social media offers numerous benefits to the police. it enable rapid dissemination of information, which is critical in emergencies (Meijer & Thaens, 2013). It also allows for two-way communication between the police and the public, fostering transparency and trust (Heverin & Zach, 2010). Moreover, social media can be instrumental in crime prevention, with the public often aiding in identifying suspects through shared images or videos (Trottier, 2015). Gwent Police’s use of social media to engage with the community during initiatives like Neighbourhood Policing Week exemplifies these benefits (Gwent Police, 2021).

Despite its advantages, social media use in policing is not without risks. Misinformation can spread rapidly, potentially undermining investigations or causing public panic (Procter, R. 2013). One of the most significant disadvantages of using social media is the rapid spread of misinformation and disinformation. The lack of stringent editorial control and fact checking mechanisms allows for false information to be shared widely and rapidly. This issue is compounded by the phenomenon of echo chambers where users are only exposed to information that reinforces their existing beliefs (Allcott & Gentzkow, 2017). Misinformation can lead to public confusion, undermine trust in officials, and derail meaningful dialogue on policy issues. I was very aware of the risk of spreading misinformation when sharing the missing person’s details to social media. Therefore, it was vital that I ensured I had all of the missing person’s correct information from the family and then rechecking the information before sharing anything. I also only include a small amount of information to ensure there was no confusion amongst the public with what I was sharing online. 

Privacy concerns are paramount, as sharing information on social media can lead to unintended disclosure of sensitive data (Taylor, L. 2017). The use of social media as a tool for engaging with the community raises concerns about privacy and the potential for surveillance. Social media platforms collect vast amounts of data on users, which can be used to track and profile individuals, often without their explicit consent (Zuboff, 2019). Although, social media was not used to track the missing person in the situation. This can often be a strategy that the police use when trying to locate a high-risk missing person which can sometimes cause the missing person to become frustrated with the strategy used. The implications for privacy are profound, as individuals may hesitate to engage in discussions or share their opinions on sensitive policy issues due to fears of being monitored or targeted.

Additionally, social media can become and arena for public criticism, which can damage the reputation of the police force if not managed appropriately (Crump, J. 2011). The anonymity and distance provided by social media can lead to increased polarisation and incivility in public discourse (Sunstein, 2001). Heated debates on platforms can quickly devolve into personal attacks and harassment, stifling constructive dialogue and alienating segments of the community. This environment can deter individuals from participating in discussions, particularly those with minority viewpoints or those who are vulnerable to online abuse.

Another disadvantage is the digital divide that social media can have. While social media has the potential to reach a large audience, it is not accessible to everyone. The digital divide refers to the gap between those with and without access to digital technologies and the internet (Norris, 2001). Relying on social media to inform and engage communities can exacerbate social inequalities, as marginalised groups who are less likely to have internet access are excluded from important conversations and decision-making processes. The was a concerns of mine when sharing information on social media as it is now always the best answer to finding high risk missing people.

In conclusion, my experience with the use of social media in policing has shown it to be a powerful tool for engaging with the community and promoting police initiatives. Gwent Police’s policy reflects a careful balance between the benefits of these platforms and the potential risks they pose. While platforms like Facebook and X have proven valuable for information dissemination and community engagement, it is crucial that the police remain vigilant in managing the risks associated with social media use. The dual nature of social media as both an asset and a liability necessitates ongoing evaluation and adaption of strategies to ensure that its use in policing continues to serve the public good effectively and responsibly.
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Task 3

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


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

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




ANSWER:

Leadership in the dynamic and often unpredictable realm of policing requires a unique blend of decisiveness, adaptability, and interpersonal skills. As no two situation are entirely alike, leaders in the police must be able to critically evaluate their own leadership styles and strategies to effectively manage a range of operational situations. In this essay I will aim to critically evaluate my flexibility in leadership styles within policing, analyse the leadership strategies I have developed, and discuss how I have applied changes in leadership style or strategy to reflect changing circumstances. In doing so, I will consider well-stablished leadership models commonly used in policing. To help in doing so, I will use Borton’s Model of Reflection (Borton,1970).

Leadership flexibility is the ability to adjust one’s leadership style or behaviour in response to the needs of the situation or the people being led. It is not about being indecisive but rather about being adaptable and responsive to change. The importance of flexibility in leadership can be particularly significant in policing, where police officers must often shift from community policing to critical incident command within moments (Bass, 1985). Over time, I have embraced a blend of transformational and situational leadership styles, allowing me to adjust my approach on the demands of the moment.

My experiences in policing in my probation period so far have taught me that no single leadership style is universally effective. By using the first stage of Borton’s Reflection Model, “What Happened?”, I attended an emergency incident whereby I relied on an authoritative style, which is characterised by a clear chain of command and a focus on obedience and efficiency. Authoritative leaders mainly act as mentors for other employees to aim to inspire other team members. Authoritative leaders take the lead when dealing with incidents and encourage other employees to follow them, along with offering guidance for certain employees who might not be fully confident in their own performance (IMD, 2024). This was an emergency which I attended in company with an employee who was relatively new to the job of policing. The emergency was called in by a female who was reporting that her husband had assaulted her. This was a couple that I was very familiar with as I have dealt with the female and her husband on several occasions in the past under similar circumstances. However, my employee had very little knowledge or experience of the couple due to only working in the area for several weeks. Upon attending the female’s address, it was discovered that the female had been injured by her husband and had suffered several large bruises on her body and a swollen eye and it was clear that she had been a victim of Section 47 Assault occasioning Actual Bodily Harm (CPS, 2022). 

Using the second part of Borton’s Reflective Model, “So What?”, I initially took the lead when dealing with the incident and started to carry out the Golden Hour Principles. The Golden Hour is the period of time immediately following the initial report of an emergency incident in which police officers should complete positive actions. These actions include protecting, preserving or gathering evidence that is at risk of being lost or destroyed if left too late. Following the Golden Hour Principles will increase the opportunity to help secure a positive criminal justice outcome (College of Policing, 2013). Therefore, I completed a detailed statement from the female victim and also took photographs of her injuries to seize as evidence whilst my colleague observed me. Afterwards, we carried out house to house enquiries in order to see if any other person had witnessed the incident. By doing this, we were able to identify a witness to the assault, so I asked my colleague if they would like to take the lead and complete a statement with the witness. At first, they were hesitant. However, after I explained that it would be a similar process to the one, they observed of me with the victim, it helped them feel motivated and confident and felt comfortable completing this statement by themselves and helping to secure more evidence to help with a positive outcome. I then asked the new employee if they would like to carry out further house to house enquiries after also observing me taking the lead in which they did which helped us gather CCTV of the incident.

Finally, by using the final stage of Borton’s Reflection Model, “Now What?”. It is clear that this style of leadership was effective in situations requiring immediate action and clear directives, such as this emergency response incident (Weiss, 2000). Authoritative leadership has helped me build the confidence of a new employee, leading them to complete essential actions on their own accord by providing motivation and guidance from myself. I have also seen this leadership style be successful in my own experience as other senior officers utilised this skill when helping me dealing with emergency incident and help build my confidence in my own abilities. However, studies have shown some employees can be left out of the decision-making processes when this leadership style is applied. This can raise concerns as this is a key part within policing (Sarver & Miller, 2014).

However, even though I found this type of leadership style successful, I realise that this approach was less effective in situations requiring community engagement when carrying out house to house enquiries and speaking with members of the public as my colleague was initially hesitant to do this due to a lack of experience. To address these limitations, I began to incorporate aspects of transformational leadership, which focuses on inspiring and motivating followers to achieve their full potential and work towards a shared vision (Bass & Riggio, 2006). By adopting a more participative and supportive approach, I was able to guide other employees to make the right decisions by following the moral lead of myself and by following the moral standards shared by the police force, I was able to foster a stronger sense of team cohesion and improve my colleague ability to manage complex community initiatives. Failing to promote these moral values can lead colleagues to mirror unethical qualities of other officers, resulting in poor decisions being made (McCartney & Parent, 2015). Transformational leadership is highly effective, as it involves engaging with community members, understanding their concerns, and working together to solve problems. The strategy not only improves community trust but also enhances the legitimacy of the police force (Skogan, 2006).

The ability to adapt leadership styles and strategies to changing circumstances is essential in policing. Another notable example from my experience involved managing a large-scale public protest whereby we joined with another bordering police force to help control the situation and ensure public safety. Initially, the situation was peaceful, and a participative leadership approach was effective. Engaging with protest organisers and community leaders helped to establish trust and open lines of communication.

However, as tensions escalated and the protest became more volatile, it was necessary to shift to a more directive and authoritative style. Clear, decisive commands were required to maintain order and ensure safety. This rapid transition in leadership style was crucial in managing the evolving situation effectively. This flexibility not only ensured the immediate safety of all parties involved but also preserved the integrity of the police force and its relationship with the community.

Another example of adapting leadership styles can be seen in the implementation of new technology within the department. Initially, a transformational leadership approach was used to introduce the vision and benefits of the new technology, inspiring officers to embrace the change. However, as the implementation phase progressed, a more transactional approach was necessary to ensure adherence to new protocols and procedures. This included setting clear expectations, providing training, and monitoring compliance. By adapting my leadership style to the different phases of the project, we are able to facilitate a smoother transition and achieve successful technology integration.

Policing often utilises specific leadership models tailored to its unique challenges. Among these, the Incident Command System (ICS) and the CompStat model are prominent. The ICS is a standardised, on-scene, all-hazard incident management framework. It provides a hierarchical structure that allows for effective coordination during emergencies (Ready, 2024). My experience with ICS has highlighted the importance of flexibility within a structured framework. While the system provides clear roles and responsibilities, it also allows for adaptability based on the scale and nature of the incident. By integrating elements of situational leadership, I have been able to adjust my approach within the ICS framework to meet the specific needs of each incident.

CompStat is a performance management system that uses data to drive decision-making and accountability. It emphasises strategic problem-solving and continuous improvement. (College of Policing, 2021). By incorporating transformational leadership principles, I have seen the use CompStat to foster a culture of innovation and accountability within my team. Encouraging my colleagues to analyse data, identify trends, and develop proactive strategies has not only improved operational efficiency but also enhanced overall performance.

Reflecting on the changes in my leadership style and strategy, I recognise the importance of continuous learning and self-awareness. Leadership in policing is complex and often involves navigating tensions between the need for authority and the benefits of empowerment. Through self-reflection and feedback from peers and subordinates, I have become more attuned to the impact of my leadership decisions and have learned to adjust my approach more effectively to the needs of my team and the community.

One tool that has been instrumental in this process is the Leadership Practices Inventory (LPI), which provides leaders with feedback on their leadership behaviours and practices (Kouzes & Posner, 2012). By regularly soliciting and reflecting on feedback from the LPI, I have been able to identify areas for improvement and reinforce successful strategies.

The evidence of my flexibility is found in the successful outcomes of diverse operations, from critical incident management to organisational change initiatives. The application of a changing leadership style or strategy to reflect shifting circumstances has been a cornerstone of my leadership practice, underpinning my ability to lead colleague through challenges and opportunities alike.

Leadership in policing will continue to evolve, and as such, so too must our leadership strategies. By remaining committed to self-reflection, ongoing professional development, and a willingness to adapt, leaders in policing can ensure they are quipped to meet the demands of their roles and serve their communities with distinction.

In conclusion, flexibility in leadership style is essential for effective policing. By critically evaluating and adapting my approach to meet the demands of various operational situations, I have been able to enhance team performance, build stronger community relationships, and respond effectively to emergencies. The integration of transformational, situational, and transactional leadership principles, combined with the application of specific policing models like ICS and CompStat, has allowed me to navigate the complexities of law enforcement with agility and foresight. As the landscape of policing continues to evolve, the ability to adapt leadership strategies to reflect changing circumstances will remain a cornerstone of effective and resilient law enforcement leadership.
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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:

My three-year probation period with in policing has been a transformative journey, marked by significant personal and professional growth. Mentoring and coaching have played pivotal roles during this time, helping me to achieve my goals and develop my skills as a police officer. In this essay, I will critically reflect on my experiences, outlining how mentoring and coaching have benefited me, helped me meet my goals, and enabled my learning, development, and performance in the workplace. I will also consider relevant definitions and theories of coaching and mentoring within the policing context, and discuss how I have provided and received feedback.

Mentoring and coaching are often used interchangeably, but they have distinct definitions and applications. Mentoring is typically a long-term relationship where a more experienced individual (the mentor) provides guidance, advice, and support to a less experienced person (the mentee) (Clutterbeck, D. 2004). Coaching, on the other hand, is usually a short-term, goal-focused process that aims to improve specific skills or performance (Whitmore, J. 2009).

In the context of policing, mentoring often involves experienced officers guiding new recruits through the complexities of police work, helping them navigate the organisational culture, and providing career advice (Williams, V. 2010). Coaching in policing usually focuses on developing specific competencies, such as communication skills, decision-making, and leadership abilities (Grant, A. M. 2014)

Mentoring and coaching have significantly impacted my personal development during my probation period in the police. one of the primary benefits has been the enhancement of my self-awareness. Through regular interactions with my mentors, I have been able to reflect on my strengths and weaknesses, understand my motivations, and identify areas for improvement. This self-awareness has been crucial in helping me develop a clear sense of my professional identity and career aspirations.

Mentoring has also provided me with emotional support, which is vital in a high-stress profession like policing. My mentor has been a source of encouragement and reassurance, helping me to manage stress and maintain my mental well-being. This support has been instrumental in building my resilience, enabling me to cope with the challenges and pressures of police work.

Coaching has complemented my mentoring by helping me develop specific skills and competencies. For example, my mentors have worked with me to improve my communication skills, which are essential for effective policing. Through targeted coaching sessions, I have learned how to communicate more effectively with colleagues, victims, and suspects, enhancing my ability to perform my duties.

Mentoring and coaching have also been crucial in helping me achieve my professional goals. One of the key benefits has been the development of my leadership skills. My mentor, a senior officer with extensive experience, has provided valuable insights into effective leadership in policing. Through our discussions, I have learned about different leadership styles, the importance of ethical decision-making, and how to motivate and manage a team.

Coaching has further enhanced my leadership skills by providing practical tools and techniques. For example, my mentor has taught me how to set SMART (Specific, Measurable, Achievable, Relevant, Time-bound) goals, which have been instrumental in managing my duties and responsibilities efficiently (Mind Tools, 2023). By setting clear and realistic goals, I have been able to prioritize my tasks, stay organized, and achieve better outcomes.

Mentoring has also helped me navigate the organisational culture within policing. Understanding the unwritten rules, norms, and values of the organisation has been crucial for my integration and success. My mentor has provided valuable insights into the organisational culture, helping me to understand what is expected of me and how to build positive relationships with colleagues and supervisors.

From an organisational perspective, mentoring and coaching have contributed to my ability to align with the goals and values of Gwent Police. The organisation places a strong emphasis on community policing, ethical conduct, and continuous improvement. Through mentoring, I have gained a deeper understanding of these values and learned how to embody them in my daily work. Coaching has helped me develop the skills needed to contribute to the organisation's goals. For example, Gwent Police has a strong focus on community engagement and building trust with the public (Gwent Police, n.d.). Through coaching, I have developed better interpersonal skills, enabling me to interact more effectively with community members and build positive relationships. This has not only enhanced my performance but also contributed to the organisation's mission of fostering community trust and cooperation.

Mentoring and coaching have been instrumental in my learning and development during my probation. One of the key aspects of mentoring has been the transfer of tacit knowledge (Oragui, D. (2024). My mentors, with years of experience, has shared practical insights and knowledge that are not found in textbooks or training manuals. This tacit knowledge has been invaluable in helping me understand the nuances of police work and develop practical skills.

Coaching has facilitated experiential learning, allowing me to apply theoretical knowledge in real-world situations. For instance, during coaching sessions, I have engaged in role-playing exercises during training days that mimic real-life scenarios. These exercises have allowed me to practice and refine my skills in a safe environment, receive immediate feedback, and learn from my mistakes. This hands-on approach has significantly accelerated my learning and development.

Furthermore, the iterative process of goal setting and feedback in coaching has promoted continuous improvement. By regularly setting goals, monitoring my progress, and receiving feedback from my mentos and teachers, I have been able to make incremental improvements in my performance. This process has fostered a growth mindset, encouraging me to view challenges as opportunities for learning and development rather than obstacles.

Several coaching and mentoring theories have informed my experiences during my probation with Gwent Police. One such theory is the GROW model of coaching, developed by John Whitmore (Whitmore, J. 2014). The GROW model stands for Goal, Reality, Options, and Will, and provides a structured framework for coaching conversations. My mentors has used this model to help me set clear goals, assess my current reality, explore options for achieving my goals, and develop the will to take action. This model has been particularly effective in helping me develop specific skills and achieve short-term objectives. During my second year of probation, I encountered a particularly challenging situation involving a domestic dispute whereby the victim was seriously injured which I initially found difficult to deal with. My initial attempts to mediate were ineffective, and I felt overwhelmed. My mentors and I later reviewed the incident using the GROW model. We set a goal to improve my conflict resolution skills, analysed the reality of the situation, explored various communication strategies, and committed to practicing these strategies. The subsequent role-playing exercises during training days and feedback sessions significantly improved my ability to handle similar situations, leading to more positive outcomes in future disputes.

Another relevant theory is David Clutterbuck's mentoring model, which emphasizes the developmental nature of mentoring relationships (Clutterbuck, D. 2022). Clutterbuck's model highlights the importance of trust, mutual respect, and open communication in mentoring. My mentor has embodied these principles, creating a supportive and trusting relationship that has facilitated my personal and professional growth. During my probation I was given the responsibility to take part in a community outreach program. My mentor guided me through the planning and execution phases, emphasising the importance of ethical leadership. By applying Clutterbuck’s developmental mentoring principles, I was able to build trust with community members and effectively coordinate the program with my colleagues. The success of this initiative not only boosted my confidence but also demonstrated the tangible benefits of effective mentoring in achieving organisational goals.

In the context of policing, the Situational Leadership Theory has also been relevant (Hersey and Blanchard, 2001). This theory posits that effective leadership depends on the maturity level of the followers and the complexity of the task. My mentors have applied this theory by adapting his leadership style to my level of competence and confidence. Initially, they provided more directive guidance as I was learning the ropes, but as I gained experience and confidence, they shifted to a more supportive and delegative approach. This adaptability has been crucial in my development as a competent and confident police officer.

Feedback has been a critical component of my development during my probation with Gwent Police. Both mentoring and coaching have provided structured opportunities for receiving feedback, which has been essential for my learning and growth. My mentor has regularly provided informal feedback during our interactions, highlighting my strengths and areas for improvement. This feedback has been constructive and actionable, helping me to make specific changes to enhance my performance.

Coaching has involved more formal feedback mechanisms, such as performance reviews and feedback sessions. My mentors have used various tools and techniques, such as the 360-degree feedback method, to gather comprehensive feedback from colleagues, supervisors, and community members (Qualtrics, 2024). This holistic approach has provided me with a well-rounded perspective on my performance, helping me to identify blind spots and areas for development. A critical aspect of my development has been the integration of feedback into my daily practice. During one of my performance reviews, I received feedback that I needed to improve my statement writing skills. My mentor helped me develop a plan to address this by breaking down the components of effective statement writing, setting specific goals, and practicing regularly. The process of writing, receiving feedback, and refining my reports led to significant improvements. This experience underscored the importance of constructive feedback and the value of a structured approach to skill development.

Providing feedback has also been an important aspect of my role. As I have gained experience, I have taken on mentoring and coaching responsibilities for newer recruits. This has involved providing constructive feedback to help them develop their skills and improve their performance. I have applied the principles of effective feedback, such as being specific, timely, and balanced, to ensure that my feedback is helpful and encourages growth (Valdez-García, J.E. 2018).

Reflecting on my three-year probation in my policing career so far, it is clear that mentoring and coaching have been instrumental in my personal, professional, and organisational development. Through mentoring, I have gained valuable guidance, emotional support, and practical knowledge, which have enhanced my self-awareness, resilience, and leadership skills. Coaching has provided targeted skill development, goal-setting frameworks, and opportunities for experiential learning, which have improved my performance and contributed to the organisation's goals.

Theories such as the GROW model, Clutterbuck's mentoring model, and Situational Leadership Theory have informed and enriched my mentoring and coaching experiences. Feedback has been a crucial element of my development, helping me to learn, grow, and continuously improve.

In conclusion, mentoring and coaching have not only helped me to meet my personal and professional goals but have also enabled me to contribute effectively to the mission and values of Gwent Police. As I move forward in my career, I am committed to applying the lessons learned and continuing to grow as a police officer. The experiences and insights gained during my probation will undoubtedly shape my future contributions to the field of policing.
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