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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:


Policing within the U.K has been ever evolving with new principles, objectives and requirements with the fundamental role to remain an organisation to combat crime. This said, the role of a Police officer has seen changes dating back as far as when the peeling principles were introduced in 1829. There has been some debate around the term used then “policing by consent” where the Home Office saw it necessary to publish the principles and further explain what Policing by consent means (Home Office, 2012). What was said by Robert Peel is fundamentally that the overall majority common consent of the public is what gives the Police the authority as opposed to the power of the state. These peeling principles introduced were noted as being the first stride into professionalising the Police Service in London (Lentz and Chaires, 2007).

The college of Policing plays a central role in the road toward professionalising policing within the U.K. The College of Policing being founded in 2013 has adopted the responsibilities focusing on development and maintaining public trust within a Policing context (College of Policing, 2021). As part of professionalising Policing the College of Policing has been instrumental in this by establishing National Police standards ensuring that officers meet hight ethical standards.

The College of Policing has also sought out to provide the guidance for developing leaders, accreditation and professional recognition for officers. This being done so by the implementation of the Police Constable Degree Apprenticeship (PCDA) and degree holder entry programmes. It has been said that these programmes will professionalize the workforce by requiring the officers to gain a formal qualification and resulting in improving the status of policing as a profession (College of Policing, 2021). Is there a basis for the degree? Rosenfeld, Johnson and Wright (2018) found that the number of college-educated police officers has increased significantly and steadily, in recent decades but little is known about how they carry out their duties, particularly when interacting with locals on a daily basis. Does the college education help with these daily duties?

Relationships with Police forces and the communities they protect, the role of the College of Policing in this area has been to drive improvements which are vital for those professional standards highlighted earlier. The College of Policing holds the platforms which assist with facilitating the feedback from people within the community. It has been argued however that the College of Policing can sometimes be detached from the reality of front line policing and not fully understand the possible from the probable.

The College of Policing whilst playing significant and role in improving the culture of Police and looking officers to have a professional basis to stand on have been vital crucial in some respects, it has not come without it’s critics especially when you look at the arguments made where there is said to be a detachment from the reality of front line policing. This detachment from the reality of front line Policing is something I can say that I have experienced within the force I work for where senior members of management are not have what are un realistic expectations.

Is the College of Policing doing what it was set up for? One can argue that it is not with the reforms recently spoken about by the Home Secretary Yvette Cooper at a conference hosted by the National Police Chiefs Council in late 2024. During Yvette Coopers speech here, she has outlined the reforms where she has said they will b tracked by the Home Office (Office, 2024) Or is this going to be a case of more scrutiny on Policing from other angles and higher or more rigorous and unrealistic expectations.




As a Police Officer who has enrolled during the time of the requirement to complete the PCDA programme, I have been undertaking the online learning and completing the academic requirements expected of me. As well as this I have been working toward the expectations set upon me by the organisation, Gwent Police, as well as the expectations set out by the College of Policing especially around my professional conduct and behaviours. 

Throughout my probationary period I have been conducting the role the past 18 months as an officer with independent patrol stuts where I have been actively engaging with the communities as best I can around the demand expected of me as a patrol officer. I have spoken with social services and schools looking to engage with the community in wider sense and looking to obtain the views that may be shared with other organisations as some people may not feel comfortable speaking with the Police directly. With Yvette Cooper stipulating that community Policing is what she is looking for the Home Office to strive for, it is important that these communities know we are there.

The standards that were set out by Robert Peel as part of his principles that have been further enhances by the College of Policing, I have ensured that I have adhered to them. This is especially prevalent where the conduct and professionalism of Police officers is highly scrutinised given recent incidents of misconduct such as that of former Gwent Police officer Stephen Evens who would have dismissed had he not already resigned following allegations of his physical and mental abuse toward a female being proven and found to have breached a number of professional standards (Gwent Police, 2024).

As a part of Policing within the modern age there are constraints on how effectively we are able to combat certain types of crime especially when it comes to a digital or online platform. Social media and scam messages / emails are notoriously difficult to track and manage, especially when the legislation is outdated. There have been instances where an offence has been conducted online and when work to establish who the owner of the account is (application for the release of personal data from the website) is outside of the UK, then there are challenges faced as to weather the person in control of that account will ever be located. With the online platforms being mentioned within the Policing Vision 2025 (NPCC, 2016), a basic understanding at the centre of online behaviour and crime prevention is going to be fundamental as crime becomes more sophisticated. This sophistication is becoming more and more prevalent when it comes to Organised Criminality, with the Home Secretary highlighting the requirements at each level of law enforcement within the U.K structure, it is of importance to the Government to combat these issues (Gov.uk, 2023).

As with the university assignments, through my probationary period I was coached and mentored where I have needed to evidence my abilities to complete certain task and needed to work on a reflective basis. I have been able to watch people completing tasks and perform duties, study the way they work, rationalise how they work, and then put I have learned into practice. This has not come without the opportunity to review what I have done allowing me to reflect on my performance and to improve going forward. This has allowed me to develop new skills, being one of the corporate strategies set out by the college of Policing for the years 2022 through 2026 (College Of Policing, 2024) when studying such things to assist me as the Gibbs reflective model (The University of Edinburgh, 2024) as well as other models such as the ERA cycle which is simpler in its form allowing for more cosines reflection drawn from experience alone which I have found beneficial when looking at actions taken or decisions made (University of Cambridge, 2024).

My final year of probation has resulted in me now becoming a more senior member of the staff roster on my shift due to a number of people having left for other roles within the Police and a high number of new probationary officers now coming through. My skill set is expanding with me having been given the opportunity to attend training courses which have also enhanced my knowledge as an officer. My sheer exposure within the Police especially as a front line response officer has seen me attend incidents that have varied in their complexities as my abilities to handle these types of situations. This has again not come without the opportunities to learn from those who have coached or mentored me passing on their experiences and knowledge. My final year of probation has been critical to me refine basic skills that I have learned prior to becoming a substantive Police officer and me being able to set my sights on departmental movement or progression up the command structure. Whilst I may be refining these skills, there is still a long road ahead of me in a lengthy career, my learning is far from over especially in role where there are ever changing circumstances, requirements and challenges. Policing visions and expectations will change inevitably and my resilience and willingness to adapt in the role as Police Constable with the climate I find myself in will be imperative (Paton et al., 2008).
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Task 2

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


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

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


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




ANSWER:

Whilst my own use of social media within a Policing context is limited, I have had my fare share of interactions with social media publications from the Police. I have seen posts from Gwent Police for the purpose of engaging with the community specifically providing public appeals for information on the whereabouts of missing people and wanted people, public information that a road is closed or even updates on serious incidents that have occurred. I have also seen from Gwent Police posts, which include videos showing the services recent initiatives such as road safety awareness with children and recently conducted operations tackling impactful crimes such as those relating to drugs and knives.

Gwent Police social media policy not only provides guidance on how the Police itself uses social media but also guidance on Police officers and staff and their conduct on their personal accounts. With the main focus of this evaluation being on that of social media usage in a Policing aspect, I will summarise some of the points made in relation to this within the forces policy.
Gwent Police advocate the usage of social media, under Gwent Polices name which must be done so in line with NPCC (National Police Chief Council) Local Policing Guidance. The guidance outlined within the force policy stipulates that it must be for the purpose of an operational or tactical goal, to influence a community’s behaviour for the better and to build capacity and trust with communities. The policy later on in the document details how effective social media can be as it allows the Police to engage with a large number of people in a short period of time also during times of major incidents where timely and clear communication is vital. Gwent Police’s policy outlines the legislative framework that must be considered when conducting social media activity (Gwent Police Social Media Policy, 2022).

Greener, Sue & Rospigliosi, Asher (2014) found that there are a multitude of factors that influence the public as to whether they are accepting or even supportive of the Police utilising online services such as social media. These influences have been closely related to the findings on research that has been conducted around online shopping platforms usability and their utility. These factors refereed to as being instrumental factors are not the only ones at play when it comes to systems from a governmental background. They are the publics wiliness to participate which comes into focus often being influenced by social influences and the platform or accounts social presence in the public (Greener, Sue & Rospigliosi, Asher 2014).

Cartwright and Shaw have acknowledged that communication in the modern day is far easier than it has been when compared with the traditional approach of news channels and community engagement meetings. The use of social media within a policing aspect allows a direct line of communication without a delay or necessarily waiting for someone to tune into the correct channel. Smith and Anderson (2018) have reported that 68% of all American adults in 2018 had an active social media account with no less than 75% of those stating they used it daily.

A review of the police social media practices conducted by Denef et al (2012) found that social media services have a number of collateral functions in a policing perspective: as a source of criminal information, to push information to the public, to support police IT infrastructure, to leverage the wisdom of the crowd, extract community policing in online environments, to have a voice in social media and to show the human side of policing. These identified functions show that when the Police utilise a social media platform, the Police using the platform will have an operational function, which will assist with gathering information as well as disseminating information and, a relational function which can help to build confidence within the community they are engaging with (Greener, Sue & Rospigliosi, Asher, 2014).

Beshears (2016) drawn reference to an article obtained from the FBI public affairs division where a former head of the that division has written that they agreed that law enforcement must be present where people are, and if people are utilising social media, the Police must have a presence there. (The FBI on Social Media, 2009 cited in Beshears, 2016).

Benefits:
A recent incitive conducted by a Police Officer within West Yorkshire Police has published the results of “Project Spotlight” on the College of Policing website. The project was carried out with a number of objectives which included the reduction of knife crime in the nighttime economy and to specifically engage with those under 25. The project was assisted with digital marketing experts playing a role in the structure and wording of social media posts to help with the engagement of the targeted audience. These messages were also focused on helping to implement a psychological sense of safety by sharing the information that the areas identified as the “micro hot spots” were being patrolled by officers both overtly and covertly which in turn provided a deterrence for potential offenders as the area became unpredictable for criminals to operate unseen.
Market research discovered that the best platforms to utilise were those of TikTok and Snapchat. Whilst the messaging was from the Police it was discovered that the messaging was best placed to not look like it was overtly published by the Police and instead designed with a “hook” effect. As opposed to static images the research showed that GIF’s were best placed with the content being linked to the following themes behaviour, violence, drugs and knife crime. Once the information from research was digested, a three step approach was decided upon where people were encouraged to speak up, persuasion for people to change their behaviours and finally create the deterrent.
Once implemented and the project run over the span of three months, the results found that 2, 798,412 impressions were made in relation to the posts and they were specifically those in the age category of 16 – 30 year olds. West Yorkshire Police later identified that within the hotspot areas during the three months saw a reduction in crime of 35% with serious and violent crim reducing by 39% as well as a direct reduction in the of crime resulting in harm meaning crime remining was not has severe. There were three control hotspots monitored throughout this period that saw an increase of 75% of total crime with a 66% increase in serious violent crime.

Denef et al. (2012) identified a number of benefits of utilising twitter effectively during the 2011 London Riots. Such benefits included the following: a source of criminal information, a voice, information dissemination, crowdsourcing, public engagement, community policing, demonstrating the human side of law enforcement, supporting police IT infrastructure, and, ultimately, and to assist effective policing (Denef et al., 2012).

As has been mentioned throughout this essay is the ability to engage with the community, where within Policing the term “community Policing” exists. Community Policing is a model of Policing that encourages engagement between the Police and the Public they protect, encouraging both parties to engage with one another in a two-way manner to help them become moulded into one unity and help solve crime (Beshears, 2016). With social media helping this conversation, the direct and ease of communicating with the Police directly can help to boost the engagement and the relationship between the public / community and the Police.

Risks:
Goldsmith (2015) has provided an insight into some of the negative matters linked with the Police’s use of social media platforms. Some of the obstacles identified are those where an element of vulnerability weather it be toward a victim or witness to a crime as well as the criminal justice having a proceeding damaged even such instances as misinformation being published. All these issues would have the detrimental effect of harming the Police services relationship with the public that read or “interact” with the posts which would be counterproductive considering that the Police Services main use of a social media platform is to enhance community relations and build trust.

Crump (2011) reviewed the actions of UK police on Twitter and suggested that the police’s use of Twitter was most successfully used as a one-way communication strategy only and there was very little evidence of open communication between citizens and the police. However, simply using social media as an announcement platform does not take advantage of the full benefits.

Another issue that can affect not only a constabularies ability to publish effectively on social media but the security of the account as well are instances of data leaks. Not one person, organisation, account or any other form of digital storage, accounts, systems with a connection to the internet are except from digital attacks. An article from the BBC (2021) tells the story of how a “cyber-hacker” was able to copy the data base of “LinkedIn” and advertised the data base for monetary profit. When this is looked a in context to the way in which the UK Government has identified that state of Russia being responsible for a sustained attack on UK government digital infrastructure (GOV.UK, 2023) is the Police operating on Social media sat all safe? 


Conclusion:
There is consistent evidence from my research to suggest that the Police’s presence on a digital platform has a positive impact on the communities they serve. Weather it be informing the public of the true circumstances of an incident that has attracted a large interest in an effort to prevent disinformation being shared or, a targeted approach to help with the reduction of crime as is in the case with the project run by West Yorkshire Police. Whilst this project provided positive results, it does not come without a financial constraint. There are clear benefits that have been identified from a recent incident within Gwent Police where a brief statement was released regarding a dog attack, this allowed for the quick, decisive and accurate information to be provided to the public at the earliest opportunity to discourage misinformation from spreading. With social media not necessarily being a new phenomena it is however developing, becoming more complex with users only increasing. With some  people looking to use social media as a platform to promote hate as well as different countries around the world having different legislation governing the use of social media, there is a long road to go for the Police to use these platforms effectively. 

There have been clear indications that the way in which the Police utilise social media to communicate with the community is heavily influenced by Police Leaders. Within Gwent Police these leaders would often be referred to as SMT (Senior Management Team). Where officers in such positions are in favour of their staff/ officers utilising social media as a communication tool. This said, not all senior officers or the staff are wholly supportive of communication being utilised by these means (Bullock, 2017) .Whilst with anything else in a Policing context there are obstacles and barriers to doing anything and training is required to use social media. The training provided within Gwent is not mandatory and is for officers to specifically request the training. Whilst being young in service and there being other training available which can assist me with my immediate role as a response officer is not something that I have looked to undertake and have no keen interest in at this stage. Can an argument be made that this training is to be mandatory?


Word Count: 1913








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:


[bookmark: _Hlk187693390]Within this essay I will be looking to critically evaluate and evidence my choice of leadership styles within my role as a Police officer and my flexibility when circumstances at a specific incident were changing.

I have discovered throughout my probation period that as a Police officer I will attend a wide variety of incidents that require a proportionate response approach. This proportionate response is dependent on the type of incident I am attending and who I am attending with.

As a response Police officer, I will often be the first one to arrive at an incident where I would need to take control of the scene or situation I am faced with. This will in effect make you the leader at that scene until the circumstances dictate that a supervisor needs to attend to oversee the incident, or control is handed over to another agency or emergency service. During the time that I would be at the scene there are number of ways in which I would manage the scene which can be linked back to styles of leadership, which has been said to be one of the most intricate and multifaceted phenomena. It has been thoroughly researched over the years and has become more significant than ever in the fast-paced, globally interconnected world of today (Benmira and Agboola, 2021). 

Researchers are yet to provide a singular definition of what leadership is with Stogdill (1950) saying, leadership is a process of influencing people toward a shared objective, with Maxwell (1993) saying that influence is all that leadership is and Bhatti (2012) saying a leader uses social influence to persuade followers to voluntarily join in an endeavour to accomplish the objectives of the organisation. Within the same study Bhatti (2012) says that a leader is person who is able to see that something needs to be completed and will get it started, seizes opportunities identified and can be seen as a coach who is willing to take risks to improve the future. Leadership is also something that has been described as  "leadership is one of the most observed and least understood phenomena on earth". Further detailing that there is no one all encompassing definition that would cover all styles of leadership (Burns 1978, p.2 cited in, Ghasabeh, Soosay and Reaiche, 2015).

 The College of Policing helps to put a policing context into leadership by publishing Leadership Standards on their website (College of Policing, 2023) which is under constant review to help with keeping the goals and objectives relevant to the ever changing culture within UK policing. The College Of Policing say highlight this document saying it is the standards that are expected of everyone employed within the Police service regardless of rank or their capacity with the Police (e.g. Officer civilian staff etc.).

Luthans (1977) has compared the style of leadership that has been adopted to that of the leaders behaviour. This can be evidenced when looking into the definitions discussed by Khan (2015) where it has been identified the most common styles of leadership include autocratic, bureaucratic, leadership and laissez-faire.

Khan (2015) has highlighted an autocratic leadership style as being a classical approach. An autocratic style of leadership is one where a consultation with people who are following your lead would not be consulted for their views to be considered. It has been found that the younger generation will be more opposed to this style of leadership compared to older generations. This gives credit to the statements made that there is no one singular definition of what a leader is as Bhatti (2012) highlights in defining what a leader is “A leader is a communicator, co-ordinator and listener.”. There are some clear discrepancies here in terms of the definition of a leader and then this leadership style. Are leaders and leadership styles given this subjective to the individual and the environment they are in? and, are they adaptive?

A democratic leader is said to encourage team members to participate in the decision-making process; despite having the last say by incorporating workers or team members in events, this not only improves job satisfaction but also aids in skill development. These team members are also said to feel like they have a say in how event unfold in their personal career aims and gives another dimension of motivation other than just a financial benefit. Whilst participation can slow the process down it has been said that the end result is often improved (Bhatti, 2012). Whilst the end result may be better, is it suitable for you to take your time in the decision making process all the time? Another factor to look into is when there has been a high number of employees in democratic organizations identified as displayed compliance, but those in autocratic organizations expressed frustration and anger (Schwartz, 1987, cited in Bhatti et al., 2012, p.193). Is the welfare of employees an important factor to consider?

Recent research has yielded significant findings indicating that transformational leadership, transactional leadership, and laissez-faire leadership styles are broadly recognized. These styles have garnered considerable attention from scholars engaged in the study of adaptive organizational development within challenging leadership environments (Google Books 2018). The Policing environment I have seen is certainly that of a challenging one meaning the leadership can also be challenging.

A transformational leader has been identified as someone who is able to improve the organisations performance which is achieved in a similar way to that of a democratic leadership approach. This approach relies on the employee’s willingness to implement the revised methods and how the leader enhances the relationship with the people they are managing. It is an approach which relies heavily on good communication and relationships between those at the top and those at the bottom of the leadership ladder (Ghasabeh, Soosay and Reaiche, 2015).

Transactional leadership has been highlighted as being the manner in which leaders will promote compliance with the people that work for or under the leader. This leader unlike that in other forms of leadership is happy to maintain the current working models and not striving to make changes. The leader is said to monitor the progress of its subordinates to ensure a compliance with the model and look out for any deviations. It has also been highlighted as being one of the most successful in emergency and critical scenarios (Odumeru, Ifeanyi and Ogbonna, 2013).

Laissez-faire leadership has been researched with suggestions that this style of leadership has a distinguishing feature of people not where there is a distinc lack of willingness or even a failure to take responsibility for managing. This can have a detrimental impact especially in crisis situations (Eagly, Johannesen-Schmidt and van Engen, 2003). Some other disadvantages of a Laissez-faire style of leadership have been identified even given the popularity that has been identified. Some of the disadvantages discovered by Kahn (2015) are that the employees may look to overstep their bounds, take no responsibility, do not display any initiative amongst others. This can help display the need for leaders to develop a variety of leadership styles which can be evidenced based in policing when considering how to approach certain incidents. This form of leadership when researched shows me someone who will sit back and not take responsibility for action, decision or even take control of a situation to ensure that required targets or aspects are met. This is not a style of leadership that I have adopted myself and have no intention of doing so, this style of leadership is similar to that of an observer.

The type of incident dictates how I conduct myself at the scene. There are factors which will stipulate what type of leadership approach I adopt to appropriately deal with the incident. An incident where I have attended a Road Traffic Collision (RTC) has required me to make decisions inline with what were fast and ever-changing circumstances. A car had been driven off the road where it had gone up a lamppost before rolling several times and trapping the driver in the car. The road this had occurred on was a single carriage way where there was two directional traffic on a fast moving road. The posted speed limit was 60 mph, poor visibility and the road surface now becoming dangerous with the presence of car fluids on the road making it slippery as well as the partial obstruction caused by the vehicle itself and debris on the road. I was in this instance the first officer to arrive at the scene and have had to quickly make decisions. There is a simple process to follow when passing updates to colleagues within the control room so that information could be passed onto partner agencies. This process and method is by completing a METHANE message (JESIP, 2022) that will allow for the steady flow of correct information. As the scene was dangerous and safety of everyone present was paramount I have taken it upon myself to instruct other officers in the area to close sections of roads at certain points. I have not consulted other people in this decision process and have adopted an autocratic role. While the democratic process can assist with a better all round end result, these decisions were needing to be made fast passed without the time to consult and weigh up pros and cons. Once this had been completed and further Police units were arriving at the scene I have begun to instruct them what to do. Whilst we were awaiting the arrival of other emergency services the officers, including myself at scene have needed to do the best job we can. As the driver of the vehicle was trapped in the vehicle the fire service were required to help extract the person from the vehicle.  As their attendance had been requested by the control room upon my instruction and confirmed, officers have needed to speak with the driver to try and ascertain a level of injury. I have allocated an officer to completing this task, whilst I have instructed a colleague to do this still in and authoritarian style, the information being fed back to me as resulted in consultation taking place to determine the best next course of action. This is something that has resulted in my approach at the scene no becoming a more democratic approach or even enveloping into a more transformational leader, where the views and perspectives of colleagues who were under my instruction mattered.

An officer at scene has needed to phone the ambulance service to provide real time updates from scene. The ambulance service were contact by a collegue who passed the relevant information from the officer who was with the driver of the vehicle. During this call the fire service have arrived where they have no taken control of the immediate scene being the car. This joint approach has allowed for my attention to be focused on a smaller less developing aspects such as the scene and ensure the safety of emergency personnel. Whilst fire service crews were working and getting the driver out of the car, the collegue who I had instructed to speak with ambulance crew had provided and update stating that they would be attended in several hours. This information was discussed with fire crew as well as the officer who was initially seeing to the driver of the car. This information was not well received by myself or others as scene, I have reverted back to an authoritative approach when I have taken it upon myself to phone the ambulance service back and begin to discuss the issue with them. I was certain that their grading of the incident was far below what was expected for the casualty medically and assured them that an ambulance crew would be required as urgently as possible. The ambulance service have eventually arrived on scene to take the casualty for medical treatment with fire crews fulfilling their role and the Police having successfully managed the scene.

This incident has required fast pace decisions to be made with little room for error. There are always times where even a 10 second conversation can adapt your leadership style in switching from an authoritarian to a transactional / democratic leader to take on board other opinions to help land on a decision of what to do. Such an incident where I have been the first to arrive can be difficult to manage however, you need to have the confidence to make a decision and stick by that decision which is something that I did on this instance. I was happy with my approach here and did not receive negative feedback from colleagues of partner agencies as the incident has concluded with the casualty being taken away as quickly as possible for urgent medical treatment.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

Within this essay I will be reflecting upon my three-year probation and how I have benefited from the mentoring and coaching received and how I have been able to meet personal and professional goals during this period. I will also discuss how the assistance I have received has aided me in developing and performing to the best of my abilities. I will be adopting the Gibbs reflective practice model (The University of Edinburgh, 2024) when reflecting upon my experiences within this essay.

Passmore and Lai (2020) have defined coaching as being a professional relationship between a coacher and a person being coached where an exchange between the two where the person being coached is helped with their development. The term coaching often being found within a sporting context can help us to understand what the coaches role is. Marcone (2017) tells us that a coaches overall responsibility is to be that of someone who will train, instruct, and give advice for the person receiving the coaching to improve in the performance and abilities bother physically and also to look out for their mental performance / welfare.

Mentoring has been described by Crawford (2009) as being found in a multitude of structures where both formal as well as informal models accompany the structures developed. It has been found that the models can include one where someone Is mentored over a long period of time as well as short term mentoring. There are identified structures where the culture within the environment the person being mentored works is conducive to building trust and encouragement between the participants.

Coaching and mentoring, whilst at their centre are aimed at the same objective, enhancing the way in which people perform, there some fundamental differenced between the two. While coaching principles focus on enhancing the performance in specified skill and knowledge sets on the job, mentoring will aim to develop the potential by helping the person being mentored look beyond with job focusing on career prospects and goals. This demonstrates the difference where you are “coached” in the short term and “mentored” over the long term.

Coaching structures will often have goals and objectives needing to be met within an established time frame with mentoring being a professional relationship that can last over a prolonged or even indefinite time.
The final key factor in outlining the basic differences between coaching and mentoring is that the former will consist of training and support with feedback focused on a set out list of core objectives. Mentoring will be based more on an educational and inspirational focus. A coach will help someone do their job whereas a mentor will assist the person in transitioning into a self-sufficient ability to do the job themselves.

During my first year within the Police, I will have attended a classroom-based environment for the first 6 months where these models would not have been all to prevalent as I was at the time in a class of people with the same level of experience as myself. This initial 6 months would have been a time whereas students working for the same objective, successfully passing the initial educational phase, would have given each other peer support and advice. 
Following this 6-moth phase, I was allocated to a response shift where I was allocated a “tutor”. This was over a 3-month period where I was expected to complete certain task and objectives by the end of that period of time. The officer I was working with was one that was substantive in their role and had experience working independently. The objectives during this stage of my learning were to put what I had learned in my initial 6 moths in the classroom environment into practical practice. These objectives were to complete statements, effect arrests, searches of people, issue offence reports and more. Whilst completing these objectives I was receiving continuous feedback from my “tutor” on how I had performed and if I had achieved the objective required. This would then depend on whether I would be “signed off” on that objective or not. During this time, I have felt very sheltered having my “tutor” has a safety blanket if I was to be making any mistakes.

After successfully completing my 3 months being tutored, I was now in a position where I was independent meaning I would attending calls and making decisions myself. This was now a daunting time as I had very little experience in the role with lots of things still to learn as well as the overbearing pressure of now having to make decisions myself in high pressure situations. Having to work under these pressures for myself has worked as I have had to learn and adapt quickly. With my type of learning being tested as that of someone who benefits from a kinesthetic learning (Saga, Qamar, and TRALI, 2015) experience, I found beneficial. Whilst mistakes were made and feedback received sometimes hard to swallow. My doing and learning with receiving feedback I have now been able to identify areas to improve on as well as coming away with methods or means of dealing with situations that I did not have in the going into the situation in the first place.

Although now having reached and independent patrol status, my learning is far from over with education and peer learning being at the forefront of my development in the role. As with any profession there are people that excel in one area and others that excel in another. This being the case for myself, I am quite well versed in aspects of Policing involving vehicle or drug offences as well has investigations where digital devices systems needing to be investigated. This is where other colleagues who albeit may be the same rank and are not accredited with the Police as being “tutors” they are able to draw from their own experience to provide guidance to me so I know what my next steps need to be when struggling with an investigation or if I had already identified the next step, a point of contact is made available.

From the beginning of my career as a Police officer, there has been a clear escalation in the confidence bestowed upon me to conduct my role. The initial 6 months being classroom based, being coached by a “tutor” to assist with the practical learning and then having peer and supervisory mentors available to help with my continued development. With the focus being on areas where my knowledge may not be strong as other topics. I have found the way in which I have learned beneficial as you are often expected to give things a go and try your best however, there is certainly room for improvement within Gwent Police and the reason for this is maybe unavoidable given how young in service the majority of Police officers are. This is even more evident when you see how young in service some sergeants are. The mentoring stage is very much luck of the drawer when it comes to who your colleagues are. You may end up working with a lot of like minded people which can be good for morale however, it could have a negative impact should you be a small team with no much in terms of a varying skill set.

No into my third year of probation and my final year being monitored under the professional development unit. I have seen a quick increase in my knowledge and skill set especially when I have courses and specialised training under my belt. I have also seen a large number of student Police officers come out of the classroom environment and into their 3 month “tutorship” where they have been coached. Following their successful completion of this stage I have quickly become the mentor even though I am still being mentored myself. This has led me to trying to develop my own mentoring strategies from the experiences that I have had.

A study by Tyler and McKenzie (2011) with first year Police officers found that overall, they found a mentoring process to be beneficial. Styles on mentoring have been identified as follows: sponsoring, guidance, socialisation into a profession, and provision of counsel and moral support. These have been described as the five features of conventional mentorship (Cunha, Campos and Jorge, 2024). However, Staller et al., (2022) has concluded from their research into the topic of coaching within a Policing context that multiple studies from observational and interview basis have drawn light on the fact there are issues revolving around the way in which training is currently delivered.

There has also been an identified distinct lack of research into the topic of coaching and mentoring within in a Policing context which could shed light on the conclusions drawn within the last paragraph. Is an effort to research coaching and mentoring in it’s simpler forms, fundamental similarities have been found between the Policing context and this in a sporing environment which can help to give insights on how “coaches learn to coach” (Steller et al., 2022).

Before one can learn to coach, they must know themselves what they are coaching. This in itself also has a similarity to coaching where there is no singular construct to the methods of conducting the activity. There are three main approaches identified by Cushion et al., (2010) as being behaviourism, cognitivism and social/constructivism. Steller et al., (2022) also highlights how different styles of learning play a particular part in forming a coaching style.

With the above noted and my now inevitable road to becoming a person in a position where I will be coaching / mentoring, it may be beneficial for me to now look at what type of role I would adopt. As I have identified the coaching style is influenced by my learning style. With my leering style being described as that of a kinistheric learner, what would best be suited to me?. Marcone (2017) has defined coaching style as being the process in which a coach delivers instruction, training or advice to their delegated learner. Marcone (2017) also shows us the agreed two main styles on coaching. Whilst these have been researched in a sporting environment, the earlier disclosure from Steller et al., (2022) regarding the lack of research into coaching in a Policing setting and the similarities with the sporting environment by Steller also.

Autonomy Supportive coaching and Controlling coaching. The former being one which allows the athletes / learners opinions to be taking into account with all the relevant information being provided for their own choices on an approach to be made. The former being one where the coach will often not given any mind or option to the learners in this setting and it has been argued that the feedback, whilst it is given, can often be negative (Marcone 2017). When you look at these in their most basic forms, you become someone’s coach, tutor or one could argue eve a leader to this person. Can we also look to research this topic further to elaborate on styles of leadership, coaching and learning becoming all encompassing?
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