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Task 1

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

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


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

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

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


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



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



ANSWER:


In this essay, I will be evidencing my role as a modern professional police officer and utilising the Gibbs Reflective Model (1988) to reflect on a policing incident that I attended during my time as a response officer in my final year of probation.

I was deployed to an address within our local area, after receiving a report of child concern / possible neglect from a teacher in a nearby Primary school. The teacher in question had concerns about two young children, who had been absent from school for nearly 2 weeks and there had been no communication with the children nor the parents, explaining for their absence. The teacher conducted a home visit due to concerns for the two children at approximately 1pm, and on their arrival at the property the teacher noticed that the front door was left visibly open slightly. After a few minutes of knocking the open door, one of the two children answered the door to the teacher naked and appeared to be very thin and unkempt, stating that their mother was in bed sleeping. Due to the immediate concerns for the children and the conditions they presented in, the police were contacted and subsequently attended. 

On my arrival inside the property, it was evident that persons living at the address were hoarders and the general condition of the property was unhabitual. Mouldy, gone off remains of food were scattered all over the property, including discarded cigarettes, drug paraphernalia and it was also noted that their cupboards within the kitchen were completely empty. I located the mother of the children on the top floor of their three-story home. She was under the influence of drink and/or drugs, and next to her in a small cot, was a baby no older than 4-month-old baby crying in distress. Next to the baby, laid a few pieces of chicken on top of a plastic bag, which the mother confirmed was the baby’s food.

In this particular case, this was a clear and horrific case of child neglect and therefor a decision was made for the mother to be arrested on suspicion of child neglect. A multi-agency approach was implemented as part of the investigate and further safeguard the three children from the property. The children were conveyed to the local police station as a place of safety, whilst other colleagues contacted the Emergency Social Services Duty Team (EDT) and made arrangements for them to attend the station and come up with a safeguarding plan for the children. 

During the mother’s interview, she confessed to struggling her recovery from Class A drugs and financial difficulties, she was not known to the police prior to this incident, advising police that following her separation from her partner the previous year, she resorted to drugs and developed an addiction which she has been battling ever since. After conferring with the custody sergeant post interview, given that due to the mothers’ vulnerabilities and her having no previous criminal record, it was decided to place the mother on a Women’s pathway rehabilitation course to help assist with her recovery from drugs and get her life back on track, this would involve a multi-agency approach to assist the family with the safeguarding and recovery.

A multi-agency approach puts the child and family’s best interest at the centre of the investigation. Due to a number of vulnerabilities and complex matter of the case, it would be impossible for one single agency to assist the family with rehabilitation and adequate support. A multi-agency approach across the relevant sectors is paramount to safeguard children and prevent them coming into harm in the future. Research has found that children and young persons are statistically more likely to be protected sufficiently when multiple agencies combine a collaboration to safeguard the vulnerable. (Working Together, 2013) In addition to this, Sidebotham et al (2016) supports this and states that multi-agency working is a key to effective safeguarding and child protection.  

The rehabilitation pathway was able to treat, provide guidance and support to ensure the mother was no longer dependant on drugs. The pathway also provided support to the mother, by assisting clearing the dirt, hoarded rubbish and mouldy food out from the property and bringing it back to a clean, happy family environment again. Once the rehabilitation staff were satisfied after a few months that the mother was showing strong signs of improvement and recovery, social services, the local school and police attended a multi-agency meeting to discuss and come up with a strategy, of the most appropriate and safest way to introduce the children back to their mother. This would be by starting on an hour supervised visits at a staffed children centre, to eventually with the hope of the children going back home to live with their mother permanently, whilst maintaining a close supervision from social services to prevent the version of events repeating. 

Throughout my involvement of the incident, I felt upset knowing that there are likely to be more children out there behind closed doors, suffering the same if not worse level of neglect that are in desperate need of help by professionals. Despite this incident being a very sad case of neglect, on reflection I feel proud and happy with everyone’s involvement in assisting the family get the processional help they so desperately needed. I am proud of everyone coming together, from the police to external agencies and working effectively as a team to safeguard the children and develop an on-going plan of how to continue safeguarding the family and prevent such circumstances happening again. 

The end result for this family after many months of recovery concluded on a more positive note. The mother made a full clean recovery from her drug use from the help of her rehabilitation course and drug worker after 12 months. The children were taken into care for this duration of time whilst their mother received rehabilitation care. The children maintained contact with their mother during this period and gradually over a period of time, the family were permitted to spend more time with each other before fully moving back home with close supervision of social services.

During the investigation, despite dealing with emotional and sensitive matters I ensured that I acted in line with the Code of Ethics which sets out the standards of behaviours all police officers must possess in England and Wales. I treated the female suspect with respect and courtesy at all times and ensured that the incident was treated with confidentiality and the correct use of force was utilised that was proportionate and justified. After dealing with this incident, I submitted a PPN (Public Protection Notification) which is a document shared with external partner agencies such as social services and the NHS (National Health Service) to make them aware of any persons within the communities who may have vulnerable and or at risk of harm. It is paramount that external partners outside of the police are aware of matters brought to the police’s attention where there is vulnerability is concerned, to ensure that those persons are supported by professionals after the police initial involvement. As it is highlighted within the Policing Vision 2025, the aim within this vision is to work closer with partner agencies, to reduce the pressure put on police forces and to ensure that the most vulnerable members of our communities are dealt with via the appropriate channels, to ensure they receive the professional and robust service. (NPCC, 2015)

In conclusion, this incident has given me the experience to learn build my knowledge, experience and identify the positives and identity what could have been done differently. I believe that, I could have introduced a drug worker to the mother during her time in custody, to establish if any further support could have been provided to her, surrounding her drug abuse habit. 

Focusing on an action plan relating to this matter as to how I would deal with similar situations in the future, I would advise my future self to not get absorbed in the emotional personal feelings that these challenging incidents may bring. In my personal circumstances, I attended this call after recently resuming from work after maternity leave after having my daughter. I found it hard to switch off from my personal feelings to my professional view of things. It was unknown to me at the start of the investigation, how positive things would eventually turn for this family with the help of professional rehabilitation that we were able to provide them.

As forementioned, this incident reinforces the points highlighted within The Policing Vision 2025, namely 4.1 Local Policing. The Policing Vision 2025 lays the foundation and planning, as to how policing will continue to develop and improve various differently elements of policing across the UK for the next 10 years. The vision documents how decisions will be made around transformation and to document how to utilise our resources in order to protect the public whilst providing a first class, effective and value for money service that will uphold the trust of the public. It looks to professionalise policing by setting out a plan for the next 10 years. At the centre of the vision, is the public and improving our service for them. Within section 4.1 of Local Policing in the 2025 Vision Document, it states that by 2025, local policing will be aligned and integrated where appropriate with local public services to improve the overall outcome for the public and to protect the most vulnerable within the communities.  (Policing Vision 2025 – N.D)

Within the Policing Vision 2025 document, it also highlights the need for consistency, accreditation, defined roles and making policing a professional workforce. In line with this vision as described above, I am working towards fulfilling the role of a modern, professional police officer as required by the College of Policing and highlighted within the Policing Vision 2025 document. I am able to confidently work on a daily basis, demonstrating that I possess the relevant skills and knowledge that is required from professional police officer and present myself in line with the code of ethics. At the end of my three-year probation, I will obtain a BSC degree in Professional Policing, in lines with the College of Policing policy and requirements of a modern-day police officer. The College of Policing sets the standards in professional development, including the codes of practise regulations across the 43 forces in England and Wales. They lay the foundations and set the standards for the training on police service, the skills they require and the qualifications they must possess and work towards during a police officer’s probation, known as the PEQF professional framework. This framework is based upon new modern curriculum aligned with the education levels set in England and Wales. (College of Policing, N.D)

Within my final year of probation, I have identified that my role as a police officer has changed since during the beginning of my career. I am now the second most experienced officer on my shift, with several other police officers now on shift with 1 year or less experience. With high numbers of new police recruits joining every 6 months, it is believed that this is due to the government’s Police Uplift programme which aims to recruit an additional 20,000 police officers across England and Wales starting from September 2019 and May 2023.  

 (Police Federation, 2023) With several other new in-service police officers on my team, I find myself in a position where I am the one giving advice and guidance out to new officers as I now have over 3 years’ experience within response policing. On reflection, I was the one asking for the same advice only just over 3 years ago. I am also now considering the next steps of my career and my personal development plan. I am hopeful for a career within Public Protection Unit (PPU) which investigates complex crimes relating to child abuse, vulnerable adults and management of sex offenders. To develop my skills further, I have liaised with my supervisor to seek approval to be assigned to more complex matter to further my experience and knowledge in preparation for moving onto the next step of my career. 

In conclusion, my final year of probation has been my role as a front-line police officer change. I am working to achieve my personal and organisational goals, whilst keeping the Policing Vision 2025 and College of Policing’s strategic policing requirement at the centre of my mind.  

Word Count: 2080. 
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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:

In this essay, I will be critically evaluating the use of social media by police forces as a means of informing and engaging with the communities they serve and therefor promote policy initiatives. I will analyse how the use of social media within modern day society has developed over the years and how it is used in most day-to-day scenarios within policing. I aim to highlight the benefit and risks in relation to social media platforms being used within police forces and how South Wales Police in particular use it to engage with our communities. 

The rise of social media has revolutionised public communication (Burnap & Williams 2016; Hanson, 2016) As such, Kaplan and Haenlein (2010, p61) referred to social media as a group of internet-based applications that allow the development of content established and published by human beings.  Social media platforms consist of mostly websites and apps, which can be accessed predominantly via a mobile phone. That being said, as of March 2022 87% of the UK population owned a smartphone (Strugar, 2022) It has been noted by Savoie (2022) that in 2022, the most popular social media platforms were Facebook, Youtube, Instagram, Twitter and Tiktok. 

The Policing Vision 2025 document which is issued by the National Police Chiefs Council, it highlights the plan to make a transformative change across the whole of policing. (NPCC, 2015) Their aim is that by 2025, there will be more accessible ways to digitally make contact with the police, whilst maintaining the traditional contact between the public and the police, keeping persons such as the elderly at mind who may not be so in touch with modern day technology compared to others. Bennet (2012) states that social media is vital to police forces as a way of reaching the younger, internet-savvy generation, adding that younger people do no longer purchase local newspaper within this modern-day society, and predominantly get their news via social media.

Police Forces across the UK have slowly adopted the use of social media to engage with the public as it has emerged as a trend within the coming years. Bullock (2017) states that that the adaptation of social media by police forces in recently years is to display a modern revolutionised side of community policing to communicate with the public digitally, as well as in person in traditional policing.

Previously, there has been a known comprehensive pressure on police forces across the UK to be transparent and open with regards to their decision-making processes. According to Bullock (2017) research has indicated that social media is primarily used by police forces to make requests for assistance, give crime prevention tips and circulate police relevant crime, rather than being used to facilitate debate and collaborative problem solving. 

It has been found by Crump (2011) that some UK police forces had already started using social media as long ago as 2008, albeit tentatively at first and as such over time the experimental use of policing using social media has continued to develop and evolve. South Wales Police and many other forces across the UK have begun utilising social media as a means to engage and communicate with their communities as it is seen as a fast reaching and cheap way to communicate with a large number of persons within one digital platform. South Wales Police are known to promote their social media platforms to disseminate information regarding major incidents, road closures, making appeals for missing or wanted persons, or providing the public with good work achieved by officers within the areas such as responding to community issues or anti-social behaviour.  This would coo berate the findings above by Bullock. 

The use of social media within policing comes with positives and negatives. With regards to a positive perspective, it may be regarded as a means for promoting greater levels of trust and co-operation between the public and the police (Bullock, 2018; The Police Foundation 2014) This would reinforce and align back to Sir Robert Peels, known as 9 Principles of Policing dating back to 1829. His principles referred to a long-standing philosophy of British Policing and stating that the police must ‘police by consent’. Sir Robert Peel was the founder of modern policing who stated that ‘the police are the public and the public are the police.’ The use of social media within modern days is a new interpretation of the Peelian Principles. If police forces are shown to be promoting to the public by proactively preventing and deterring crimes and being transparent with the public this helps built good rapport with the communities and in turn, promotes public confidence and trust within the police. 

Within this text, I will refer to an incident whereby I played a significant role in locating an outstanding suspect and how I implemented the use of social media to engage with communities. 

As part of my duties as a front-line police officer, I was I was aware that there was a high risk, priority suspect that was wanted for a serious domestic violence assault on a female victim, who has been left with substantial injuries as a result of the perpetrators vicious attack. The suspect had been evading police ever since the incident occurred and police were exhausting all lines of enquiries to try and locate the suspect, all hours around to clock to safeguard the victim. The suspect had been outstanding for nearly two weeks.

I utilised the National Decision-Making Model, when considering a strategy of how to best locate the suspect to ensure his arrest and safeguarding a high-risk victim of domestic violence. I gathered the information and intelligence that I had been provided with at the time, such as the victims statement outlining her version of events of how the vicious attack unfolded. I knew that the suspect was a serial perpetrator towards the victim, and since the attack occurred, I had received intelligence that the suspect had fled the country and was believed to be on the run between England and Scotland. I assessed the threat and risk posed on the victim, to ensure I was able to plan a working strategy on going forward. The victim was housed within a secure women’s refuge to protect her from the suspect whilst he was outstanding. After my initial lines of enquires were undertaken, it became clear to me that I was not getting any successful answers or positive actions from the enquiries I had been making to try and locate the suspect. I identified my options and contingencies which led me to seeking assistance via social media. The purpose of this was to engage with the public, sharing the information in line with force policy and guidelines to help locate the suspect.

As the world changes, social media is developing significantly within the online world resulting in a new form of policing to be adapted, such as digital policing. The internet and social media is a useful tool to quickly access information and intelligence online and to engage with the public via electronic devices, which is notably different to the traditional form of policing on the streets. There is guidance issued by the National Policing Improvement Agency and ACPO which sets out how police forces can utilise the use of social media, to interact with the public and disseminate information to them online. (NPIA and ACPO, 2010) However, despite many police forces across the UK now utilising social media in a way to communicate with the public and communities, there is no set national guidance that demonstrates how police forces should use social media. (Sommers, 2013) Having that in mind, it is therefore down to each individual force to use its own discretion as to how social media platforms within each force will be used. (Denef et al., 2013)


As we were getting little results from our lines of enquiries, I requested authorisation for a social media appeal. Social media appeals provide the police an opportunity to engage with the media, communicate with the public and to build public confidence in policing. I ensured that the appeal would contain all elements of an effective communication strategy. Due to the sensitive nature of the incident, I ensured that the engagement would not include any personal details in line with Data Protection Act 2018 or provide any specific information that may undermine investigative opportunities. I was aware how to run a communication strategy successfully and therefor ensured that the communication should be proportionate to the needs and requirements of the different communities that we would be addressing (Communications slide show, UWTSD). Effective communication shapes the service delivery towards the needs of the public. 

The appeal included a photo of the suspect, stating clearly that he was wanted for a S.18 assault and gave a brief time of when the incident occurred. The post encouraged persons to come forward if they held any information relating to the incident or knew the whereabouts of the suspect. It was paramount that the information shared was clear, open and transparent; as sharing misleading or inaccurate information can be extremely damaging for the police force and have an adverse effect on the public, where they would be likely to lose confidence in the police.

South Wales Police predominantly uses Twitter & Facebook for community engagement with the public however they do also use Instragram and Tiktok. I shared the appeal to both Facebook and Twitter social media platforms as these are the most used with the highest response rate of engagement with the public, whereas Instagram and Tiktok are primarily used for public interaction during local events. As a result of our appeal, a member of the public came forward with information which resulted in a positive lead of successfully locating the suspect and securing his arrest in line with Section 24 of PACE 1984. 

Social media engagement between the police and the public is routinely positive and professional. However, in some instances it can involve decisions that can be subject to challenge and scrutiny (Communication powerpoint). I am aware that the actions in which I undertook to locate the suspect also came with some risks.  The negative side of the usage of social media within policing is that there is potential for mistakes to be made if the information is not given, or inappropriate information is disclosed then any mistakes are immediately exposed to the wide public.  

In addition to this, due to the large number of persons whom use social media this could provide large volume of data passed to the police which may include false information which could be provided to purposely deter police further away from the suspect and as a result waste time following false leads, or due to the volume of information that could be provided the police could miss the important information that could help prevent a crime or apprehend the suspect quicker. This can be supported by Fowler (2017) who noted that due do the large volume of traffic of online users, this causes an increase in the risk of misinformation provided to the police, which will need to be reviewed and sanitised before determined if the information is credible.

Throughout the investigation, I ensured that I treated the suspect with the highest standard of professionalism and integrity from start to finish. In line with the code of ethics, I ensured that I lead by good example and I made choices based on the evidence available to me and ensure I abided by my best professional judgement. I ensured that all decisions made within the case were based upon the best available evidence to me, in line with the national force policy supported by College of Policing.

On reflection my use of social media within policing had a positive result. The use of social media, helped obtain information and intelligence provided by the public, in order to locate the suspect wanted for a serious domestic violence assault. As a result of obtaining this information, the suspect was charged with the offence of S.18 Causing Grievous Bodily Harm with intent, which he subsequently pleaded guilty in Crown Court for. He received a minimum term of 3 years in prison. This was a positive result, meaning the victim was safeguarded from the perpetrator and I was able to bring the suspect to justice for the horrific injuries which he caused on his then, partner. 

As Police Officers, our number one responsibility is to save life and limb bringing offenders to justice. By use of careful decision making via the National Decision-Making Model and having the ‘Tackling violence against women and girls’ joint strategy’ (N.D) at the centre of my mind, I ensured that I was able to meet my job role objectives. I maintained the safety and wellbeing of a highly vulnerable victim whilst maintaining determination to standing against such violence and taking positive action against those responsible, whilst maintaining the highest level of service.  

Word Count 2150.


















Task 3

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


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

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




ANSWER:


In this text, I will be critically analysing leadership strategies that I have developed to manage several different situations that I may come across as an operational police officer. I endeavour to evidence and evaluate my flexibility in leadership styles and discuss leadership models commonly used within policing. 

Leadership is the process of influencing others to understand and agree about what needs to be done and how to do it, and the process of facilitating individual and collective efforts to accomplish shared objectives (Yukl, 2010, p.8) Effective leadership enables followers to success. It sets direction, builds a vision, and adapts to as circumstances require. Leadership is about mapping out where you need to go “win” as a team or an organisation (Mindtools, N.D)

There are several different leadership styles which I will discuss within this text. Autocratic leadership, or also known as Authoritative leadership is popular when in high pressure environments whereby a decision is required to be made promptly and swiftly whilst under pressure. An autocratic leader is likely to take individual control over all aspects of decisions being made and prevents little input to be given from other group members. This aspect of leadership is commonly found within policing due to the fast paced, mentally and physically challenging situations in which officers may find themselves. For example, whilst attending incidents on the front line, officers will utilise the National Decision-Making Model (College of Policing, 2023) to ensure that threats and risks are managed, to ensure the correct and safest decisions are made. Whilst being an autocratic leader may be positive in one aspect as that person is able to demonstrate making decisions whilst under pressure, on the other hand this style of leadership can cause tension between team members, as if colleagues’ opinions and concerns are not being listened to this may cause a lack of moral and willingness to work as a team. 

Another leadership style is Democratic leadership. Opposite to an Autocratical leader, this type leadership promotes the team to participate in the decision-making process. It is believed that in doing so, this improves morale and increases productivity between colleagues due to them feeling valued and listened too. Villanova University (2023) state that Democratic leadership is also known as shared or participatory leadership. This style leadership is not suitable to be used within a fast paced under pressure scenarios as it allows other members to consider their options with time and thought, rather than making an impulsive decision as a Autocratic leader would.

The final leadership style which I will make reference too is Laissez-Faire, otherwise known as a ‘hands off’ leader. This type of leader as minimal involvement with regards to the decision maker, and simply passes the decision into the hands of the colleagues to make the correct decision with minimal input from the leader. In relation to policing, this type of leadership style could be seen as beneficial, dependant on the individuals’ preferences and learning type. For example, I am predominantly a Kinaesthetic learner, which refers to an individual who learns best whilst using physical body movement and interacting with their environments whilst learning. This type of leadership, allows individuals to gain self confidence and trust with the leader, allowing the individual to think outside of the box and use their own initiatives whilst problem solving at calls. (Cherry, 2022) Arguably, this style of leadership could be seen as negative, as the leader could be seen as uninterested or potentially come across as motivational. (Lee, 2021) 

Within the Leadership Review published by The College of Policing in June 2015, it was highlighted that leadership sits at the heart of what it means to practise as a professional and it set out the case for changing the way in which we equip those working in policing with leadership qualities. (NPCC, 2017) 

During my time as a police officer, I have developed leadership strategies to manage the wide range of different scenarios that I now find myself in. I have also developed ways to change leadership styles depending on the nature of the incident which I am attending and who I am partnered with. 

Working as a front-line response officer, comes with the challenges of working in a fast placed environment responding to emergency calls as well investigation crimes slow time. There had recently been a new implementation of how files of evidence are compiled and sent to the Crown Prosecution Service for their review to decide on a charging decision. The old procedure had been around for years and had never been changed therefor there were thousands of officers who were confident in how to compile their files of evidence for the CPS with no errors and a successful conviction rate. The new implementation for compiling evidence was introduced as the previous system was outdated and was well over due a freshen up. 

The introduction of the new policy and procedure brought a lot of negative thoughts and opinions to many experienced officers, including those on my response shift. There was a huge lack of motivation from team members, who were left anxious and unconfident with the input we had received for the new procedure. It was identified that officers were not sufficiently updating their victims of crimes for updates on the investigation as they were finding themselves consumed and stressed, trying to understand the new file procedure instead of providing a quality service to the victims. The team’s productivity rates, figures and victim satisfaction feedback were significantly dropping.

After a few weeks of familiarising ourselves with the new procedure it was clear to me that officers were beginning to become stressed and were clearly unhappy with the new policy. This was having a direct impact on our figures for the shift, our productivity as a whole and a negative effect on the quality of service towards our victims of crimes. Our victim update percentages had dropped to the lowest it had been in over a year, and our figures for securing arrests for priority suspects had also dropped. I identified the correlation and link between the new procedure that had been recently implanted and our success figures that had dropped significantly. It was clear that the lack of motivation and wellbeing on shift was having an effect on the team being proactive and the quality of our work. The team appeared to be spending most of their time, inside the office trying to come to terms with the new system which was consuming most of our time and affecting our figures.

It was at this point I decided to utilise a Democratic leadership to resolve the issues we were experiencing not just on my shift but within the police station as a whole. I utilised a transformational police leadership approach or also known as Democratic leadership, which focuses on a ‘people-centred approach’ that aims to inspire, empower and motivate the team.

Hubrets, Kaptien and Lasthuizen (2007) found in their research that in order to be an influential role model, comes demonstration of good moral behaviour and strictness prevents corruption and misuse of resources. There are two types of leadership within large organisations such as a police force, known as transformational and transactional. Historically, most leadership styles have been known to be transactional, which involves the implementation of authority and extrinsic motivation. On the other hand, Mastrofski (2004) states that transformational leadership assists officers to making the right decisions by following their supervisors who possess the relevant moral standards required by the organisation, in this case Code of Ethics for policing. Bowie (2002) maintains that leadership is not effective until supervisors encourage their staff to make uniformed decisions. 


I took it upon myself to volunteer as the new CPS file SPOC for the new procedures that had been implemented. With the approval of my supervisor, I was able to take myself off shift for two weeks and spend my time at a department known as ‘The Hub’ to come up to speed and fully briefed on how the new system worked, what was needed from officers and become familiar with the gold model standard of work expected from officers.

I took on board all the information provided to me at the time, I made notes for my personal memory and to ensure I could relay all the information provided to me within the two weeks, back to my shift as clearly as possible. I relayed the information back to my shift and answered any questions that other members on the team had.

After a few months of delivering the session to the shift, the teams morale had been boosted and the general well-being of each member of the team had hugely improved. Staff were left feeling more confident with the file work and gradually over time they were asking less and less questions and becoming completely independent with the new procedure. 

At out 6 months ‘Back to the floor’ meeting, that is presented by chief officers of our sector area to response officers which highlights positive matters within the Police Force and areas of note that required further attention; It was noted that the implementation of becoming CPS file SPOC was a huge success in our local division. Officers were informed that our victim codes and updates had gone from being the lowest overall in the sector and the lowest figure they had ever been in 2 years, to becoming the highest achieving sector, succeeding other sectors figures by a record high.

The leadership style which I have found from personal experience the most beneficial is Democratic Leadership. I personally find that this approach provides exclusivity between leaders and other colleagues. It gives all persons the opportunity to share their opinions, thoughts and ideas which others may not have considered. 

As forementioned, I am now one of the second most experienced members of staff within my team and I am often paired with much younger officers of service who look up to me for guidance and support. Therefore, I am cautious that depending on the individual scenario, my leadership stye may need to change to cater to the circumstances. 

Throughout my period thus far within the police service, I believe that each type of leadership is beneficial dependent on the individual circumstances. For example, if officers attend a call whereby, they are under high pressure situations a autocratic leadership style would be beneficial to have that authorities figure to refer to and abide by their dissemination of tasks to ensure the safety of others in fast pace environment. I have personally experienced supervisors who take a complete Laissez-Faire approach with regards to their staff and this has been known to cause some negative tension between colleagues, with other members of the team becoming known to manage the shift between themselves resulting in poor management skills and conflict between others. 

In conclusion, I am aware that leadership styles can change in line with the situation you are dealing with at the time, and having flexibility is paramount to being successful in dealing with fast pace, complex incidents which police officers may attend. 
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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 section I will use the Kolb’s Learning Cycle 1984 to critically reflect on my three-year probation as a Police Constable. I will reflect on how I have been coached and mentored from my initial training at the start of my career, through to becoming an independent patrol officer. I will discuss how I have felt throughout my four-year probation and how my experiences and feelings have changed as I have become the more experienced officer on shift, whilst meeting personal and organisational goals.

Coaching and Mentoring sound similar however there are significant differences between the two. Coaching is defined as a help given by an expert to an individual for the improvement of their performance. Mentoring refers to an activity where a person guides a less experienced person. Coaching is considered task oriented, however mentoring is relationship driven. (Surbhi, 2018)

The College of Policing (N.D) states that mentoring is a relationship where a more experiences or knowledgeable person offers support, advice and guidance to help a less experienced person develop and progress their personal and professional skills. They highlight that during mentoring phase, the focus is on the career and personal development of whom is being mentored. The mentee identifies when advice, guidance and support is required. 


Within this text I will reflect upon my probation as a Police Officer and how coaching and mentoring has helped me meet my personal, professional and organisational goals.

The standard probationary period for new police officers is between 2-3 years, depending on what PEQF entry route you undertake. In my personal experience, I joined the PCDA entry route in March 2019, meaning I would initially undertake a 3-year probation. As I fell pregnant within the early stages of my third year of probation, in line with South Wales Police and College of Policing Guidelines my probation period was extended for an additional year, to cover the period of time that I would be taking off on maternity leave. 

Prior to my career starting within the Police, I worked in an office-based call centre for the DVLA.I had left school after completing my A Levels and attended University to study a completely unrelated subject to policing. After I completed my first year of university, I begun to recognise that I did not wish to pursue a career in my subject which I was studying and instead started to take an interest to policing as a career. I would enjoy watching tv programmes based on policing however looking back I did not fully appreciate the dangers and risks that police officers find themselves in on a daily basis. When I was informed that I had passed all stages of the recruitment process, I was overjoyed and could not believe that I was about to start a completely new career as a Police Officer. 

For the beginning 6 months of my career, myself and over 100 other recruits were faced with stringent class room environment learning with several different class tutors, who had a vast of experience behind them in which they utilised to pass onto us new officers. Training within thee 6 months consisted of powerpoint lectures, physical role plays and written exams, which would cater to all different styles of learners. Different types of learning styles are known as Auditory learners, who process and take onboard information best by hearing such as listening to a podcast or listening to someone describe how something is done. A Visual Learner takes information in by observing or watching something, such as video’s, looking at images or observing something being done by someone else. And finally, a Kinesthetic learner is someone that learns from physically doing something such as picking things up and assessing them or conducting role plays (Nair, 2022)

Within the 6 months of training, I learnt a wide range of completely new topics ranging from offence definitions, types of offences, officer safety training and legislation relevant to the role of a police officer, such as the Police and Criminal Evidence Act 1984. On reflection of my education growing up and my experience of learning within the initial 6 months of becoming a police officer, I was aware that I am both a visual and Kinesthetic learner. I would gather my initial understanding of by visually watching a class tutor demonstrate how something is done, and I would follow this up by benefiting from role plays or physically doing something myself, such as writing detailed statements. I would put this into practice best by after listening to coach explain something or demonstrate something, by following it up with role play scenarios. I identified that learning from a power point is very different to putting something into a physical action, which is very much what the role of a Police Officer is. 

By adapting role plays, I was able to gain confidence in speaking in front of an audience, I gained confidence reading off the caution verbatim whilst under pressure and I learnt to confidently work as a team with whoever I was partnered with, despite not knowing them extremely well. All these scenarios are beneficial to the role of a Police Officer as some days you may be paired with someone you do not know, or you may find yourself in a high pressure environment whereby lots of members of the public may be observing our every move. During the first few times of taking part within role play scenarios, I recall feeling extremely anxious and almost embarrassed to be ‘acting’ in front of people who I had only recently just met. However, as time went on I came more familiar with how to conduct myself and I gained confidence when receiving feedback from the tutors this helped me build the foundation of my confidence in my new career. 
On reflection on this part of my career, I feel that the role play elements to my learning and development was imperative for myself learning and development. Each time I undertook role plays, I became more confident upon doing so. 

The training I received within the first 6 months of my career, enabled me to successfully pass my written exams and provide me with a foundation of knowledge and skills to take with me out onto the communities. Having successfully passed initial training assessments, this enabled me to be signed of and placed within communities with a tutor, to further develop my skills and knowledge, putting all of the classroom learning into real life. 


When I completed the first 6 months of class room-based learning, I was assigned a tutor who mentored me through 12 weeks of tutorship. Within these 12 weeks, I would gain hands-on and real-life experiences to what is expected of a Police Constable within response policing. During this period, at the beginning I initially observed more of my tutor whilst dealing with calls as I felt that I did not know how to put my classroom learning into physical demonstration. It was during this period I would adapt a visual learning style to observe my tutor’s actions, make mental notes of everything that was happening, and after the call I would like to debrief with him and speak about everything that happened, what decisions were made, what powers we had and why. 

After a short while of observing my tutor’s actions and decisions, he began to take a step back and gradually let me take the lead at calls as my confidence grew. This enabled me to learn how to make decisions under pressure and in fact paced environment, it gave me confidence in dealing with violent incidents as I had gained experience and confidence from utilising my officer techniques. Once I was able to deal with violent or complex matters with confidence and little intervention from my tutor, this made me feel proud that the last 6 or more months of intense learning, were finally paying off. 

As my 12 weeks of tutorship begin to come to an end, my tutor and I utilised a mentoring theory known as the OSCAR model which was originally founded by Karen Whittleworth and Andrew Gilbert in 2002, which was an adaptation of the already existing model GROW which was founded in 1990s. The OSCAR acronym stands for Outcome, Situation, Choices, Actions & Review. (Gilbert, 2009) The GROW model stands for Goal, Reality, Obstacles, Options & Way forward. My tutor and I would adapt the OSCAR and GROW models to each individual call in which we attended, by discussing the matter before we attend the location, such as what information is available to us at the time and what our options may be, we would continue to use it during and after each individual call to discuss and reflect what happened, what decisions were made and why. 

Once I had completed the 12 weeks of tutorship and I was officially signed of as an independent patrol officer, I was moved to a completely station to a team who I had never met before. This caused me feeling nervous as knowing that my tutor was no longer within close proximity to me, I briefly worried that I was going to lose all my knowledge and confidence. However, I quickly came to realise that my new colleagues were more than happy to give out advice and help at any point that I may need. I was advised by my supervisor, that although I had been signed off as an independent officer, I would have a mentor within the shift who I could refer too, If I was ever in a situation where I was unsure what was required of me. Mentoring is defined within the English Dictionary as “the act or process of helping and giving advice to a younger or less experienced person.” (English Dictionary, 2023)

 Within my third year of probation, my confidence had grown significantly despite there being a change of staff within our shift, with officers leaving and new officers joining. I would still reefer to my colleagues for feedback or to discuss a call which we might have attended that was complex in nature. As forementioned, it was half way through my third year of probation, that I fell pregnant on my daughter. This resulted in working from home due to the risk of harm which I may face whilst on patrol, before leaving work for maternity leave.

On my return to work from maternity leave after 12 months, I felt like I was back to day one on the beat again as a brand-new officer. I felt that all my hard-earned learning and experience had been erased from my memory and that I was back to square one. This brought a huge level of anxiety prior to me returning to work. I was aware that there had been significant changes to staff within our team, with my previous colleagues having now moved onto other departments, meaning the shift was now filled with brand new officers, leaving me the second most experienced officer on shift. This made me think of when I was a new officer, when I would look up to the more experienced officers and would be guided by their knowledge and advice. I feared that the younger officers would look up to me for support and guidance, when I was feeling most vulnerable and unfamiliar new processes. I voiced my concerned to my supervisor prior to my return to work, and I was subsequently reassigned a mentor to assist me and provide me guidance to refamiliarizing myself with my day-to-day duties and my role. 

There were occasions where I would be placed with the new officers who had less experience than me, however I ensured that as colleagues we continually provided each other with feedback and debriefed each call to better our understanding of what powers we have, what options are available to us and why we chose those decisions. Within a few weeks, my muscle memory and knowledge came back to me and I was soon feeling confident when in work and I enjoy providing and exchanging feedback with colleagues at all times, to further develop my learning and understanding. 

In the workplace, constructive feedback is imperative to ensure personal and organisational development and assists employees to develop better knowledge and understanding of their role and how they are preforming such as meeting business targets and organisational targets etc. According to Gratton (2008) of the London Business School “one of the most crucial organisational levers in the creation of cooperative working environments and collaborative teams is managers who coach and mentor others” by providing constant feedback on employee performance. Feedback given to employees, encourages individuals to work on their strengths and develop their weaknesses, which in turn produces high-performance teams and organisations (Gratton, 2008)
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