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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 writing about a policing incident in which I played a significant role with a victim of domestic assault. I will reflect on the incident and discuss my role as a police officer in dealing with the victim in order to provide the most effective and professional service. I will then critically evaluate the role of the College of Policing in the professionalisation of policing in the UK and will explain how this supported my decisions and actions when dealing with the incident. I will then discuss how, in my final year of probation, I am working to fulfil the role of a modern professional police officer and will critically reflect on how this final year has seen my role as a police officer change.

The structure of this essay will follow Borton’s 1970 Model of Reflection (Rolfe, 2014) which is a reflective model which follows a structure based on 3 elements. The first being “What”, where I will reflect on the incident discussed through explaining what happened and my subsequent actions as a police officer. The next stage of Borton’s Reflective Model will be “So What” which is where I will evaluate how the professionalisation of policing aided and influenced my decision making and actions. Finally, “Now What” is where I will reflect on how my role as a professional police officer has changed in my final year and how, going forward, the professionalisation of policing will aid my future development.

The incident that I attended and played a significant role in supporting the victim involved a domestic assault where the victims’ partner had violently assaulted her in their home address. College of Policing (2022) state that domestic abuse is defined as the behaviour of a person towards another, and both persons are each aged 16 years or over and are personally connected to each other, and the behaviour is abusive. This abusive behaviour can consist of physical or sexual abuse, psychological or emotional abuse, violent or threatening behaviour, economic abuse, controlling or coercive behaviour. The Office for National Statistics (2023) report that in the year ending March 2022, it is estimated that 5% of adults in the UK, which equates to approximately 2.4million people were victims of domestic abuse. Of these victims, women were identified as being significantly higher with an estimated 1.7 million females being victims of domestic abuse, whilst an estimated 699,000 men were identified as victims.

Following the arrest of the perpetrator and his conveyance to custody in the incident that I attended which ensured the immediate safeguarding of the victim, my immediate concerns were for the victim and the injuries sustained. I spoke to the victim in a calm and sympathetic voice as I wanted my communication to be effective in ensuring that the victim understood that I was there to help her and to ensure that I was able to gather best evidence in the immediate aftermath of the incident. This was vitally important as detail gathering in the ‘Golden hour’ following an incident can have significant supportive consequences on case building. This is the time where witnesses are identified and evidence can be protected or gathered while it is still fresh and undisturbed (Bryant and Bryant, p235, 2021).

Throughout my interaction with the victim, I considered the victims’ rights that each victim of crime is entitled to which is The Victims Code of Practice (GOV.UK, 2023). My initial interaction consisted of the victims’ rights of being understood and to be able to understand, where I communicated clearly and openly. The victim was able to converse clearly in the English language, however had she not, I would have considered a translator or other forms of interpretation. The details of the crime were recorded efficiently and without delay and I clearly explained the criminal justice process to the victim to ensure that she understood procedures. I carried out a Public Protection Notification report which identified the perceived level of risk that the victim was faced with from the perpetrator, to which this report was submitted and shared with partner agencies with the victims’ consent, of which could offer support to the victim going forward. Partnership working between the police and partner agencies such as social services, housing, education, and domestic violence agencies are vital in the support of victims since this multi-agency form of working was introduced under the Crime and Disorder Act in 1998. McCarthy and O’Neill (2014) found that although the importance of partner agency working is clear in assisting victims of crime, due to funding cuts to public services and austerity, the effectiveness of the partner agency support is often affected with services attempting to overcome the challenges by re-structuring front-line services with fewer resources. 

During this incident, I felt that I always dealt with the victim in a professional manner as I wanted the victim to feel that I would do everything that I could to help her. I listened to the victim as I allowed them plenty of time to talk and showed empathy and ensured that my body language and eye contact was engaged. The importance of communication through a professional manner in modern policing is essential. I was conscious of the Betari’s Box model of communication which explains how my attitude when dealing with another will affect my behaviour, which then affects their attitude which will affect their behaviour (College of Policing, 2023). By remaining calm and positive, I wanted to ensure that this would have a positive effect on the victim during our engagement.

The decisions that I make during the policing incidents that I attend result from the training that I have received during my time as a police constable. At each incident that I attend, following an analysis of the situation that is presented in front of me, I aim to make professional decisions through implementing correct policing procedures which result from the knowledge that I have gained, and through ensuring that these decisions are honest, impartial, and ethical decisions. Following an announcement by the Home Secretary in 2011 regarding the professionalisation of the police service, the College of Policing was created in 2012. The term “Professionalism” is defined as the characteristics and behaviours considered necessary for professional practice. These consist of the ability to interact effectively with co-workers and members of the public, to develop knowledge and skills, and to demonstrate behavioural traits that display the values of honesty, integrity, and ethical probity (Oxford Reference, 2023). The purpose of the creation of the College of Policing was to create a consistency across all 43 police forces in England and Wales with regards to professional development which include their codes of practice and regulations, training, skills, and qualifications (College of Policing, 2023). The chair of the College of Policing, Lord Herbert of South Downes stated “By boosting professionalism we will address the growing concerns about the culture of policing, while improving the performance of policing as a whole” (College of Policing, 2022). The teachings of the College of Policing follow an Evidence Based Policy (Sherman, 2013) which is based on previous academic research which can be used to improve policy, practices, and cost-effectiveness of police work (Rogers and Smith, 2018). Through following an Evidence Based Policy, a consistency of learning is provided across all 43 police forces in England and Wales. In 2022, the College of Policing set out their 5-year strategy which consists of five strategic ambitions to develop a more effective police force, being through building trust and a fair culture, transforming police leadership, supporting career-long professional development and wellbeing, boosting core skills, and strengthening innovation (College of Policing, 2022). From a personal perspective, I attend regular reviews with my training manager which ensures that my performance and development is in line with the expectations set by the College of Policing. These reviews provide excellent opportunities to identify any concerns that I have, or that my training manager has, which in turn can be rectified in an honest and professional manner.

A joint conference carried out between police chiefs and police and crime commissioners saw the implementation of Police Vision 2025 which provides a vision of future policing over the next 10 years. The vision identifies how police forces will use their resources effectively and cost efficiently in ensuring that people in England and Wales are provided a safe society to live (National Police Chief’s Council [NPCC], 2023). Police Vision 2025, in highlighting its five priorities for reform, identifies the College of Policing, with the development of the Police Education Qualifications Framework (Police Federation, 2019), as being essential in working with forces to ensure that new police officers are provided with the correct skills and powers to meet the demanding and challenging requirements of the occupation. Association of Police and Crime Commissioners Chair Vera Baird QC stated that “People want a responsive service that is able to tackle the future challenges and embrace the future opportunities of policing” and that the police service “needs to attract and retain a confident and professional workforce” (NPCC, 2023). It is clear that as society evolves through technological advancements and increased demands, the requirement for the police service to evolve is imperative. However, Fox (2019) states that society is reluctant to accept an evolving police service and is striving to hold onto past models of policing that had the “local bobby” at the heart of the community. Balancing the expectations of what the public want from their police service and what is feasible and realistic remains to be difficult to maintain. Hunter et al., (2018) also argued that the practical element of policing when out on the streets did not have a great deal of connection with the formal knowledge and ‘soft skills’ that student officers had been exposed to. 

The Strategic Policing Requirement, as set out in Section 37A of the Police Act 1996, is created by the home secretary following reviews in order to provide direction to Police and Crime Commissioners and Chief Constables to support local and national priorities effectively, and to improve responses and partner force working to cross-boundary threats (Gov.UK, 2023). These cross-boundary threats are crimes that require substantial focus due to the level of threat that they contain. Examples of these set out in the Strategic Policing Requirement include terrorism, public disorder, child sexual abuse, serious organised crime and Violence Against Women and Girls (VAWG) (Gov.UK, 2023). This has been included as an additional national threat due to the risk that VAWG presents to public safety and confidence. Due to the professional policing training that I have received in my probationary period as a police officer with regards to my skills and knowledge, at each incident that I attend where it is apparent that an offence is present that contains elements of any violence towards women and girls, I am immediately aware that I am required to effectively use the legal powers that I have to take the correct action in dealing with the incident. During the incident that I was attending, which was a domestic assault incident, I was immediately aware that the safeguarding of the female victim was my priority. Having understood the allegation, I arrested the offender immediately and had him conveyed away from the victim to prevent any further harm. I understood that it was important to identify support required following the incident in order to provide ongoing safeguarding through utilising relevant partner agencies that could provide ongoing support.

As I reflect on my actions during the incident that I attended, it is apparent that my decision making throughout has been shaped by the professional police training that I have received during my tutorship period. The strategic role of the College of Policing, which has a clear direction to train police officers in a professional manner has taught me that decision making through the correct skills, knowledge and always with the police code of ethics at the forefront of my thoughts will aid me in making the correct decision whilst also creating positive public perception. During my final year of probation as a police officer, my role has changed significantly. The expectation from my line managers and work colleagues on my decision making is greater as I am becoming a senior individual on the team often working with less experienced officers. I am expected to provide guidance, and to actively demonstrate how a professional police officer conducts themselves. I believe that the training that I have received through the support of the College of Policing has prepared me to effectively carry out my duties in a professional and ethical manner. As I review the final part of Borton’s Model of Reflection, the “Now What?”, I will continue to look to improve my knowledge and skills in policing through the attendance of courses, learning from colleagues and through the engagement with senior members of staff. My priority is the safeguarding of those that are vulnerable in society, such as the female in the domestic incident that I attended, and I will continue to self-reflect on my decision making and constantly look to improve.
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:



In this essay, I will reflect on a police incident that I attended in with I played a significant role in helping a victim of an assault. I will then explain how the use of social media as a means of engaging with the public was utilised in order to locate the male who carried out the assault. I will explain what is meant by the term “Social Media” and will demonstrate statistics that will highlight the volume of active social media users in the United Kingdom. I will then critically evaluate my experience of the use of social media as a means of engaging with the public and promoting policy initiatives. 

This essay will be structured on the Gibbs Reflective Cycle (Gibbs, 1988) which is a model that follows a six-stage reflective process. Firstly, I will provide a description of the incident that I attended and will explain my thoughts and the feelings that I felt when I was presented with the incident. I will then evaluate what I considered to be both good and bad during the incident and will demonstrate an analysis of my actions and decision making. I will conclude what else that I could have done in this situation and will reflect of what I would do if this type of incident arose again in the future.

The term “Social Media” describes a range of technological tools that allow people to share information and ideas with one another. Social media platforms allow real time access to information for its users and provides a form of interconnectivity to the world. It is estimated that approximately 4.7 billion people worldwide use social media which equates to approximately 60% of the world’s population, with approximately 46% of internet users accessing their news via these means (Dollarhide, 2023). Within the United Kingdom, a government lead ‘Social Networking - Taking Part Survey’ in 2019 – 2020 found that approximately 66% of the UK population use the internet, equating to approximately 45 million people, with the most common response at 52% of users around internet usage being to access information around what is happening in their local area (Gov.UK, 2020). These figures demonstrate that with the advancement of technology, the importance of the internet and social media platforms as a means of communication and to obtain information is hugely important in todays society. 

The incident in question that I attended involved an assault which had taken place in a public area during a nighttime economy shift. The victim of the assault had suffered severe facial injuries as a result of the assault, and upon my initial attendance, the perpetrator of the assault had left the location prior to my arrival. Due to the severity of the injuries, my initial thoughts were to safeguard the victim from any further injury and to obtain medical treatment as soon as possible by conveying the victim to the nearest hospital in my police vehicle. Throughout my interaction with the victim, I ensured that my communication was clear and reassuring as I wanted him to understand that he would be safe in my care and that I would provide the best possible help that I could provide. I ensured that I followed the Victims Code of Practice (Gov, 2023), which are the minimum standards that each victim of crime is entitled to in that I allowed the victim to be understood through listening and ensured that they could understand myself through my clear communication. The recording of the offence was efficient with “Golden Hour” (Bryant and Bryant, 2021) enquiries conducted in order to identify any key witnesses and CCTV opportunities that would assist in the investigation going forward. I was also aware that following the immediate incident, with the victim’s consent, I would refer the victim to partner agency support services who would be able to offer specialist support to the person going forward. I asked the victim during my interactions with him if he knew the person that had caused these injuries to which he replied that he did not. No immediate witnesses were identified to the alleged assault, however as this had taken place in a town centre location, I was conscious that there would be CCTV coverage of the area which could possibly have captured the assault or an image of the subject who had carried it out.

Further enquires established although the actual assault was not captured on CCTV, an image of the male who was identified by the victim as having carried out the assault was captured leaving the location. I understood the importance of identifying the male as soon as possible in order to carry out his arrest which would allow a prompt and effective investigation, and to ensure that this person did not carry out any further assaults on others. Difficulties in the identification of the male were found over the following days and I approached my Sergeant to attempt to circulate the image on a Social Media appeal in order to seek the help of the public in his identification. 

The police’ use of social media has increased significantly over recent years as a platform for communication with the public. Various social media platforms such as Facebook, X (previously known as Twitter), Instagram, Tick Tock, LinkedIn and You Tube are regularly used by the police. Social Media offers the police a means of communicating and interacting with the public, facilitates the immediate distribution of critical information and can help with the gathering of intelligence (Gov.UK, 2023). Social Media’s expanding influence and reach provides the police with significant opportunities, and it is becoming increasingly accepted that it’s use will aid the police positively going forward. Nick Keane, a Digital Engagement Advisor for the College of Policing stated, “An online presence in a modern world is as important as traditional policing methods such as walking the beat” (Fernandez et al., 2017). A survey carried out by Accenture (2012) found that the police use of Social Media benefits in 3 key areas. Firstly, the providing of information with specifically targeted information being shared quickly, easily and cost efficiently through social media channels. Secondly, it allows key engagement for the police to connect and build relationships with members of the public and local communities. Thirdly, it aids intelligence and investigations through allowing the police to listen to their communities and to monitor social media content which can assist in building evidence for further investigations. Social media allows the police to interact with “hard to reach” communities, reaching an audience that is distinct from that which often attends public meetings. For example, younger individuals have shown interest in contacting the police through the internet and allows members of the public to raise concerns whilst remaining anonymous (London Assembly, 2013). The Accenture (2012) survey went on to report that 69% of respondents said that they would communicate with the police more if they could remain anonymous. As a result, social media may give the police access to information from people who would otherwise have not contacted them. However, it is also argued that the Social Media usage by police forces as a means of communication with the public is seen as ‘one way’ with much of it’s output failing to facilitate this two-way dialogue (Grimmelikhuijsen and Meijer, 2015). According to research, the police mainly utilise social media to post information about crimes and incidents relevant to the police, to ask for help, and to provide advice on how to prevent crimes rather than to promote communication, discussion and cooperative problem solving (Bullock, 2018). A study carried out by the UK Police Federation highlighted a risk in that UK police forces’ use of social media as a means of engagement varies between forces, with the way that information is presented being vital in affecting the likelihood if it being read and passed on and the way in which the sender is viewed. Forces that used an informal style created a closer relationship with the public, however this approach also made boundaries easier to overstep leading to a number of negative responses from readers. Alternatively, forces that use a formal style in their communication were less prone to negative feedback with an easier media feed to maintain, however reduce their abilities to engage and connect effectively with the public (Police Foundation, 2017).

The importance of maintaining a professional standard when using social media as a means of communicating and engaging with the public is essential. Force policy highlights established principles which are required of police staff when using social media for a policing and engagement purpose. These principles include the requirement for shared material to be Credible, Consistent, Responsive, Inclusive, Ethical and Personable (College of Policing, 2023). South Wales Police as a force also set out a number of ‘House Rules’ to the public who engage on the force media platforms to ensure that the media accounts are safe for all to use (South Wales Police, 2023). Examples of these rules include the requirement not to post any content which is abusive, obscene, racially offensive and sexually offensive. 

My decision to circulate the still image of the suspect on social media was supported by supervisors who agreed that an arrest of the person was required as soon as possible, and that through the engagement of the public, his identity would be established. I engaged with the force social media team and explained my requirements which had been authorised by my inspector. I considered the required principles and was mindful that the social media post would need to be credible and ethical, and that the tone of the post through its language would need to be engaging. The social media post was distributed through Facebook and X (Twitter) and I was aware that within seconds, this appeal would be viewed by thousands of people following the South Wales Police media platforms. The Facebook page of South Wales Police, for example, currently has over 196,000 followers. Within hours, I was informed by the media team that there had been a strong engagement from the public and a consistent name was being presented through the communication with regards to the identity of the suspect for the assault. This immediately demonstrated to me that through engaging with an audience that, were it not for social media, would be far more difficult to reach, the ability to progress an investigation efficiently was possible. Following a review of the feedback received from the public, the suspect was identified, and an immediate arrest was carried out. I updated the victim with regards to the arrest, as required by the Victims Code of Practice (Gov.UK, 2023), to which they were very happy with this outcome.

As I evaluate my experience of the usage of social media during this incident where I played a significant role with the victim of assault, I can identify that the importance of maintaining a consistently engaging media platform is essential to communicate and engage with the public. An engaging media presence supports the vision of South Wales Police which states “To be the best at understanding and responding to our communities” (South Wales Police, 2023). The sharing of information through social media showed me how quickly, efficiently and cost effective this means of engagement was and demonstrated how social media can aid investigations through the click of a button. However, it also became apparent to me that the tone on the post was critically important, as negative responses from the public can quickly escalate if this is negative in any way and does not engage with the immediate audience. As I consider the reflective stages of the Gibbs Model of Reflection, I believe that through identifying at a relatively early stage in the investigation that the assistance of the public would be required in the identification of the suspect through online engagement aided the progression of the investigation efficiently. The process of launching a social media appeal has taught me how effective and important an online engagement is with our communities.  However, If I was presented with a similar incident in the future, due to the seriousness of the assault, I would request more police officers to attend the location earlier to ensure that all golden hour opportunities were identified, whilst the safeguarding and medical treatment of the victim could be carried out. By doing this, the identification of the suspect may have been made immediately that evening with an arrest being carried out. 


Word Count - 2074













Task 3

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


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

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




ANSWER:




In this essay, I will be writing about a policing incident involving the sudden death of a male in which I played a significant role in leading a team of colleagues in preserving the scene and to carry out our policing processes in a professional manner. I will reflect on the incident, explain the initial circumstances, and will outline the immediate processes that I, as a professional police officer carried out in the immediate “Golden Hour” of the incident. I will critically evaluate and evidence my flexibility in my style of leadership in this incident and will analyse the leadership strategies that I have developed to manage a range of different operational situations in the course of my job role. 

The essay will be structured on Borton’s Model of Reflection (Rolf, 2014) which follows three questions throughout the model: What? So What? And Now What? I will explain the circumstances that faced me during this policing incident, the actions that I took and the leadership strategies that I implemented in the “What” element of the model. Following on to the “So What” question, I will provide an overview of different leadership models that are used in modern day policing and how these models aided my decision making during the incident and how I was able to change my leadership style as circumstances evolved at the scene. I will then reflect on my actions at the policing incident during the “Now what” stage of the model and will discuss what that I felt went well from a policing perspective and will identify areas of personal development or actions that I would do differently if I am faced with a similar situation going forward.

The incident that I attended was regarding a concern for a male who had not been seen or had not had any communication with friends of family for a number of days which was unusual. I attended the property that the male resided at with four other police officers and proceeded to force entry to the property under Section 17 of the Police and Criminal Evidence Act (Gov.UK, 2023) as we were concerned for his wellbeing. Prior to entering the property, as a senior member of our team, I communicated clearly with other officers and provided clear instructions with the way that we would enter the building, and the immediate actions that we would take depending on the situation that was presented to us. I did this as I wanted each member of the team to be prepared and to understand the role that they would be required to carry out. Following our entry into the property, the male was discovered to be deceased. Initial observations of the deceased male identified an injury to the left temple, however there were not clear signs of what had caused this injury. I was immediately aware that through the utilisation of my training, there was a requirement for all attending officers to work as a team to preserve the scene to allow specialist departments to carry out their assessments of the deceased male.

[bookmark: _Hlk153543954]It is widely believed that leadership is a natural ability rather than something that can be acquired via training, education, and mentoring. Fortunately, many police leaders are discovering that the competencies required to perform their jobs well are always evolving and growing. Police leadership is a discipline that is always changing and growing, much like the field of policing itself (Fritsvold, 2009). The police service in England and Wales faces consistently increasing challenges with the emergence and changes in types of crimes, including cybercrime and terrorist threats, and the increasing pressures of budgetary constraints. These changes have demanded a requirement for the leadership methods of the police force to seek change from how it traditionally operated. Martin et al., (2017) state that through the professionalisation of the police service, officers will be better equipped to make leadership decisions which will create an effective answer to these challenges, with previous approaches to leadership styles, based upon hierarchy and rank, no longer being the most effective approach in a professional and dynamic organisation. However, they also argue that the ability to empower new graduates to effectively police will be extremely difficult in a large organisation, with the possibility of graduate officers being left to feel demoralised as leaders revert to traditional approaches rather than these innovative approaches. In 2011, the home secretary announced that the police service would be professionalised with all future police officers requiring to be educated to degree level stating that the professional body’s goal was to help officers and personnel in England and Wales fight crime more successfully by developing the body of information, conduct standards, ethical principles, skills, leadership, and professional standards that they need (UK Parliament, 2015). Following this, the College of Policing was established to support and create a consistency across all police forces in England and Wales in the education and training of its officers. 

Throughout the incident, I was aware that my leadership would ensure that our processes would be carried out correctly and efficiently and I knew that through following the training that I had received through my initial training and during my time as a response police officer I would ensure that our conduct was of the most professional standard. The ‘Leadership Standards’ were developed by the College of Policing as part of the National Centre for Police Leadership which delivers the standards of leadership expected at all levels in policing. These standards outline the expectations for five stages, ranging from stage 1 being leadership foundations which apply to police officers at a constable rank to level 5 being standards expected from executive leaders (College of Policing, 2023). The leadership standards were developed by the College of Policing with the police Code of Ethics (College of Policing, 2015) being at the heart of its creation. I was aware throughout that I was to uphold the highest standards of these stages which consist of requirements including the upholding of the police code of ethics, upholding the highest standard of professional behaviour and demonstrating fairness, respect and integrity. Through ensuring that I demonstrated these leadership standards in the way that I conducted myself throughout the incident, I was aware that my fellow officers would mirror my behaviours and would equally demonstrate the highest standards in their behaviours. 

A study carried out by Campbell and Kodz (2011) into police leadership styles identified that Transformational and Transactional leadership were the two most common styles used by leaders. Transformational Leadership is viewed as a proactive management style that can have positive impacts on those being managed. This style seeks to inspire, sets a vision to others aims to fulfil the potential of others through time investment into their development and is considered a “people-centred” approach to leadership (Fritsvold, 2009), (Lai, 2011). However Gaille (2018) argues that although this model of leadership has many advantages, this style can also lead to an overdependency from subjects on their leader which subsequently reduces autonomy and creativity, create a risk of burnout for the leader due to the ownership of too large a responsibility, resistance to change through subjects not sharing the leaders vision and a lack of focus on daily tasks with the leader overly focused on the bigger outcome rather than routine tasks. Transactional leadership is a leadership style which relies on rewards and punishment and “Management by exception” where the leader takes actions reactively when a behaviour deviates from the expected standard. It is believed that this leadership model provides less positivity to those being managed in a stricter environment, however, can have positive impacts on those who respect a leader who manages in this way to gain immediate results such as to raise poor standards and performance effectively. This ‘goal orientated’ approach can often be preferred by staff members who are less self-motivated. Lai (2011) describes that management approach as a “Give and take” relationship between the leader and follower. The study by Campbell and Kodz found that there is evidence to indicate that police leaders who adopt a mixed method approach combining both Transformational and Transactional models may be more effective that those who adopt a singular approach. Further leadership models have been identified as being used within policing such as an Authoritarian leadership (Fritsvold, 2009), Situational leadership and Participative leadership (Campbell and Kodz, 2019), (Haberfeld, 2006). During the incident that I was in attendance, and with regards to the changing circumstances that we faced with the apparent injury to the male, I felt that my style of leadership had to change quickly to meet the needs of the situation. Initially, prior to entering the property, each officer was empowered to understand that we would be entering the property as a team with clear expectations set around the possibilities of what would be presented to us. I conducted this in a positive manner showing trust in others and understanding that a transformational management style would also provide development opportunities for lesser experienced officers. However, once we were presented with the injury to the deceased male, I immediately made the decision that my style of management would need to adapt to a far more direct approach giving clear operational instructions to colleagues and clearly communicating expectations to ensure that the scene was secured efficiently to provide the best evidential opportunity if required. Officers was instructed to ensure that no other person entered the premises, to communicate clearly back to line managers around our findings, to request attendance from relevant departments such as the Criminal Investigation Department (CID) and Scenes of Crime. I oversaw each officer ensuring that their role was being carried out to the required standard whilst also checking on their welfare due to the nature of the deceased male.

Throughout the incident, I ensured that all of my decisions made followed that of the National Decision-Making Model (NDM). This model was introduced by the College of Policing as the primary decision-making model for police officers in England and Wales and is a model that places the Code of Ethics at the centre of all decisions made and assists in ensuring that decisions made have ethical reasoning in accordance with policing principles and expected standards of behaviour (Northants Police, 2023). This flexible model allows officers to be more questioning of the situation that they face whilst ensuring that resulting decisions made are ethical and effective. I considered each stage of the model during my thought process such as the gathering of information and intelligence, assessing the threat and risk presented, the consideration of policies and powers that we were legally available to us, identification of our options and contingencies and then to make my decision by taking action and reviewing the outcome. Each decision that I made and instruction that I gave to other officers in order to achieve best practice in my leadership of the situation followed the NDM to ensure that it they were justified and that if I were ever to be challenged on the resulting decision, I could be held accountable with clear reasoning as to my actions. However, Fenton-O’Creevy et al., (2022) raise concerns over the use of the NDM in that the growing emphasis on making decisions based on evidence through the utilisation of the model decreases the use of experience-based intuition in order to make the decision less debatable and less open to critical scrutiny and reflection making this a more rigid decision-making process with very little discretion as officers fear any repercussions. During my time as a police officer, through the use of the NDM, I have learnt how to assess different operational situations that are presented to me and how different leadership styles need to be adopted to take control of the situation such as a transactional, transformational or mixed method approach.

Throughout the incident in question, I felt that my leadership of fellow officers was effective in making this an efficient process in a potentially challenging situation. Through the training that I received via the College of Policing, my understanding of processes was clear and the way that I conducted myself and lead others was of a professional standard with the Code of Ethics at the forefront of all my decisions. As the situation developed, I believe that I demonstrated my flexibility in my leadership style to suite the changing circumstances. As I reflect on the “Now what?” stage in Borton’s model of reflection, if I were to be in attendance of a similar incident with changing circumstances as explained, I would identify and empower a fellow officer to share the decision making process rather than be as direct with orders as I believe that in pressure situations such as this, with critical decisions being made, a fellow officer could ensure that I did not miss any key points that could affect the investigation. I believe that this would provide a positive in my leadership abilities by having the confidence to empower and develop others to gain best results.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:


In this essay, I will write about and critically reflect upon my three-year probation as a police officer with South Wales Police. I will explain what is meant by coaching and mentoring and will outline how I have benefitted from being coached and mentored throughout my probationary period which has aided me to reach my personal, professional, and organisational goals. I will reflect upon how I believe that my development and performance within the workplace has improved though being coached and mentored and will explain the methods that are currently used within policing with regards to coaching and mentoring that I believe have supported my development.

The essay will be structured on Boud’s Triangular Representation (Boud et al., 1985) which is a reflective model which focuses on learning from the reflection of a person’s practice through self-analysis. This cyclical model focuses on three areas being Experience, Reflection and Learning. The first of the three stages, ‘Experience’, will explain my experiences during my three-year probationary period and will reflect upon my feelings and behaviours during this time. The ‘Reflection’ stage will reflect upon and evaluate the experiences that I have had with regards to my learning and development during this time. Finally, the ‘Learning’ stage will evaluate what I have learned from the coaching and mentoring process and the impact that this has had towards my future personal and organisational goals as I progress throughout my career.

My initial experience of carrying out the role of a police officer in the community following the completion of my six months training within South Wales Police saw me placed with a tutor police officer. College of Policing (2023) explains that a tutor officer is an experienced officer who offers one-on-one mentorship, training, and direction in addition to supporting work-based learning, growth, and evaluation. As well as being accountable for providing a supportive learning platform to the student officer, a tutor is expected to know, understand, and act within the ethics and values of the police service. In partnership with the College of Policing, the Police Superintendents' Association initiated a Coaching and Mentoring Programme in 2018. The initiative offered coaching and mentoring skills training, giving officers and personnel from all policing families informal, adaptable support for their professional growth. In a way not possible before, more than 700 mid-senior level police leaders are now trained and ready to offer one-on-one help (Police Superintendents’ Association, 2023).

I was informed that I would be required to be under the supervision of my allocated tutor for a 12-week period where I would be coached and mentored to develop my understandings and skills with regards to carrying out the day-to-day role of a police officer. Initially I was apprehensive about meeting my tutor and the team of officers that I would be working with as being a new member of a team can be daunting, however I immediately found my tutor to be friendly and engaging and found the fellow officers within my team to be supportive and welcoming. 

When defining ‘Coaching’, the author and a pioneer of the executive coaching industry Sir John Whitmore stated “Coaching is unlocking people’s potential to maximise their own performance. It is helping them to learn rather than teaching them” (Whitmore, 2010). The role of a coach is to offer support and guidance to maximise self-learning and development through empowering the student to make accountable decisions whilst assisting and encouraging the student. A coach will provide an outside perspective and pose questions that will encourage the student to think which will encourage self-development (Lancer et al., 2016). Upon mastering the academic knowledge necessary to become a police officer, coaching allows the officer to develop their abilities by applying their learnings to real life situations with the guidance of the tutor in a process known as ‘Scaffolding’ (Staller, 2021).

Mentoring is a structured process where an experienced person works in a one-on-one capacity for a set amount of time to help a student develop their goals and skills (University College Cork, 2023). This process usually entails face-to-face informal communication over a period of time between a person who is perceived to have a greater knowledge or experience and a person who is perceived to have less, resulting in the informal transmission of knowledge (Bozeman and Feeney, 2007). Although the context of mentoring can vary through differing professions, the application of mentoring consists of similarities. Clutterbuck (2004) found that the overall end goal to develop the learner and to maximise their potential was consistent, however the directiveness of mentors towards their students varied in their learning. Clutterbuck identified two teaching factors being ‘ ‘Directive Stretching’, where the mentor actively encourages the student to engage in new things, giving critical feedback to encourage responses from the student, and ‘Non-Directive Nurturing’ where the mentor adopts a personal support role to the learner similar to that of a councillor. 

Throughout my tutorship period, I found that the coaching and mentoring that I received from my tutor was very effective and the process carried out allowed me to build on my abilities daily through the scaffolding process. I was mentored in a ‘Directive Stretching’ style by my tutor who would encourage me to lead from the front from the beginning at incidents that we would attend and would provide consistent and constructive feedback on my performance during an informal de-brief as we left each incident. The mentoring process allowed me to feel empowered in my abilities and I was aware that any incidents in which I was unsure of actions to undertake, my tutor would offer guidance to ensure that we remained efficient and effective in dealing with the situations that were presented to us. My tutor would conduct periodical reviews with regards to my progress towards set goals and reviews were also carried out with the force training manager to understand my development and any concerns which had arisen. This has followed a process of expectation from the College of Policing that a mentor is to conduct with a student during this time (College of Policing, 2023). Following my tutorship, these reviews have continued with the training manager throughout my 3-year probation as have de-briefing opportunities with my Sergeant. These reviews and de-briefs allow me to regularly receive feedback, however, also allow me to provide my own feedback with regards to situations that I have dealt with, and personal goals that I would like to achieve going forward. I have again been empowered throughout my three-year probation through being encouraged by line managers and colleagues within my team to make key decisions that I believe are correct with regards to the circumstances that I am presented with, and I am always offered guidance and feedback to ensure that my development is consistently improving. I believe that the ‘Directive Stretching’ mentoring process that I have received throughout my three-year probation has allowed me to confidently develop my skills and has aided me in reaching the personal goals that I had set such as the successful completion of my tutorship, to be recognised as a senior officer within the team leading calls that we attend where I can make key decisions in a confident manner, and to successfully complete my three year probationary period alongside the university degree program that I am undertaking. I feel that this coaching and mentoring process has also aided my professional goals as following the completion of my probationary period, I aim to become a tutor officer to support and mentor other officers prior to my longer-term ambition of completing my Sergeants exam as I progress in my career with South Wales Police. This process has demonstrated to me first-hand how empowering individuals through guidance, and face to face conversing providing constructive feedback can aid in the developmental process of an officer. A study conducted by Fernandez and Moldogaziev (2011) found that empowerment methods that give workers access to job-related knowledge and abilities have been shown to have positive and statistically significant impact on how well they are considered to perform. Mentored police officers have been found to have a greater commitment to their job with a high level of job satisfaction (Oyesoji and Adeyoju, 2003).

However, although my experience of being coached and mentored was a positive experience, it is argued that there may be a number of disadvantages of the mentoring process. A mentor who is not fully committed to the organisation can lead to a feeling of resentment from the student, a conflict of values or interests may lead to loyalty issues developing between mentor and student, and there may be phycological effects if the mentor is abusive, exploitative, or neglectful of the student officer. Murphy (1996) found during his research a ‘Shadow side’ of mentoring in which he describes ‘the pain of fractured trust’, ‘the pain of letting go’ and ‘the pain of disappointment’. The guidance that I have received has provided a strong platform for me to reach my personal goal through providing an independent thinking process in my decision making which will aid me in my future professional goals, however I do believe that there is a fine line between empowering a person to make their own decisions and not providing enough support and guidance. This may be due to a lack of support available to police officers due to funding restrictions resulting in smaller teams who have not always been available to provide the necessary guidance, and during my three-year probation, I have made a number of mistakes in my decision making process from which I have learned from. This has required a great deal of resilience to ensure that I have remained positive in my policing ability and to ensure that my confidence has not been affected in making key decisions.

The GROW coaching model (Whitmore, 2010), developed by Sir John Whitmore in 1992 is a coaching model which is used within the police for the development of officers. This model provides a learner-centred method which allows the learner, with guidance from their coach, to identify a problem independently with the empowerment to determining the next steps to meet an established goal which will include a set timeframe. The GROW process focuses on the ‘Goal’ that the learner is required to achieve, the ‘Reality’ of the current situation with a reflection on what is currently going well and what the desired improvement would be, the ‘Options’ where the learner considers which options are available to achieve the desired goal and the ‘Will’ stage, where the learner commits to the next steps for action. The model offers coaches a targeted and comprehensive framework that leads a coach through the phases of behaviour modification in an easy-to-follow, sequential manner (Panchall and Riddell, 2020). However, Dembkowski & Eldridge, (2003) identified in their research a number of shortcomings in the GROW model with regards to the development and mentoring of the student such as the requirement for realistic goals to be set for the model to work and a failure to understand the reality if the student fails to show an interest in expressing reality. This has led practitioners and academics to modify the model in an attempt to improve the probability of successful behavioural change. One example is the inclusion of additional steps into the process to engage the coach on the ‘Topic’ brought to coaching in Downey’s 2003 T-GROW model (Gormley and van Nieuwerburgh, 2014). Further coaching models and theories carried out to aid the develop of the learner include the CLEAR coaching model (Hawkins, 2012), the ACHIEVE coaching model (Dembkowski and Eldridge, 2012), The Zone of Proximal Development (Shabani et al., 2010), and Bigg’s Presage – Process – Product model (Biggs, 1993).

As I reflect on the ‘Learning’ section of Boud’s Triangular Representation (Boud et al., 1985), during my three-year probationary period as an officer with South Wales Police, I have learned that the process of Coaching and Mentoring is significantly important in the development of a new police officer. I believe that I was fortunate that I was placed with a tutor who offered great guidance and support and was able to quickly identify that I could be mentored in a ‘Directive Stretching’ style, actively encouraging me to make my own decisions to aid my progress and development with his supportive guidance. However, I do understand that the coach and the student both have responsibilities to make the coaching relationship successful. The learning that I have taken will be remembered throughout my career and as I progress into being a tutor officer, I will ensure that the coaching strategies that I have learned will be implemented in the development of students that I will mentor. I will also aim to focus on the areas that I feel have not gone so well, such as providing too much empowerment to a learner too early which can result in a feeling of isolation and can affect confidence if decision making is affected through a lack of experience and guidance. 
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